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Executive Summary
The Los Angeles County Early Care and Education Workforce Consortium1 was a systems initiative that brought
together organizations, programs, institutions of higher education, and leaders in the field of early care and
education (ECE2) from across Los Angeles County. The Workforce Consortium was funded through a five-year
grant from First 5 LA and was coordinated and administered by Los Angeles Universal Preschool (LAUP). The
Workforce Consortium aimed to expand the ECE workforce, improve the qualifications, retention, and
advancement of the workforce, increase the quality of ECE practices, and work towards a more effective and
coordinated ECE professional development system in Los Angeles County.
The purpose of this report is to summarize major outcome findings for each of the five direct -service programs
(CDWFI, Gateways, STEP, ECEPLC, and Project Vistas) funded by the Workforce Consortium for the 2015-16
program year. Where available, longitudinal outcomes data are presented in terms of annual figures,
cumulative averages, or cumulative percentages for the years in which each program was funded by the
Workforce Consortium. In addition, this report captures findings from a qualitative investigation of co enrollment across multiple direct-service programs funded by the Workforce Consortium.
A total of 3,321 participants were served across the Workforce Consortium’s five direct-service programs
during the 2015-16 program year; this number is slightly inflated, as 548 participants (16%) may have been coenrolled in two or more Workforce Consortium programs during 2015-16. In terms of member education,
CDWFI was the program with the most members who reported having earned less than a high school diploma,
and ECEPLC was the program with the most members who reported having earned an M.A./M.S. or a Ph.D. In
almost all programs, the majority of members had some college but no degree. Further, the majority of
participants enrolled in the five Workforce Consortium programs did not have a Child Development Permit
issued by the California Commission on Teacher Credentialing (CCTC). All direct-service programs except
CDWFI served people who had worked in the ECE field for an average of ten years or more.
This was the third year that programs collected and reported data on program participants’ ‘Knowledge of ECE
Career Options’, ‘Educational Pathways’, and ‘Professional Development Opportunities’. All programs reported
that the vast majority of their participants gained knowledge in these areas due to their participation in the
programs.

This was the second year that programs collected and reported data on program participants’ ‘Knowledge and
Use of Technology’. Programs offered technology trainings based on their findings. This resulted in a range of
technology trainings across the various programs—from basic introduction to technology (e.g., establishing
email accounts, navigating the internet for resources, etc.) to integrating iPads as a tool for instruction. Project
Vistas offered seven technology trainings, Gateways offered eight, and ECEPLC carried out a sub-study during
their second year of introducing transitional kindergarten teachers to iPads as a tool for recording student data
and planning data-driven instruction. Project Vistas’ and Gateways’ technology trainings were well received by
participants; in contrast, ECE-PLC found that although the technology project certainly increased teachers’
technological skills, the project failed to meet teachers’ expectations.
Co-enrollment hovered at an average of 17% across the life of the Workforce Consortium. Participants who
enrolled in more than one program were multi-year co-enrollees who learned about other programs under the
Workforce Consortium, mostly from co-workers or employers. The majority of co-enrollees who had never coenrolled in other programs outside of the Workforce Consortium, and many were working multiple jobs or had
once worked multiple jobs. Most knew of other co-enrollees; they benefitted from networking within the subculture created from the shared experience of being part of multiple programs, and co-enrollees reported that
they didn’t find co-enrollment to be difficult. In fact, 50% of the co-enrollees interviewed said they found the
co-enrollment experience to be easy.
Funding for the Workforce Consortium ended on June 30, 2016—after five continuous and successful years. In

1

The Los Angeles Early Care and Education Workforce Consortium will be abbreviated to “Workforce Consortium”
throughout this paper.
2 The term “early care and education” will be abbreviated to “ECE” throughout this paper.
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line with its strategic plan, First 5 Los Angeles has continued to fund PEACH 3— the only non-direct service
provider and the policy arm of the Workforce Consortium. A handful of the direct-service programs have
independently sought other funding sources to enable them to operate on a smaller scale. However, monthly
meetings and related advisory meetings to discuss ECE workforce development as a systems effort have ended.
In many ways, the Workforce Consortium has laid a solid foundation for the development of early care and
education staff in Los Angeles County. Many of the organizations under the Workforce Consortium, including
PEACH, the Child Care Alliance of Los Angeles (who administered Gateways), and the Los Angeles County
Office of Child Care (who administered STEP) are now involved in the ECE Architects Group. This group meets
periodically to develop plans for the local implementation of First 5 California’s program to Improve & Maximize
Programs so All Children Thrive (IMPACT), and these meetings are in large part thanks to the groundwork put
in place by the Workforce Consortium. We anticipate that the long-term benefits of the Workforce Consortium
will continue to surface in the years to come.

3

PEACH is a higher education systems initiative and was one of the funded programs of the Los Angeles County Early Care
and Education Workforce Consortium. PEACH was administered by LAUP and funded by First 5 LA for a five-year period
from 2011-2016. PEACH is now directly administered and funded by First 5 LA.
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Introduction
The Workforce Consortium was a systems initiative that brought together organizations, programs, institutions
of higher education, and leaders in the field of ECE from across Los Angeles County. It was funded through a
grant from First 5 Los Angeles and was coordinated and administered by LAUP. The Workforce Consortium
aimed to expand the ECE workforce; improve the qualifications, retention, and advancement of the workforce;
increase the quality of ECE practices; and work towards a more effective and coordinated ECE professional
development system in Los Angeles County.
The three overarching goals of the Workforce Consortium were:

•

Capacity Building and Quality: Provide opportunities for the ECE workforce to expand their knowledge
base in order to better serve young children.

•

Systems Change and Alignment: Align the various educational and professional development tracks to
simplify identification of next steps in achieving individual professional growth.

•

Policy and Awareness: Strengthen the position of ECE within the educational spectrum through
collaboration and advocacy.

High-quality, direct-service programs supporting the educational and professional development of ECE
professionals were a central component of the Workforce Consortium effort. There were five direct -service
workforce development programs funded through the Workforce Consortium. Although not funded directly by
the Workforce Consortium, the LAUP ASPIRE stipend program coexisted during the same years as the
Consortium (2011-2016), and was a strong presence and partner during all Workforce Consortium events.
The purpose of this report is to summarize major outcome findings across each of the five direct -service
programs funded by the Workforce Consortium for the 2015-16 program year, as each program was required
to submit a program evaluation. Longitudinal outcomes are provided via annual breakdowns and aggregates
for all years in which each direct service program was funded by the Workforce Consortium. Findings are
organized according to the five long-term impact areas of the Workforce Consortium; findings include a
summary of baseline data on participants’ knowledge of ECE career options, educational pathways, and
professional development opportunities. For those programs that implemented a technology component this
year, data about participants’ technology use is also summarized in this report. In addition, this report captures
findings from a qualitative investigation of co-enrollment across multiple direct-service programs funded by the
Workforce Consortium.
This evaluation summary is driven by the following research questions:
1. How many participants were served by the Workforce Consortium since its inception? What is the profile
of a Workforce Consortium program participant?
2. Did participants advance towards the long-term impact areas of the Consortium?
3. What specific program components (e.g., advising, contracted coursework, flexible course scheduling,
coaching, etc.) were most effective, according to program participants?
4. What were the benefits of co-enrollment from the participants’ perspective?
5. What activities or efforts occurred to influence larger systems change or policy change over the span of
consortium funding?
6. Which of the larger systems changes or policy changes were successful?

Individual program findings will be summarized and generally described to answer these research questions.
Details about the history of each program, as well as the methodology and data analysis for each program
evaluation, can be found in the individual program evaluation reports for 2015-2016. While the 2015-16 year
was the final year of funding for the Gateways Program in the form described in this report, Gateways will
continue to exist under Quality Start Los Angeles (QSLA) and the Los Angeles County Quality Rating and
Improvement System (QRIS). However, the Workforce Consortium as well as the individual programs it funded
will be referred to in past tense in this report, for reasons of consistency.
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Programs
There were five direct-service Workforce Consortium programs, each administered by lead agencies or
organizations in Los Angeles County. The programs served ECE professionals and students who work or study
in Los Angeles County. This section contains the names of each of the direct-service Workforce Consortium
programs, the years that they were funded under the Workforce Consortium, and a brief description of the
services provided.
CHILD DEVELOPMENT WORKFORCE INITIATIVE (CDWFI)
2011-2016
Administered by: Los Angeles Universal Preschool and the following College Partners:
Partners: Antelope Valley College * Cal Poly Pomona * East Los Angeles College * Long Beach City
College * Los Angeles City College * Los Angeles Southwest College *Los Angeles Valley College *
Mt. San Antonio College * Pasadena City College * Pierce College * Santa Monica College
Provided dedicated services, such as advisement, mentoring, tutoring, coursework, and financial support,
to increase the number of students who received permits and completed transfers and degrees in ECE.
EARLY CHILDHOOD EDUCATION PROFESSIONAL LEARNING COMMUNITIES (ECEPLC)
2011-2016
Administered by: Los Angeles County Office of Education
Provided professional development training to transitional kindergarten (TK) teachers and their principals,
in order to increase knowledge of high-quality ECE practices. Created learning communities to promote
high-quality ECE practices and increased collaboration between preschools and elementary schools.
GATEWAYS FOR EARLY EDUCATORS (Gateways)
2011-2016
Administered by: Child Care Alliance of Los Angeles
Provided one-on-one quality and career coaching and leveraged existing trainings for licensed and
license-exempt ECE professionals. Supported increased quality of ECE practices and career and
educational advancement for ECE professionals.

STEPS TO EXCELLENCE PROGRAM (STEP)
2011-2016
Administered by: Los Angeles County Office of Child Care
Provided quality ratings for licensed ECE centers and family child care homes using the Race to The Top
(RTT) framework, issued quality improvement grants, and provided access to professional development
opportunities to help participants improve their quality ratings and overall program quality.
FAMILY CHILD CARE HIGHER EDUCATION ACADEMY (Project Vistas)
2013-2016
Administered by: East Los Angeles College Foundation
Provided tutoring, advisement, professional development, and flexible course scheduling to enable
completion of coursework towards ECE permits, certificates, and degrees; services were offered to family
child care owners and staff whose primary language was Spanish or who were part of another
ethnic/linguistic group.
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Each program served a distinct segment of the ECE workforce and provided educational and professional
support services targeted to different needs along a professional development continuum. For example, the
CDWFI program services were targeted to students who were largely new to the ECE field. The immediate
educational and professional development goals of these students were different from the goals and needs of
the family child care owners and center-based providers served by Gateways or STEP, and from the transitional
kindergarten (TK) teachers served by ECEPLC. What participants across the programs did have in common was
that they were all part of a neglected section of the workforce – a problem which the Workforce Consortium
was funded to address in a systematic way.

Literature
In California, the ECE workforce faces the challenges of low wages in comparison to K-12 teacher wages,
insufficient qualifications needed to enter the field, and lack of incentives for quality improvement. Taken
together, these challenges leave no impetus for individuals to join the ECE field, and those already in the field
have little impetus to stay or improve their practice. This literature review will examine the ECE workforce needs
that justify First 5 Los Angeles’ five-year investment in the Los Angeles County ECE Workforce Consortium. It
will also review best practices of professional development programs that have proven to be successful, in spite
of the challenges and sociopolitical context surrounding ECE workforce development.
Wages
ECE professionals are among the lowest-paid professionals in the United States (Boyd, 2013). The median rate
for a childcare worker was $8.82 per hour ($18,350 per year) in 2008, according to the Bureau of Labor
Statistics (2008). In comparison, and based on the same source, a security guard earned $13.29 per hour in
2008 ($27,650 per year). Not only are preschool teachers earning less in comparison to other professionals,
they are earning less in comparison to all other educators. A brief issued by the National Head Start Association
(2014) stated that Head Start teachers with a B.A. degree earn $29,000 annually. In comparison, the average
kindergarten teacher with similar credentials earns $48,874 annually (Boyd, 2013). Numerous studies (e.g.,
Boyd (2013); Bessie Tartt Wilson Initiative for Children (2010); Gable & Halliburton (2003); Holochwost et al.
(2009)) indicate that compensation and benefits for preschool teachers remain low, and that they are not
consistently related to teacher qualifications.
Expanding the Field
Coupled with low wages, lack of professionalization within the ECE field may be keeping people from joining
the field. Professionalization generally refers to the degree to which an occupation uses a given set of criteria to
assess professional standing; these criteria may include credentials and licensure, mentoring of new entrants,
professional development, specialization, authority, compensation, and prestige (Ingersoll & Perda, 2008).
Barford and Whelton (2010) find that a lack of respect from other professionals, and from society in general,
limits the ECE field’s ability to attract experienced and qualified staff. According to Karoly (2012), the bulk of
ECE workforce programs are directed at people already in the ECE workforce; relatively few programs aim to
extend the size of the ECE workforce. Counts of new entrants by the programs that do aim to attract new ECE
professionals suggest a modest impact.
Qualifications
ECE professionals often work without a degree, permit, or other professional credential. California’s Title 22
licensing regulations provide only minimal requirements for education and training (Karoly, 2012). As part of
Title 22 regulations for ECE staff, California has licensing standards that require slightly more pre-service
preparation than most other states. However, California has fallen behind in the trend towards increased
educational requirements in child development for teachers serving preschool-age children (Karoly, 2012). For
example, Title 22 for childcare centers does not outline any postsecondary degree requirement at any of the
staff levels, from assistant teacher to program director. Fully qualified lead teachers and program directors are
required to have a mere 12 semester units of college-level courses in child development or ECE. In addition, the
Title 22 licensing standards include no education and training requirements for staff in licensed Family Child
Care homes (FCCs).
Recent state and federal funding opportunities for quality improvement, including the Race to the Top – Early
Learning Challenge (RTT-ELC), have addressed the issue of low educational attainment by tying higher
educational attainment to higher quality ratings. Moreover, as of 2010, 45 states had developed ECE
9
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competencies for practitioners; California was one of them. One of the constructive features of the California
Early Educator Competencies, according to Karoly (2012), is that for each competency domain, a continuum of
competencies is defined, starting from those required for supportive or assisting roles and extending to those
needed for administrative roles. However, Karoly states, “While competencies serve to define the expected
knowledge and skills of the ECE workforce, it is challenging to assess individual members of the workforce to
determine if they meet the full range of those expectations” (2012, p. 38). Further, the Competencies have yet
to be adopted in a systemic or widespread way, and have not yet been enforced in terms of state licensing,
permit attainment, or job placement.
Benefits of a High-Quality ECE Workforce
Research has found that ECE professionals with a bachelor’s degree provide higher-quality teacher-child
interactions for young children (Barnett, 2011; Bowman, 2011). Research has also found a link between high quality adult-child interactions and children’s acquisition of language, social, and academic skills (Burchinal,
Howes, Pianta, Bryant, Early, Clifford & Barbarin, 2008; Hamre & Pianta, 2005). The high-quality environment
that is provided by a skilled and educated early childhood professional is important for all children engaged in
early education settings, and it is especially critical for children living in poverty or experiencing other risk
factors for school failure (Campbell, Ramey, Pungello, Sparling & Miller-Johnson, 2002; Hamre & Pianta, 2005;
Schweinhart, Montie, Xiang, Barnett, Belfield & Nores, 2005). The link between the professional preparedness
of the teacher and the outcomes for children highlight the need for an accessible and high-quality professional
development system.
In addition to contributing to positive outcomes for children, an educated, trained, and properly credentialed
workforce is helpful for the economy. Currently, the ECE workforce generates more than 1.9 billion dollars in
gross receipts in Los Angeles, and represents over 49,839 small businesses in California. The ECE workforce also
provides large returns on the investment of public dollars. A recent study (MacGillvary & Lucia, 2011) reported
returns ranging from $2.69 to $7.16 per dollar of public investment, due to positive outcomes for children and
families. The same study reported that high-quality ECE care increases worker productivity in the general
population, and is related to decreased absenteeism, decreased turnover, and higher maternal career earnings.
In addition to benefits for current industry and wage earners, high-quality early care and education also
provides benefits for future wage earners. If Los Angeles County were able to raise the average years of its
citizens’ schooling by one year, it would translate to an increase of $27 billion in personal income per year (Yu,
2012). Thus, in multiple ways, quality early care and education provides a foundation for economic success.
Professional Development
Professional development for the ECE workforce in California may take place through two primary mechanisms:
1) education, and 2) training. A degree in ECE does not usually lead to significantly higher wages for the ECE
professional, and so there is no fiscal incentive to pursue coursework or other professional development.
However, ECE teachers who do return to school are representative of the non-traditional college and university
student population, defined by the National Center for Education Statistics (2002) as having at least one of the
following characteristics: 1) delayed college entry after high school, 2) part-time college enrollment, 3) part- or
full-time employment, 4) financial independence, 5) responsibility for dependents, 6) single parenthood, and/or
7) no high school diploma. It is assumed that given these characteristics, higher education degree attainment is
more difficult for non-traditional students than for traditional college students.
To further complicate the educational and degree attainment of non-traditional and traditional ECE college
students alike, California has the largest public higher education system in the world, and there is little
consistency across its institutions of higher education in terms of how they structure their ECE degree
programs. In her investigation of California’s ECE higher education degree programs, Karoly (2012) found that
there is a general absence of articulation agreements—meaning that students transferring between two-year
institutions may find that they need to retake courses or acquire more credits to meet the requirements at their
new institutions. Karoly (2012) also found that many programs did not require a full course of study covering
the range of topics recognized by ECE experts as critical for ECE teachers and administrators; one such gap was
in the provision of courses needed to acquire competency in working with dual language learners and with
families from diverse ethnic, cultural, or linguistic backgrounds.
Because of the unique needs of the ECE workforce, programs that aim to assist with degree attainment utilize
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strategies such as tutoring, academic advising, financial assistance (stipends), course scheduling, and/or
implementation of a cohort model. Advising has been found to improve degree persistence, grades, time to
complete degrees, and graduation rates for all students, and has an even stronger positive impact for
nontraditional students (Bahr, 2007). Dukakis, Bellm, Sneer & Lee (2007) found that academic advising is
especially critical for nontraditional ECE students because of the varying certification requirements across the
complex landscape of ECE, and because students often have already taken a patchwork of classes at other
institutions and need substantive advising to avoid replicating coursework and delaying degree attainment. In
their investigation of financial incentive programs for child care workers, Park-Jodotte, Golin, and Gault (2002)
found results including increased enrollment in higher education coursework, more degrees earned, higher
compensation, and greater retention in the field. Saki, Kipnis, Whitebook, and Schaack (2014) conducted a
five-year longitudinal study of six BA cohort model programs in California designed to help adults working in
the early care and education field achieve a bachelor’s degree in ECE. A “cohort” in higher education is
typically defined as a group of 10-25 students who begin a program of study together and advance through
coursework as a group. Saki and colleagues found that the average graduation rate across all six cohorts was
81%, which was more than twice the graduation rates of typical transfer students from two-year to four-year
institutions in California. The study concluded that although most students joined their programs for reasons
other than the cohort model, they recognized the value of the cohort. Their perception of its importance
increased over time and after graduation, as participants reported forming ongoing friendships and close bonds
that were a source of support both at school and in their professional lives (Saki, Kipnis, Whitebook, & Schaack,
2014).
Success in degree attainment is only one aspect of a complete response to the demand for more educated
teachers, as teachers’ need for support may shift over time, and they may need continued training while on the
job. In their synthesis of a large body of research, Saki, Kipnis, Whitebook, & Schaack (2014) suggest that ECE
professional development programs are more likely to be effective when 1) there are specific and articulated
objectives, 2) there is an explicit link between knowledge and practice, 3) professional development occurs
collectively with teachers in the same classroom or schools participating together, 4) the intensity and duration
of the professional development activities are consistent with the content, 5) educators know how to use the
child assessments and interpret the findings to guide their professional practice, and 6) the professional
development activities are aligned with the organizational context and with existing state or early learning
standards. Research by Gable and Halliburton (2003) found that teachers recognized the need for further
education and training, but they also believed that “higher education warrants higher levels of compensation”
(p.88).
Retention
If training and degree attainment are to improve child outcomes, those trained and skilled teachers need to
remain in early education; in reality, most find it difficult to stay. Whitebook and Sakai’s 2004 Child Care
Workforce Study provides the most reliable estimates of staff turnover (although their analysis was limited to
only licensed centers). Their findings showed that 22% of teacher positions and 26% of assistant teacher
positions in licensed centers had turned over in the last 12 months, with even higher rates of turnover in
centers serving infants. Through in-depth interviews with 32 early educators, Boyd (2013) found that although
the majority saw their work as “valuable and meaningful” they did not intend to remain in early childhood
education, and cited poverty wages, few benefits, high work-related expenses, and job insecurity as their
reasons for leaving. Further, many of the teachers in the study voiced “frustration at the perception that they
are babysitters rather than teachers; lazy rather than hard-working; and unskilled rather than professional”
(Boyd, 2013, p.5). Boyd (2013) summarizes the problem: “To retain the most qualified and motivated early
childhood educators, pay and working conditions must be improved” (p.1).
The Los Angeles County ECE Workforce Consortium aimed to establish a professional development system that
would address the complex, fragmented nature of the ECE field. They accomplished this by bringing together
various programs that served the needs of the current and potential ECE Workforce, using practices that had
been proven successful, and addressing the need for higher education alignment to facilitate navigation
through educational and professional development pathways.
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Theory of Change
A theory of change is a set of “theories” or interlocking assumptions which serves as the basis for the changes
expected to occur during the course of a program. Explicitly outlining these assumptions helps evaluators and
program staff to test and explain the changes that are expected to occur during the course of the program. A
theory of change provides the “roadmap” for applying, practicing, or realizing ideas in order to bring about
change (Bruner, 2004). In order to give context for the Workforce Consortium theory of change, a logic model
was created (Appendix A). The logic model outlined the short, intermediate, and long-term outcomes expected
of the Workforce Consortium, as well as the intended long-term impacts of the initiative. The major
assumptions (or theories) associated with the Workforce Consortium were:
1. The partner agencies involved in the Workforce Consortium were willing and prepared to partner with
LAUP to implement their programmatic activities and efforts. They had the staff, materials, space,
administrative support, funding, interest, and/or authority to support participants within the scope of their
respective programs or projects.
2. The partner agencies involved in the Workforce Consortium were willing and prepared to work with each
other towards shared goals, including more seamless services for ECE professionals in Los Angeles County,
increased opportunities for educational and professional advancement, and shared standards for ECE
workforce competencies, skills, and qualifications.
3. There was a need among ECE students and professionals for the services provided through the Workforce
Consortium. Without the types of services that were provided through the Workforce Consortium, ECE
students and professionals were less likely to achieve the educational and professional milestones expected
of them.
4. The services provided through the Workforce Consortium were the correct services. These services were
provided in an effective and timely manner and were provided in the appropriate dosage to bring about the
expected improvement in student achievement and knowledge.
5. There was a need within the field of ECE for an educated and skilled workforce that could deliver highquality services to children from age 0 to 5. This field recognized and rewarded degrees, certificates, and
permits, so that there were financial and professional incentives for students and professionals to work
towards these academic and professional achievements.
6. The Workforce Consortium leadership sought out opportunities to share information about the System
Initiative and the ECE workforce in order to raise awareness, create a shared vision, and influence policy
change around ECE workforce needs and conditions.

Finding: Almost 15K Participants Were Served Across Five Years; Who Were They?
The following section will answer the following research questions:
1. How many participants were served by the Workforce Consortium since its inception?
2. What is the profile of a Workforce Consortium program participant?
A cumulative total of 14,718 participants were reached by programs across all five years of the Workforce
Consortium. This number includes a large number of returning participants (programs did not limit the number
of years that participants could return) as well as co-enrollees across multiple programs.
Table 1. Number of Participants Served by Year
Year

CDWFI

Gateways

Vistas

STEP*

ECEPLC

TOTAL**

2011-12
2012-13
2013-14
2014-15
2015-16

1,025
1,412
1,559
1,631
1,670

422
1,079
1,277
1,203
1,015

n/a
n/a
250
379
389

49
390
177
175
131

64
60
123
122
116

1,560
2,941
3,386
3,510
3,321

*The participant count for STEP is an aggregate of data provided by the Gateways program and data provided directly from
STEP.
**This total column contains duplicates, since participants were allowed to return for multiple years.
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The Workforce Consortium was rolled out during the 2011-12 program year, and the 2012-13 program year
was the first full year of program implementation; this explains the increase in participants across almost all
programs from the 2011-12 to the 2012-13 program year. Participant enrollment across all direct-service
programs grew steadily into the 2014-15 program year, with the addition of Project Vistas in 2013-14, before
taking its first decline in 2015-16—the last year of funding. During the 2015-16 program year, a total of 3,321
participants were served, although this number is slightly inflated, as an estimated 548 participants (16%) were
co-enrolled in at least one other Workforce Consortium program during 2015-16.
Each of the five direct-service workforce programs served ECE professionals, students, or a combination of the
two. The section below contains a summary of educational and professional characteristics for core participants
in each program.
Participants in Each Workforce Consortium Program Clustered at Different Levels of Education
The figure below captures aggregate percentages of the highest levels of education reported by participants
upon intake for all years in which the respective program was funded by Workforce Consortium.
Figure 1. Cumulative Average of Highest Level of Education Reported by Participants*
CDWFI
Less than High School
High School
Some College
College
AA/AS
BA/BS
Graduate degree
No Response
Gateways
Less than High School
High School
Some College
College
AA/AS
BA/BS
Graduate degree
No Response
Vistas
Less than High School
High School
College
Some College
AA/AS
BA/BS
Graduate degree
No Response

30%
17%
26%
19%
5%
1%

12%
14%
37%

12%
18%
4%
4%

ECEPLC
Less than High School
High School
Some College
AA/AS
BA/BS
Graduate degree
No Response
STEP**
Less than High School
High School
Some College
AA/AS
BA/BS
Graduate degree
No Response

20%
73%
7%

5%
10%
29%
13%
11%
3%
29%

16%
18%
43%
17%
3%
1%
1%

*For each program, these percentages are calculated as the total
number of participants across all years for each level of education (including returners), divided by the grand
total of participants across all years (including returners).
**The percentages for STEP includes only STEP participants co-enrolled in Gateways across all years.

The CDWFI program was targeted towards high school students, community college students, four-year
university students, and graduate students. The CDWFI program was focused on helping students move
through the educational system and attain a degree in ECE, Child Development, or a related field. One-third of
CDWFI participants were high school students.
The ECEPLC program served TK teachers and their school principals. The ECEPLC program did not require
services to help participants achieve advanced degrees, because participants were required to have their
13
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bachelor’s or graduate degrees to be employed as teachers and administrators in a public school system.
The Gateways program served family child care providers, center-based staff, and license-exempt caregivers
(those who care for children legally without a license). Many of the Gateways participants managed their own
center or family child care as a small business. The majority of Gateways participants reported that they had
“some college” or less on a scale of educational attainment. The Gateways program provided coaching support
to participants who identified and worked towards educational and quality improvement goals.
The STEP program provided quality ratings and improvement services to centers and family child care homes.
These services included referrals and priority enrollment in the Gateways program for staff to improve their
education, knowledge, and practice. The educational levels of STEP participants mirrored the levels reported for
Gateways participants, with the majority reporting “some college” or less.
Project Vistas provided tutoring, advising, and professional development to family child care owners and staff,
the majority of whom spoke Spanish as their primary language (75% of 2015-16 participants). Like Gateways
and STEP, the majority of Project Vistas participants reported having some college or less. Program participants
tended to be “non-traditional” college students in that they were available to attend college only in the late
afternoons and during weekends, because of their extended work hours and because their average age was
higher than that of a typical community college student. Most participants were in the age range of 41-55
years, and they may have had more family obligations than the traditional student.
The Majority of Participants Enrolled in the Five Workforce Consortium Programs Did Not Have a
Child Development Permit Issued by the California Commission on Teacher Credentialing Upon
Enrollment
Four of the five Workforce Consortium programs provided support for participants working towards a Child
Development Permit. CDWFI, Gateways, and Project Vistas all provided one-on-one support for participants
who were working towards a new or upgraded permit. The CDWFI program also provided financial support to
help college students pay for the cost of applying for a new or upgraded permit. In addition, the STEP program
rewarded the attainment of child development permits by including them in the higher rating levels of the STEP
quality rating standards.
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Figure 2. Cumulative Average of Highest Permit Level Reported by Participants*

CDWFI

ECEPLC

Assistant
Associate
Teacher
Master Teacher
Program Director
Site Supervisor
Other
No Permit
No Response

7%
11%
7%
1%
2%

70%

Gateways
Assistant
Associate
Teacher
Master Teacher
Program Director
Site Supervisor
Other
No Permit
No Response

Assistant
Associate
Teacher
Master Teacher
Program Director
Site Supervisor
Other
No Permit
No Response

27%

46%
26%

STEP**
5%
10%
7%
2%
2%
6%
1%
63%
4%

Assistant
Associate
Teacher
Master Teacher
Program Director
Site Supervisor
Other
No Permit
No Response

6%
10%
7%
2%
2%
5%
1%
37%
30%

Vistas
Assistant
Associate
Teacher
Master Teacher
Program Director
Site Supervisor
Other
No Permit
No Response

6%
32%
9%
2%
1%
4%
42%
3%

*For each program, these percentages were calculated as the total number of participants across all years for each permit
level (including returners) divided by the grand total of participants across all years (including returners).
**The cumulative percentages for STEP include only STEP participants co-enrolled in Gateways across all years.

The ECEPLC program did not provide support services for participants to work towards a new or upgraded
permit, as that was not a goal of the program. A Child Development Permit would not qualify the ECEPLC
participants (TK teachers and principals) for a higher-level job or otherwise advance their career.
The Majority of Participants Enrolled in the Five Workforce Consortium Programs Did Not Have a
Teacher or Administrator Credential upon Enrollment
Information about credentials was not collected from CDWFI participants. Although some CDWFI participants
did have credentials, most of the CDWFI participants had not yet completed community college, and would not
qualify for a teaching or administrative credential. All of the ECEPLC participants had one or more credentials,
as these participants were employed by public school systems that required teachers and administrators to hold
a credential. A small minority of participants in the Gateways and STEP programs had one or more teaching or
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administrative credentials.

Table 2. Cumulative Percentage of Participants with Teaching or Administrative Credentials
Program

% Participants

CDWFI
ECEPLC
Gateways
STEP*
Vistas

Not Collected
100%
3%
3%
-

*The cumulative percentage for STEP includes only STEP participants co-enrolled in Gateways across all years.

FCC Owners, Classroom Teachers, and Students Were Most Served Across the Five Workforce
Consortium Programs
There were clear differences in the professional roles held by the participants in each of the Workforce
Consortium projects. Over the five years of the Consortium, an average of 44% of CDWFI college members
were employed in the ECE field at the time that they entered the program, but the majority (56%) were not
employed in the field. The ECEPLC program served TK teachers and principals, and all participants were
classified as either “classroom teacher” or “program administrator.” Project Vistas served primarily family child
care owners and their staff. Participants were classified as “FCC owner” or “FCC teacher.” The Gateways and
STEP programs served the widest range of professional roles. The Gateways program served participants who
worked in centers, family child care homes, and license-exempt settings. These participants could work in a
support role, and were not required to be classroom teachers. The STEP program served centers and family
child care homes and provided priority enrollment into the Gateways program for individuals who wished to
work on advancing their education, knowledge, or practice in the ECE field as part of the Quality Rating and
Improvement effort at their center or child care home. The majority of participants in the Gateways and STEP
programs were family child care owners.
Table 3. Cumulative Average of Primary Professional Role Reported by Participants
Program

CDWFI

ECEPLC

Gateways

STEP

Vistas

Classroom Teacher

25%

51%

23%

<1%

<1%

Program Administrator

1%

49%

3%

4%

-

FCC Teacher

<1%

-

9%

4%

40%

FCC Owner

1%

-

50%

62%

56%

Program Support

10%

-

2%

<1%

-

Field Support

<1%

-

1%

-

-

Student

60%

-

4%

<1%

-

License-Exempt Caregiver

1%

-

6%

<1%

-

No Response

2%

-

2%

29%

4%

*For each program, these percentages were calculated as the total number of participants across all years for each primary
professional role (including returners), divided by the grand total of participants across all years (including returners).
**The cumulative percentages for STEP includes only STEP participants co-enrolled in Gateways from the 2012-13 to the
2015-16 program years. Data missing for 2011-12.

Participants’ Average Number of Years in the Field Ranged from 6 to 14
Most programs served people who had worked in the ECE field for an average of ten years or more. Because
the majority of CDWFI participants were high school or community college students who were new to the ECE
field, the average “years in the field” of six years was calculated only for CDWFI in-service participants
employed in the field across all program years (2011-12 to 2015-16).
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As discussed in the introduction, the ECEPLC program served teachers who had recently been assigned to the
role of TK teacher. This new role did not officially exist in California before 2011. The “years in the field”
reported for teachers in the ECEPLC program (9 years) reflects all the time they had spent serving children 0 to
5, including time spent as kindergarten teachers.

Project Vistas served primarily family child care owners who had been working in the ECE field for a
considerable amount of time (10 years on average), but who had recently returned to college to achieve various
goals.
Table 4. Cumulative Average Number of Years in the Field Reported by Participants
Program

Years in the Field

STEP**

14

Gateways

12

Vistas

10

ECEPLC***

9

CDWFI****

6

*Rounded up.
**The cumulative average for STEP includes only STEP participants co-enrolled in Gateways.
***Years in the field were not reported for principals in the ECEPLC program. Teachers only.
****The summary for CDWFI includes employed college students only.

Participants’ Average Length of Time in Their Current Position Ranged from 2 to 11 Years
Participants reported great variability in the length of time spent in their current position. On average,
participants in STEP, Gateways, and Project Vistas reported the longest amounts of time in their current
positions (eleven, eight, and eight years respectively). The CDWFI college participants who worked in the ECE
field reported that they had spent a cumulative average of four years in their current positions. Finally, ECEPLC
teachers reported the least amount of time in their current positions – a cumulative average of two years. This
was to be expected, as the position of TK teacher did not exist for many school districts until 2011. In summary,
the STEP, Gateways, and Project Vistas programs served participants who had been employed in their current
position for the longest, followed by the CDWFI students, and finally, the ECEPLC TK teachers.
Table 5. Cumulative Average Number of Years in Current Position
Program

Years in Current
Position

STEP

11

Gateways

8

Vistas

8

CDWFI**

4

ECEPLC

2

*These are cumulative averages. Rounded up.
**Includes employed college students only.

Finding: Gains Made Towards the Desired Impact Areas
The following summary sets out to answer the following research question: Did participants advance, as a
group, towards fulfilling the desired long-term impact areas of the Consortium? To answer this question, we
examined data provided by end-of-year program evaluations, regarding the following Workforce Consortium
desired impact areas:
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1) Expanded ECE workforce
2) Better qualified ECE workforce
3) Greater retention and advancement of the ECE workforce
4) Increased quality of ECE practices and programs
During the 2015-16 program year, all programs captured data about “Knowledge of ECE Career Options,”
“Knowledge of ECE Educational Pathways,” and “Knowledge of Professional Development Opportunities”; a
summary of this data is presented here. In addition, selected Workforce Consortium programs were required to
implement a technology training component within their program in 2015-16; the data collected to track their
efforts on this component is also summarized below.

Expanded ECE Workforce
CDWFI
The CDWFI program recruits high school students and college students to the field of ECE, and assists existing
ECE students in completing educational and professional milestones. The program experienced growth in
membership for the five consecutive years during which it received Consortium funding (2011-12 to 2015-16).
CDWFI served a five-year total of 4,732 members (and 7,297 individual member spaces), of which 57% were
community college students, 28% were high school students, 14% were four-year university students, and 1%
were graduate students. A majority of the CDWFI participants surveyed at the end of each year reported that
the CDWFI program increased their knowledge of ECE career options (90% of college participants across four
years and 92% of high school participants across four years), and increased their knowledge of the steps to
take in order to pursue a career in ECE or child development (93% of college participants across four years and
90% of high school participants). Annually, about half of the CDWFI high school students surveyed expressed
interest in pursuing careers in ECE (51% of high school students across four years), and even more expressed
interest in taking ECE classes in college (61% of high school students across four years). For two years (2014 -15
and 2015-16), a “Six Month Out Job Follow-Up Survey” was administered to a small sample of participants
who had completed a CDWFI program but had not re-enrolled; the surveys captured job outcomes 10 to 12
months after their program participation. In both years, the majority of respondents were employed in the
CD/ECE field (59% in 2014-15 and 58% in 2015-16).
ECEPLC
The ECEPLC program trained new TK teachers and principals who work with “young fives” (children who turn
five between September 2nd and December 2nd) on developmentally appropriate practices. Transitional
kindergarten provides a bridge between children’s early development and learning experiences and
kindergarten. School districts were required to phase in TK during the 2012-13 school year. Although these
teachers reported working a cumulative average of nine years in the field, the teachers assigned to these
positions had two years of experience or less as a TK teacher. When staffing changes occurred at the ECEPLC
school sites, program participants were replaced with incoming staff members who filled their positions at the
school sites, many of whom were new to TK; for this reason, the cumulative number of years in the current
position remained rather low throughout the five years of the program.
Gateways
The Gateways program did not recruit new ECE professionals, but it did target services to ECE professionals
who are often marginalized within the field due to language and economic barriers. The Gateways program
provided an accessible pathway to improve qualifications and practices for ECE professionals who spoke a
language other than English as their primary language (52%), reported some college education (39%), and
worked as family child care business owners (46%).

STEP
The STEP program does not recruit new ECE professionals to the field; therefore, the STEP program evaluation
did not address this Workforce Consortium impact area.
Project Vistas
Project Vistas does not recruit new ECE professionals to the field; therefore, the Vistas program evaluation did
not address this Workforce Consortium impact area.
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Better Qualified ECE Workforce
CDWFI
CDWFI college participants increased their knowledge of ECE educational pathways through workshops and
dedicated advisement from their CDWFI counselor, mentor or advisor. A five-year average of 81% of college
participants (ranging from 74% to 92% of college participants annually) met with a CDWFI staff member to
create or update their education plan. These education plans were tailored to a degree in ECE/CD or a related
field. The rate of successful course completion was high among college students (89% average across five
years) and high school students (88% average across five years) who took college-level Child Development
courses. From 2011-12 to 2015-16, an average of 6% of community college students transferred to a four-year
college or university. Additionally, a five-year average of 13% of college students earned a degree (associate’s,
bachelor’s, or graduate degree). The majority of high school students reported annually that they had learned
about ECE/CD college programs in the county through the CDWFI program (86% average across five years).
An analysis of the outcomes achieved (including certificates, permits, transfers, and degrees) between 2011-12
and 2015-16 shows that, out of the 2,954 college members who participated in CDWFI, 52% completed at
least one type of milestone outcome; specifically, 25% earned certificates, 24% earned and/or renewed a
permit, 24% earned a degree, and 12% transferred from a community college to a four-year university.
ECEPLC
ECEPLC program participants started the program with high levels of qualifications, in comparison to
participants in other Workforce Consortium programs. Twenty percent of participants had a bachelor’s degree,
and 73% had a master’s degree or higher. Although the teachers and principals involved in the ECEPLC
program had high levels of education and professional qualifications at the beginning of the program in 201415, they rated themselves as having a knowledge deficit and a high need at baseline (when they first joined the
ECEPLC project) in four key areas that are relevant to effective TK instruction: teacher-child interactions,
classroom environment, knowledge of child development, and effective school-wide practices. The ECEPLC
program was set up to assist participants (teachers and administrators) in increasing their knowledge and
improving their practices in these areas. At the end of the 2015-16 program year, teachers and principals
perceived that the ECEPLC program had had a positive impact on their knowledge of and ability to implement a
high-quality TK program.

Gateways
The majority of Gateways participants had some college (39%) and did not possess a Child Development Permit
(63%). A quarter of these participants had a high school education or less. However, they had many years of
work experience and had gained many hours of professional development training over the years. In 2015 -16,
1,015 Gateways participants received coaching (at 1.16 hours per session and 1.11 sessions of coaching per
month) and 775 participants enrolled in Gateways training (at an average of 7.11 annual hours per participant).
Because the program’s cornerstone was coaching and training, many participants did not have goals that
included the acquisition of a formal education, and Gateways did not meet all of its formalized educationrelated targets during the 2015-16 year; only six participants enrolled in college coursework (the goal was 20),
none enrolled in adult education (the goal was 10), and only 17 received an ECE permit (the goal was 30).
STEP
STEP rates its programs along seven Quality Continuum Framework (formerly known as RTT Matrix) elements;
minimum qualifications for Lead Teacher/Family Child Care is one of the elements in the framework. An
analysis of this element across 117 STEP-funded providers in 2015-16 (79 FCC and 38 centers) showed that the
average overall score in the Lead Teacher Qualifications element was 2.15 out of 5; the average for FCC
providers (2.46) was considerably higher than the average for centers (1.71).
Project Vistas
Project Vistas provides college resources, academic support, and social support services to its “non -traditional”
college student participants. During the 2015-16 program year, each participant benefited from an average of
72 hours of direct service time, including help with technology, advisement sessions, and tutoring. A total of 27
contracted, contextualized, and cohorted courses were provided for Project Vistas participants during the
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2015-16 program year. During the program year, 330 participants developed or updated an educational plan,
20 participants earned their AA degree, 254 participants successfully earned 6 units or more, and 351
participants became eligible to earn their child development permit.
Greater Retention and Advancement of ECE Workforce
CDWFI
Of the college members who held an ECE job during their participation in the CDWFI program year, an average
of 11% experienced a pay increase, and an average of 14% experienced a promotion. The “Six Month Out Job
Follow-Up Survey” found that 36% of former college participants in 2014-15 and 50% of former college
participants in 2015-16 experienced a pay increase in ECE after completion of the CDWFI program. The same
survey also found that 24% of former college participants in 2014-15 and 35% of former college participants
in 2015-16 experienced a promotion in ECE after completion of the CDWFI program.
ECEPLC
The ECEPLC program evaluation did not set out to address ECE workforce retention and advancement.
However, it should be noted that across the five project years, ECEPLC had a high retention rate of participating
school sites; these rates were 86% for Cohort 1 sites and 91% for Cohort 2 sites. Only minimal attrition of
teachers and principals occurred as a result of staff changes and/or retirements. At the end of the project,
across both cohorts, a total of 57 schools (representing 15 school districts, 57 principals, and 58 teachers) had
participated in the ECEPLC project.
Gateways
Because Gateways participants were already employed in the ECE field, survey questions focused more on key
elements of Gateways coaching instead of job placement or advancing within the job. For multiple years,
Gateways survey data showed that participants who received coaching for career development did not agree
with the statement, “My Gateways coach helped me to find groups of other professionals like me,” as much as
they agreed with other statements about key elements of coaching. In 2015-16, for example, only 74% of
Gateways participants agreed with the statement “My Gateways coach helped me to find groups of other
professionals like me.” This was low, as compared to the 83% who agreed with the statement, “My Gateways
coach provided me with useful information,” and the 85% who agreed with the statement, “My Gateways
coach modeled positive practices or behaviors.” Given the research on the importance of communities of
practice, this aspect of coaching should receive increased attention by the Gateways program staff.
STEP
The STEP program promoted staff retention by including it as one component of the STEP rating. For STEP
family child care providers, the criteria for a perfect score (5 out of 5) in the staff retention sub-domain is that
assistant teachers must have been working at the site for more than two years at the time of the STEP rating.
For STEP center providers, the criteria for a perfect score (5 out of 5) in the staff retention sub-domain is that
90% of the teaching staff must have been working at the site for three years or more at the time of the STEP
QRIS rating. During the 2013-14 and 2014-15 program years, the mean score for staff retention (3 out of 5)
was among the highest sub-domain scores of the STEP rating system. With STEP’s shift to the Quality
Continuum Framework, however, staff retention was no longer measured, and so this information was not
included for sites served by STEP in 2015-16.

Project Vistas
Project Vistas does not focus on retention and advancement of ECE professionals in the field; therefore, the
Vistas program evaluation did not address this Workforce Consortium impact area.
Increased Quality of ECE Practices and Programs
CDWFI
Because assessment of program quality was outside the scope of CDWFI’s evaluation, participants were asked
about their growth in knowledge of quality ECE practices. From 2012-13 to 2014-15, an overwhelming
majority of college students reported that they had improved their knowledge of key aspects of high -quality
ECE practice as a result of support offered through the CDWFI program; when averaged over the three years
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from 2012-13 to 2014-15, 90% of participants reported that CDWFI had helped to improve their knowledge of
children’s emotional and social development, 88% reported that CDWFI had helped them improve their
knowledge of teaching children literacy skills, 87% reported that CDWFI had helped to improve their
knowledge of teaching children numeracy skills, 88% reported that CDWFI had helped them improve their
knowledge of caring for and teaching children who are English language learners, 84% reported that CDWFI
had helped to improve their knowledge of caring for and teaching children with special needs, and 89%
reported that CDWFI had helped to improve their knowledge of working with parents and families.
ECEPLC
ECEPLC program evaluation efforts in years past provided proof of significant growth of teacher and principals’
knowledge in the following domains: teacher-child interactions, classroom environment, knowledge of child
development, and effective school-wide practices. Between baseline measurements and measurements in Year
Four, teachers exhibited statistically significant improvement in their knowledge of child development (Cohort 1
increased from 2.44 to 2.67; Cohort 2 increased from 2.43 to 2.65 on a 3-point scale) as well as in their
knowledge of effective school practices to promote TK (Cohort 1 increased from 1.99 to 2.39; Cohort 2
increased from 1.97 to 2.41).4 Results suggested that the ECEPLC project contributed to narrowing the gaps
that teachers reported in relation to their knowledge and implementation of effective practices. Similarly,
Cohort 1 and 2 principals generally exhibited significant growth across all constructs from baseline to Year
Four.
At Year Five (2015-16), teachers and principals were asked to rate the extent to which the ECEPLC project led
to improvements in their ECE knowledge and practices. Results indicate that a large majority of teachers felt the
program had improved their knowledge of child development (94%), knowledge of the critical attributes of a
developmentally appropriate classroom environment (93% of both teachers and principals), and knowledge of
the critical attributes of high-quality teacher/child interaction (94% of teachers and 91% of principals).
Additionally, most teachers felt that the program had improved their implementation of developmentally
appropriate practices (94%) and the alignment of curriculum across grades (87% of teachers and 82% of
principals). However, fewer teachers and principals agreed that the program had improved the collaboration
between their school and neighboring ECE providers (79% of teachers and 77% of principals).
Gateways
The Gateways program offers individualized quality improvement coaching with the goal of helping providers
integrate knowledge into practice. This knowledge could be gained from training workshops or other
professional development opportunities, from QRIS systems, or from information shared by the provider’s
coach. In 2015-16, a total of 644 quality improvement plans were developed between Gateways coaches and
1,015 Gateways participants. Gateways participants who received quality improvement coaching during the
2015-16 program year set goals across three areas. The breakdown of quality improvement plans by content
areas is as follows:
Learning Environment (466 or 72%)
Adult-Child Interactions (121 or 19%)
Special Needs and Inclusion (57 or 9%)

•
•
•

A greater percentage of quality improvement plans focusing on Adult-Child Interactions were developed this
year as compared to the last two years (19% in 2015-16, compared to 10% and 6% for the prior two years).
On average, it took Gateways participants over eight months to complete a quality improvement goal; this
number varied by quality improvement area, as learning environment goals took over nine months to complete,
special needs and inclusion goals took over five months to complete, and adult-child relationship goals took
seven months to complete. These averages do not include the time spent in consultation with the Gateways
coach before setting the goal.
In their annual survey, Gateways participants retrospectively self-report their levels of knowledge and practice
both prior to Gateways coaching and after Gateways coaching. Using a 5-point scale from “none” to
3

All mean differences were tested using paired-sample t-tests (p <.05).
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“excellent,” change scores were computed for participants who had room for change (scores were not
computed for participants who had self-reported “excellent” prior to coaching). As in years past, results
showed that prior to coaching, the majority of participants reported “fair” or “great” levels of knowledge and
practice, while after coaching the majority of participants reported “great” or “excellent” levels of knowledge
and practice. In 2015-16, the areas of greatest change were: knowledge of resources to help improve the
quality of the program, knowledge of resources to improve qualifications or professionalism, knowledge of
quality practices in ECE, and understanding that the provider is a professional. The following are average
change scores for each area of knowledge/ practice change captured in the survey:
•
•
•
•
•
•
•
•
•
•

Knowledge of how to help children and families (1.1)
Knowledge of resources to help improve the quality of my program (1.3)
Knowledge of resources to improve my qualifications/professionalism (1.3)
Knowledge of quality practices in ECE (1.2)
Use of quality practices in my program (1.1)
Ability to provide high-quality care (1.1)
Ability to impact children’s early language and literacy development (1.1)
Ability to impact children’s social and behavioral development (1.0)
Ability to impact children’s early math development (1.0)
Understanding that I am a professional (1.2)

STEP
During 2015-16, STEP rated its sites using the RTT Quality Continuum Framework. Of the 136 sites that
received a quality review, only 85 were complete—that is, they were based both on observational measures
(CLASS and ERS) and a portfolio review. Although data for all 136 sites is included in the STEP Evaluation Report
FY 2015-16, the data presented here will be limited only to the 85 sites with complete ratings.
For all sites that received a full review (N=85), the average overall scores for each of the elements are listed
below.
•
•
•
•
•
•
•

Element 1: Child Observation: 2.81
Element 2: Developmental and Health Screenings: 1.24
Element 3: Minimum Qualifications for Lead Teacher: 2.15
Element 4: Effective Teacher-Child Interactions: 3.17
Element 5: Ratios and Group Size: 4.52
Element 6: Program Environment Rating Scale: 2.79
Element 7: Director Qualifications: 2.03

Providers scored highest on Ratios and Group Size and Effective Teacher-Child Interactions. Overall, the average
score for STEP sites with a full review was 2.36 out of 5 points. Further, although all programs scored above
licensing requirements, none scored an overall Tier 5, 4% scored an overall Tier 4, and almost all (89%) of
programs scored in the low-to-mid range of quality (Tier 2-3). These findings show that there is a continued
need for quality improvement across Los Angeles County.
Project Vistas
Project Vistas offered 26 professional development workshops to its participants during 2015-16. Workshop
topics that focused on program quality enhancement included: Assessing Young Children and Documenting
Growth; Special Needs: Early Intervention and Understanding the Law; and Strengthening Families. Together,
these efforts contributed towards participants’ self-perceived ability to apply quality child development practices
to their work. Of participants, 98% agreed with the statement “Because of Project Vistas, I learned to apply CD
to my work.”
Further, Project Vistas measured child care providers’ professional efficacy and knowledge. The ECE Professional
Efficacy and Knowledge Index specifically measures CD Efficacy, CD Knowledge, CD Resourcefulness, and CD
Outcome Expectancy. Results showed the Child Care and Development Knowledge subscale scoring the lowest
(with a mean score of 3.96 on a 6-point Likert-type scale), and Child Care and Development Outcome
Expectancy scoring the highest (with a mean score of 4.96 on a 6-point Likert-type scale). The overall mean
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score of the entire index was 4.49, which is relatively high as compared to other groups utilizing this scale,
indicating that the program and/or the participant experience positively impacts participants’ efficacy and
knowledge in ECE.

Finding: Knowledge of ECE Career Options, Educational Pathways, and Professional
Development Opportunities was Moderate to High across Various Programs
Workforce Consortium programs collected data about one or more of the following areas, depending on the
goals of the particular program:
•
•
•

Knowledge of participants’ ECE career options
Knowledge of educational pathways
Knowledge of professional development opportunities

Program Year 2015-16 was the third year that data was collected in these three areas. Because the Workforce
Programs all serve different subsets of the population, and because they each have their own ways of achieving
the overall Workforce Consortium impact areas, the programs collected data in slightly different ways. Some
programs were already collecting this data, or they were collecting data that could serve as proxies; standard
questions were suggested to those programs that were not already asking these questions of their participants.
Findings are summarized below.
CDWFI
As in prior years, the CDWFI program collected data about program participants’ knowledge of ECE career
options, educational pathways, and professional development opportunities. Overall, the CDWFI program
succeeded in increasing the knowledge of ECE career options for a great majority of respondents; an average of
92% of high school members and an average of 90% of college members from 2012-13 to 2015-16 reported
learning about ECE career options through CDWFI. Further, an average of 90% of high school members and
94% of college members reported learning about the educational requirements for ECE careers through
CDWFI.
The CDWFI program succeeded in increasing knowledge of educational pathways among high school and
college participants alike. A four-year average of 85% of high school participants learned about the steps to
pursue a college education, and a four-year average of 62% of high school participants learned how to apply
to college, through CDWFI. College participants’ knowledge of educational pathways also increased; a fouryear average of 85% reported learning about the steps to take to transfer to a four-year university, and a fouryear average of 74% reported learning about the steps to apply to graduate school.
Knowledge of CDWFI professional development opportunities was high for both college participants and high
school participants. Specifically, a four-year average of 78% of high school members and 94% of college
members reported learning about child development permit requirements through CDWFI. Further, a four-year
average of 73% of high school members and 93% of college members reported learning about where to find
information on CD permits through CDWFI.
ECEPLC
Information about ECEPLC participants’ knowledge of ECE career options and professional development
opportunities was captured through focus groups and anecdotal notes. In terms of knowledge of ECE career
options, ECEPLC participants were a distinct population of the ECE Workforce Consortium. Half of the program
participants were clearly established teachers in Los Angeles County Schools. Most participating principals were
midcareer and indicated that they were likely to remain principals. Others shared their desire for promotional
opportunities, stating that they would pursue cabinet-level administrative positions in public education (e.g.,
Director, Assistant Superintendent, or Superintendent).
In terms of knowledge of educational pathways, all ECEPLC participants had obtained at least a bachelor’s
degree, and a majority had earned a master’s degree, at the time that they joined ECEPLC. A small segment
expressed an interest in obtaining a doctorate degree in early childhood education. Although these individuals
were enthusiastic about developing expertise in ECE, they cited the cost of higher education and limited
program offerings as potential barriers to their continued formal education.
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All program participants indicated that they were more knowledgeable about ECE-related professional
development opportunities as a result of their participation in ECEPLC. This was likely due, in part, to the
consultants who shared information about other training opportunities taking place across Los Angeles County.
In particular, consultants publicized the CPIN and the CPIN TK professional learning sessions with teachers. As a
result, several ECEPLC teachers registered for sessions.
Gateways
Gateways participants were asked to rate their level of agreement with statements about their knowledge of
ECE career options, educational pathways, and professional development opportunities along a 4-point scale
from “Strongly Disagree” to “Strongly Agree.” Overall, most participants agreed or strongly agreed with
statements that expressed knowledge in these three areas. Specifically, 92% agreed or strongly agreed with the
statement, “Because of the Gateways Program, I learned about the different career options that exist in the
field of Early Care and Education/Child Development;” 89% agreed or strongly agreed with the statement,
“Because of the Gateways Program, I learned about the steps I need to take in order to pursue a
college/university degree;” and 90% agreed with the statement, “Because of the Gateways Program, I know
more about professional development opportunities for Early Educational professionals like me than before I
participated in the program.”
STEP
STEP participants who received coaching through Gateways were also asked about their knowledge of ECE
career options, educational pathways, and professional development opportunities. Overall, most participants
agreed or strongly agreed with statements that expressed knowledge in these three areas. Specifically, 89%
agreed or strongly agreed with the statement, “Because of the Gateways Program, I learned about the
different career options that exist in the field of Early Care and Education/Child Development;” 89% agreed or
strongly agreed with the statement, “Because of the Gateways Program, I learned about the steps I need to
take in order to pursue a college/university degree;” and 89% agreed with the statement, “Because of the
Gateways Program, I know more about professional development opportunities for ECE professionals like me
than before I participated in the program.”
Project Vistas
Project Vistas participants were asked about their knowledge of ECE career options, career pathways, and
professional development opportunities. Almost all participants (between 96% and 99%) agreed with
statements that expressed knowledge in these areas. Specifically, 96% of participants agreed with the
statement, “Because of Project Vistas, I know about the child development permit requirements;” 96% of
participants agreed with the statement, “Because of Project Vistas, I know how to apply for a new or upgraded
Child Development Permit;” 97% of participants agreed with the statement, “Because of Project Vistas, I have
learned about career options that exist in the field of early childhood education/child development;” 98% of
participants agreed with the statement, “Because of Project Vistas, I learned to apply child development to my
work;” and 99% of participants agreed with the statement “Because of Project Vistas, I know where to find
information on child development permits.”

Finding: Technology Trainings Varied Depending on Program Participant Need
For the first time in 2014-15 and again in 2015-16, four Workforce Consortium Programs—namely, Project
Vistas, Gateways, ECEPLC, and STEP—were to respond to observed and expressed needs of their program
members by offering technology training. Technology training was not standardized across these programs;
instead, programs were asked to gauge the needs of their population and tailor their technology training
according to their findings. This resulted in a range of technology trainings across the various programs—from
basic introduction to technology (e.g. establishing email accounts, navigating the internet for resources, etc.) to
integrating iPads as a tool for instruction. Programs were also asked to measure the impact of their technology
training efforts. Below are their findings.
Project Vistas
Project Vistas offered various technology trainings throughout the year. A pre- and post- comparison
assessment was utilized to measure the impact of the technology trainings on participants’ knowledge of
technology. This web-based assessment measured participants’ ability to use Microsoft Word, PowerPoint,
Excel, email, and the internet. Sixteen specific skills were assessed, which included: centering text, changing
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font, changing font size, changing font color, inserting bullet points, using a formula in Excel, and inserting
PowerPoint slides. Participants took the assessment prior to completing the technology workshop, and again
after the technology workshop.
For both program years 2014-15 and 2015-16, Project Vistas participants made major gains in technology
literacy as a consequence of completing the technology workshop. Not only did participants attempt to do
more of the exercises in the assessments at post-assessment, but they also completed the exercises with more
accuracy. Furthermore, Project Vistas worked around the challenge that participants faced in terms of fitting
technology trainings into their overburdened schedule. Project Vistas staff actively reached out to faculty, and
hosted trainings on technology topics specifically needed within a given course either during a portion of class
time or within out-of-class tutoring sessions. For example, if students were researching and writing essays for a
class assignment, then Project Vistas hosted trainings on Microsoft Word, including topics such as paper
formatting. In situations where a professor decided to use an online platform to share resources with
participants, such as Moodle or ELAC’s ACE, then Vistas hosted a training to familiarize participants with the
technology needed.
Gateways
Gateways’ computer literacy assessment findings from 2014-15 found that participants’ greatest areas of need
were:
•
•
•
•
•

Saving a file to a specific location
Creating a copy of a file
Starting and exiting a computer program (e.g., Excel, Word, PowerPoint, etc.)
Inserting and ejecting removable storage
Locating and opening a saved file

In 2015-16, Gateways conducted eight computer and technology trainings based on these findings. The
technology trainings took place across six Resource and Referral agencies, and 79 early care and education
professionals participated. Overall, participants reported the same areas of needs as in 2014-15, but did report
a positive experience in the computer and technology training, and reported change in various computer and
technology skills after taking the technology trainings.

There were differences in gains based on participants’ primary language. Participants whose primary language
was Spanish self-reported fewer computer and technology skills, compared to participants whose primary
language was English. Further, Spanish-speaking participants benefited most from trainings, showing a greater
percent change than English-speaking participants in each area trained. The percentages of Spanish-speaking
participants who reported each skill after participating in the trainings, compared to before having participated
in the trainings, increased by between 20% and 59%; the percentage increases in English-speaking participants
who reported the same skills ranged from 0% to 35%.
ECEPLC
In 2014-15 and again in 2015-16, LAUP provided funding for a subset of ECEPLC TK teachers to participate in a
technology project designed to support and enhance data collection methods through the use of iPads and
supportive technology. Participating TK teachers received an iPad to help them collect and share evidence of TK
students’ growth and development over time. Participants also received training aimed at increasing their ability
to use web tools (e.g., Edmodo, iMovie, Google Drive), so they could communicate and share information with
other project participants. This technology project was expected to improve how TK teachers track student
progress, and subsequently, how they modify their teaching practices to align with the information gathered.

A subset of 20 teachers applied and were accepted to take part in the technology project in 2014-15. By the
beginning of 2015-16, only 10 teachers continued to participate in the project, and by the end of the program
year, only five teachers remained. In a focus group conducted at the end of 2014-15, participants provided a
number of suggestions that may explain why roughly 75% of participants ceased their participation in the
technology project. Participants reported several barriers to participation, including meeting times that were too
late or too far from their work or homes, and miscommunications regarding the purpose of the technology
project. Many participants believed that the project would focus on the use of technology for classroom
instruction, rather than formative assessment, and didn’t see a direct benefit to their TK students.
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Interviews with the five remaining technology project participants at the end of the program showed that the
same barriers to participation remained; that is, participants continued to report that they had misunderstood
the goals of the project and expected the project to focus on different uses of technology. When changes in
the remaining teachers’ use of technology from the beginning to the end of the project were examined,
teachers appeared to have increased their use of technological skills and use of technology. However, teachers
did not report an increase in use of technology for assessment purposes. Overall, these data suggest that
although the technology project certainly increased teachers’ technological skills, the project failed to meet
teachers’ expectations.
STEP
The STEP program implemented two computer literacy trainings during the 2015-16 program year. The title of
the trainings was “An Introduction to Computers” (Part I and Part II). The trainings were offered a total of three
times and were offered in both English and Spanish. STEP did not provide data about the effectiveness of their
trainings.

Finding: Most Effective Program Components Identified
The following section aims to answer the following research question: What specific program components were
most effective, according to program participants? To answer this question, data was drawn from individual
end-of-year program evaluation findings.
CDWFI
The CDWFI projects offered student services which fell into four categories: academic, financial, professional,
and social.
•
•
•
•

Academic supports included instruction in child development content and assistance with defining and
attaining educational goals (e.g., dedicated discipline-specific advising/counseling, resource center/lab,
tutoring, and workshops).
Financial supports included incentives, lending library, school supplies, and financial aid workshops.
Professional supports included career counseling, workshops, center tours, and job preparation.
Social supports included cohort meetings, dedicated advisement, and opportunities for networking.

High school survey respondents were asked to describe the services they considered most useful. High school
members most frequently named activities and lessons related to child development as most valuable. High
school students also valued the five following other services, but to a lesser extent: college tours, center tours,
opportunities to interact with young children in a child care setting, college information, and activities or
lessons related to self-awareness or building personal skills.

College survey respondents were similarly asked to describe the services they considered most valuable. Over
the five years of the CDWFI program, advisement/counseling, workshops, and financial assistance were the
three program services that consistently rose to the top of the list as the most valuable services according to
CDWFI college members.
ECEPLC
Of the five core project components (consultant coaching, peer site visits, PLC meetings, TK conference, and
training institute), teachers and principals agreed that the training institutes, TK conference, and peer site visits
made important contributions to their work in TK. However, findings appear to indicate that the consultant
coaching may have been more important for teachers and principals. PLC meetings were ranked the lowest by
teachers, suggesting that although these meetings were critical program activities, participants benefitted least
from these meetings.

In light of this being the final year of the project, teachers and principals were asked to rate their perceptions of
various PD modalities for sustaining the effects of the project post-June 2016. Teachers ranked peer site visits
the highest, followed by the TK Conference and on-site/in-person trainings. Teachers also agreed they would be
most likely to participate in these efforts, if offered. Teachers rated the remaining PD activities, which were
notably based on online interactions (emailed feedback, webinars, online peer-to-peer interaction, and online
modules with videos), as the lowest in terms of effectiveness; teachers indicated that they were less likely to
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participate in sustainability efforts that were web-based. Principal responses mirrored those reported by
teachers, as they agreed that in-person modalities were more effective and that they would be most willing to
participate in them if offered, as opposed to online or web-based modalities.
Gateways
The Gateways program offered three main program components:

•
•
•

Comprehensive training aligned to the California Preschool Learning Foundations
Individualized coaching for career development
Individualized coaching for quality program development

Although Gateways did not have participants rate these three components from most to least effective, other
evaluation efforts do reveal that overall, Gateways trainings were rated at a mean of 3.83 on a 4-point scale by
participants in 2015-16. Further, the two remaining program components around coaching were broken down
into six coaching elements; participants were asked to rate their level of agreement with statements about each
coaching element on a 4-point scale from “Strongly Disagree” to “Strongly Agree.” The key elements appear
below in descending order, based on the percentage of participants who agreed or strongly agreed that they
benefited from each:
•
•
•
•
•
•
•

Modeling (85%)
Observation (84%)
Relationship (83%)
Feedback (83%)
Help Meeting Goal (83%)
Setting Goals (81%)
Networking (74%)

Modeling, observations, and building a relationship with their coach were the coaching elements from which
providers benefited the most. Overall, 83% of surveyed Gateways participants reported satisfaction with the
coach.
STEP
STEP did not ask participants to rate the effectiveness of their program components.
Project Vistas
The core project components provided by Project Vistas were meant to cater to the needs of the nontraditional, language minority FCC providers it served. Specifically, the following program components were the
building blocks of Project Vistas:
• Exposure to and understanding of contemporary child development theories, principles, and practices
• Culturally and linguistically appropriate (bilingual) child development and general education courses
• Targeted career and academic mentoring
• Individualized educational planning
• Technology training
• Lending library
• Personalized assessment of strengths and needs
• Flexible course scheduling and workshops
• One-on-one tutoring
• Cohort model peer-support approach
• Comprehensive access to general education/developmental/remedial courses
Project Vistas participants rated comprehensive access to general education, developmental, and remedial
courses as the most important program component (average 5.54 on a 6-point scale); second on the list was
exposure to and understanding of contemporary child development and general education courses (average
5.52 on a 6-point scale); and third on their list of most important program components was flexible course
scheduling and workshops (average 5.42 on a 6-point scale). Notably, participants rated all Project Vistas
program components very highly, with a mean rating of 5.33 across all program components.
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Finding: The Benefits of Co-Enrollment from the Participants’ Perspective
Background
Co-enrollment of participants across various Workforce Consortium direct-service programs was a strategy
adopted early in the creation of the Workforce Consortium to encourage the programs to work as a system.
When asked about the benefits of co-enrollment, one program lead explained,
“Given the diversity of the participants … in terms of where they are in their
professional development and needs for support, co-enrollment in various
programs could benefit them greatly. The programs in the consortium have
different goals and strengths. Therefore, the support received would serve to
complement each other. For example, if a participant is working towards degree
achievement, Gateways can provide support for getting through some of the
barriers (time management, navigating the system) while [another program]
could offer additional support and a financial incentive through their stipend.”
– Workforce Consortium Program Lead

Because program leads were thinking together and meeting together to establish a support system at the
county level, an assumed benefit of co-enrollment was that participants would receive support and services that
were different but complementary –leveraging available resources to reach program requirements for
successful program completion. Further, because many programs served non-traditional students (e.g., students
with delayed college entry after high school, part-time college enrollment, part- or full-time employment, etc.),
it was assumed that co-enrollment would meet their various needs. As an added benefit, some program leads
believed that exposure to multiple programs would build confidence and knowledge, and allow participants to
gain a deeper understanding of quality – not to mention that it would provide an opportunity for networking
and collaboration with others in the ECE field, which is much needed among the ECE workforce who work in
isolation or long for adult interaction after spending the majority of their days with infants and children.
Sub-Study Overview
This sub-study was intended to answer the research question: What were the benefits of co-enrollment from
the participants’ perspective? Below are findings from LAUP’s most recent analysis of participant co-enrollment
across Workforce Consortium programs—a practice that the Workforce Consortium encouraged as a systems
improvement effort. This sub-study will begin with a review of the history of co-enrollment. A deeper dive into
co-enrollment for the 2015-16 program year will include findings from telephone interviews with 174 multiyear co-enrollees—that is, participants who were simultaneously enrolled in two or more of the five Workforce
Development programs. A summary of the successes and challenges related to co-enrollment will be presented
along with proposed recommendations for any future collaborative efforts.
Co-Enrollment Hovered at an Average of 18% During the Last 3 Years of the Consortium
Co-enrollment of participants across more than one of the five Workforce Consortium programs was a statistic
to which LAUP started to attend during the second year of the Consortium (2012-13). Co-enrollment was
tracked bi-annually, captured at mid-year (January) and at the end of the year (June). The figure below captures
end-of-year co-enrollment for the four years. The sharp rise in co-enrollment between 2012-13 and 2013-14
may be due to improved methods for detecting co-enrollment, rather than an actual rise in co-enrollment. Coenrollment hovered at an average of 17% for the last three years of the Consortium; this was considered a
rather high percentage, which speaks to the proximity in which the programs were working together to offer
the ECE workforce a variety of professional development and support services.
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Figure 3. Percentage Co-Enrollment Across All Consortium Programs, FY 2012-13 to FY 2015-16
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17%
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5%
Co-Enrollment was 16% in 2015-16
In 2015-16, seven Workforce Consortium program leads (this includes all Workforce Consortium programs,
plus two CDWFI college leads) reported on their co-enrollment efforts. Leads reported that co-enrollment of
their participants required a concerted effort this year, as in years past. An analysis of co-enrollment for the
Workforce Consortium direct-service program was conducted at the end of the 2015-16 program year.
Approximately 16% of the 3,321 individuals served by the Workforce Consortium in 2015-16 were co-enrolled
in two or more programs. The figure below displays co-enrollment during the fourth quarter of the 2015-16
program year.
Figure 4. Co-Enrollment Relationships Between Programs, FY 2015-16

Gateways
STEP

CDWFI

VISTAS

ECE
PLC
A co-enrollment count by specific Workforce Consortium programs is captured in the table below. STEP was
the program with the highest percentage of co-enrollment (100%), since the STEP participants reflected in the
table below all received Gateways coaching. After STEP, the programs with the highest co-enrollment rates
were Project Vistas (35%), Gateways (23%), and CDWFI (4%). As expected, ECEPLC participants were not coenrolled in any other Workforce program, due to their high levels of qualifications (education and credentials)
and unique employment within 16 school districts across Los Angeles County. Although not captured in this
analysis, it should be noted that there were a few cases in which co-enrollment spanned across three, four, and
up to five programs. By the second quarter of the last year of the Workforce Consortium, 2.25% of the 3,321
individuals served across the Workforce Consortium programs were co-enrolled across three programs or more.
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Table 6. Percentage Co-Enrollment Across All Consortium Programs, FY 2012-13 to FY 2015-16

& at least 1 other
program
GATEWAYS
STEP
CDWFI
VISTAS
ECE PLC

GATEWAYS
(N=1,015)

STEP
(N=131)

CDWFI*
(N=1,103)

VISTAS
(N=389)

ECEPLC**
(N=62)

233
(23%)
782
(77%)
131
(13%)
23
(2%)
79
(8%)
0
(0%)

131
(100%)
131
(100%)
0
(0%)
4
(3%)
40
(31%)
0
(0%)

46
(4%)
23
(2%)
4
(.4%)
1057
(96%)
19
(2%)
0
(0%)

138
(35%)
79
(20%)
40
(10%)
19
(5%)
251
(65%)
0
(0%)

0
(0%)
0
(0%)
0
(0%)
0
(0%)
0
(0%)
62
(100%)

*CDWFI college participants only (excludes high school participants).
**ECEPLC participating teachers only (excludes school administrators).

Prior to 2015-16, participants had not been asked about their experience with co-enrollment. Program leads
speculated that co-enrollment may have had many benefits, both for participants and the Workforce
Consortium, in terms of its ability to offer multiple integrated services. Program leads also suspected the
possibility that co-enrollment presented many barriers or detriments for participants. Negative effects of coenrollment included the competing demands or time commitments of attending events, courses, trainings, etc.
In addition, program leads suspected participant “burn-out” from the paperwork, assessments, and evaluation
requirements of multiple programs. For many years, these were only speculations that we collected from
program leads, partly informed by observation or informal conversations with participants. During the spring of
2015-16, we decided to survey co-enrollees themselves. We also thought that hearing directly from coenrollees could inform similar multi-program efforts to serve the same population.
Methods
This qualitative investigation of the co-enrollment experience was guided by the following research questions:

1. What were the reasons for co-enrollment?
2. What was the co-enrollment experience like?
3. What were the benefits of co-enrollment?
Our definition of a co-enrollee for this sub-study was a participant who was receiving services and meeting
program requirements for two or more programs (including CDWFI, ASPIRE, Gateways, and Project Vistas)
during one program year. We left ECEPLC out of the analysis because historically (since 2012-13), ECEPLC
participants had never co-enrolled in other workforce consortium programs. Note also that we included the
ASPIRE program. Although not officially part of the Workforce Consortium funding, the ASPIRE program was
always an integral part of the Workforce Consortium planning and systems thinking. Some co-enrollees coenrolled for more than one year, but for the purposes of our study, co-enrollees only had to be co-enrolled at
the time that we pulled our sample (February 2016). Participant rosters from all five programs led us to identify
382 participants who were enrolled in two, three, four, and up to all five of the Workforce Consortium
programs during the 2015-16 program year. We found the following:
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Figure 5. Co-Enrollment by Number of Workforce Programs
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We used stratified random sampling to hear from individuals enrolled in 2, 3, 4, and 5 programs. Our intended
sample included a grand total of 239 co-enrollees (63% of the entire population of co-enrollees). Participants
were offered a chance to win one of three $100 gift cards for participating in the phone interview, and we
successfully reached a total of 174 co-enrollees by mid-April (72% of our intended sample, and 46% of the
entire population of co-enrollees in 2015-16).
The phone interview protocol consisted of 20 questions (see Appendix E). About two-thirds of the phone
interviews were conducted in English, and the remaining one-third were conducted in Spanish. Each interview
ran for an average of 25 minutes. Answers to qualitative questions were analyzed for themes using Atlas.ti, a
qualitative data analysis software that allows for the quantification of qualitative data.

Findings
To understand the characteristics of participants who were likely to co-enroll, we asked participants if they had
co-enrolled in other programs before, taken courses for dual credit, worked towards a dual degree, or worked
multiple jobs at once. We learned that the majority of co-enrollees across various Workforce Consortium
programs had never taken courses for dual credit in the past, nor had they ever been part of a dual credit
program in college, nor had they ever co-enrolled in any other programs in the past. The only one of these
characteristics represented at high levels among the co-enrollees was that 59% had worked or were currently
working two jobs at once. These findings indicated that co-enrollees did not have a history of over-committing
themselves while obtaining credits or degrees. However, they were able to complete the hard work of
balancing multiple jobs or programs when it became necessary.
Our investigation of the reasons for co-enrollment found that co-enrollees learned about the various Workforce
Consortium programs from diverse sources, but a considerable 17% of them heard about Workforce
Consortium programs from their employer or co-workers. One co-enrollee said, “I saw my co-worker get
support and help and I wanted to be part of it.” It should not be a surprise to find that most (68%) of the co enrollees personally knew other co-enrollees. Other considerable sources of information about the Workforce
Consortium programs included the Gateways program (15%), Resource & Referral agencies (15%), and
community colleges (12%). Most participants co-enrolled across multiple workforce programs primarily for their
personal growth and professional development (89%); fewer co-enrolled primarily for financial reasons (8%);
and even fewer co-enrolled primarily for social/emotional reasons (3%).

A desire for program quality improvement was one theme that stood out in co-enrollees’ responses to openended questions about co-enrollment. One co-enrollee said, “I really wanted to improve the quality of my
care—that is the main reason why I co-enrolled.” Being “up-to-date” or knowledgeable about what was
“new” in ECE was another, more subtle theme in participants’ reasons for co-enrollment. Another subtle
theme that appeared in participants’ reasons for co-enrollment was the idea that the various programs in which
they were co-enrolled offered something different, as captured in the following quote: “I took the programs
together for different reasons. ASPIRE was for education, in Gateways you receive a certificate, and RTT offered
me a stipend plus coaching.”
We found that only 4% of co-enrollees enrolled in two or more programs simultaneously; most started with
one program first, then enrolled in other programs. Namely, most participants enrolled either in Gateways
(29%) or ASPIRE (27%) first, then went on to co-enroll in another program. Most (63%) participants were
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self-reported multi-year co-enrollees who have co-enrolled in years past.
Eleven percent found co-enrollment to be difficult, 39% found co-enrollment to be moderate, and 50% found
co-enrollment to be easy, based on program requirements and time management. Those who found coenrollment to be difficult or moderate most often reported difficulties in balancing work, home, and school,
rather than reporting programmatic difficulties (e.g., lack of program support, course availability, etc.). Many
co-enrollees credited their experience working with children as a training field for multi -tasking. “I’m doing
childcare,” said one co-enrollee, “so this doesn’t seem hard.” The providers who found co-enrollment to be
easy often said these programs were a priority, as well as an investment in themselves, in their profession, and
in children. “When people hear that I am enrolled in so many programs, plus school, plus work, it leaves an
impression that I am serious. I am invested deeply in this field. It’s not just a job. It’s been great!”
Many took co-enrollment as a personal challenge of some sort, and shared stories like the following: “I have a
very busy schedule but I can handle it. At one point, I was working 60 hours a week, plus taking 12 units in
college, plus attending trainings.” Another co-enrollee and self-identified optimist shared the following:
“Education is my motivation. I hear people complain and to me, it’s small stuff. I want to further my education,
especially because of my age. I am very appreciative to have had these opportunities. I take four college courses
and I work full time. I own my daycare.” Many co-enrollees shared these superhuman characteristics: a tireless
work ethic, a desire to better themselves through higher education, and a longstanding dedication to children
and families.
To understand the benefits of co-enrollment, we provided participants with a list of statements about the
benefits of co-enrollment and asked participants to rate their agreement with each statement, using a 5-point
scale from “Strongly Agree” to “Strongly Disagree” (plus an option for “Not Applicable”). The figures below
indicate the percentages of participants who agreed or strongly agreed with each statement.
Figure 6. Participants’ Perceptions of the Benefits of Co-Enrollment
Co-enrollment in the Workforce Consortium programs helped me to...
% Agree & Strongly Agree | % Disagree & NA
Improve the quality of my interactions with children

99%

Clarify my educational goals

98%

Increase my knowledge of CLASS

97%

Clarify my professional goals

97%

Stay in the field of Early Care and Education

96%

Increase understanding of the CD permit matrix

96%

Achieve or renew a permit

87%

Enroll in college coursework
Complete my degree
Achieve a raise or promotion
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75%
66%
48%
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Figure 7. Participants’ Perceptions of the Benefits of Co-Enrollment
Because of my co-enrollment in the Workforce Consortium programs...
% Agree & Strongly Agree | % Disagree & NA
...
...I Ilearned
learnedabout
aboutthe
thedifferent
differentcareer
career options
optionsthat
thatexist
the field of ECE.
exist in the field ofinECE.

99%

... I know
moremore
about
the steps
to take
to obtain
a a
... I know
about
the steps
to take
to obtain
college degree.
college degree.

98%

... Imore
knowabout
more professional
about professional
development
... I know
development
opportunities for ECE.
opportunities for ECE.

97%

The benefits of co-enrollment were considered to be worth the time and investment for 99% of co-enrollees. If
given the opportunity, most co-enrollees (98%) say they would co-enroll again. Almost all co-enrollees (99%)
agreed or strongly agreed with the statement: “Co-enrollment in Workforce Consortium programs helped me
to improve the quality of my interactions with children.” Almost all co-enrollees (98%) agreed or strongly
agreed with the statement: “Because of my co-enrollment in Workforce Consortium programs, I know more
about professional development opportunities for ECE.” When asked why they thought that co-enrollment was
worth their time and energy, providers typically explained their ability to manage their time to meet various
program requirements, and mentioned the results they had experienced or gained from the programs. One co enrollee explained, “I think my quality did improve. Whenever I had to work on something with my coach, I
scheduled it. Another teacher would come and cover for me (we’re a small school). I did classes on weekends
and online. In general, I like to organize and follow-through.”
When asked why they would co-enroll again, participants most often mentioned a desire to continue to gain
knowledge about child development and early care and education. “I have more knowledge now,” said one co enrollee, “and I think my capacity to care for children is greater. All my kids are depending on me to gain
knowledge.” Along with this desire for continued acquisition of knowledge was the idea of remaining
“current” or “up-to-date” with the latest in the child development field, as captured in the following quote: “If
you’re going to be in the ECE field, you need updates and to be kept current and learn to work better with
children and parents and other providers too.” Co-enrollees also often mentioned the desire to continue to
grow as a professional in the ECE field, when asked why they would co-enroll again. One participant said,
“Now I consider myself a teacher, not a babysitter. I learned about child development. It’s better for the kids
when you know how to deal with the stages of development. It makes working with children easier too.” Co enrollees said they would co-enroll again if given the opportunity, for reasons related to quality enhancement,
which included learning how to set up the environment to optimize learning, interacting with children, and
establishing effective relationships with families.
Finally, participants said they would co-enroll again for continued exposure and networking with others in the
field. Recall that 68% of co-enrollees reported that they personally knew other co-enrollees across multiple
workforce development programs. Co-enrollees appreciated the network of providers made possible by coenrollment. One co-enrollee said she would co-enroll again “so I don’t feel out of the loop. I need to feel a part
of the network of the child development profession. I really want to stay connected to what is happening in the
field.”
The perceived barriers to co-enrollment were never reported when co-enrollees were asked about their overall
experience with the process. They were thrilled to have been part of multiple programs, each of which provided
a pillar of support to help them rise in their careers as child care providers. Only 11% thought co -enrollment
was difficult, and 50% thought co-enrollment was easy. This is despite the fact that all of the programs under
the Consortium each had their own program applications and requirements. The fact that all of these distinct
efforts were still worth the benefits to providers implies that a more cohesive system with, for example, one
universal application for access to multiple programs would be perceived as even more beneficial to this
population. The Workforce Consortium efforts existed during a time of great change in Early Care and
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Education at the federal level, state, and local levels; these changes are described in detail in the section below.
Funding opportunities came and went, and June 2016 marked the end of many programs as experienced by
participants in our sub-study of co-enrollment. These changes bring with them a need to continue to provide
concerted networking opportunities for the ECE workforce, so that they can experience the changes together.
This would decrease provider turn-over, which is a likely outcome of experiencing change in isolation.

Finding: The Workforce Consortium Existed Within a Dynamic Context
A description of the ECE Workforce Consortium outcomes that ignored the context in which the Consortium
existed would only be telling half of the story. Thus, we turn our attention to the following research question:
What activities or efforts occurred to influence larger systems change or policy change over the span of the
Workforce Consortium (2011-2016)? The following list is limited to the federal- and state-level ECE efforts that
were felt locally.
Cares PLUS
Established in 2000, Cares PLUS was California’s Child Signature Program. It was designed to improve the
retention and quality of services provided by the early care and education workforce. Cares PLUS represented a
$14-million-per-year, state-wide investment that provided stipends to individuals who worked with children
from ages 0 to 5 in non-state funded centers and FCCs, for the annual completion of college credits and the
completion of an introduction to CLASS training. It funded 34 county-level programs throughout California,
and in Los Angeles County, it was known as the ASPIRE program—administered by LAUP. Statewide evaluation
efforts of Cares PLUS found that participants were more than twice as likely as non-participants to remain in
the same center over a two-year period. Annually, local ASPIRE program evaluation efforts found statistically
significant growth in teacher knowledge of effective teacher/child interactions as a result of teachers’
participation in ASPIRE. The Cares PLUS and ASPIRE programs ended on June 30, 2016.
AB 212
AB-212 is funded by the California Department of Education/Child Development Division (CDE/CDD) and was
developed locally by the County of Los Angeles Child Care Planning Committee. It was designed to increase the
retention and academic preparedness of early educators working in child development programs – both centers
and family child care homes – in which most of the children are subsidized by the State. Stipends are made
available to educators completing college coursework that informs their work with children and families, and/or
that contributes to a degree in child development or a closely related field. AB-212 was established in 2000 and
continues today.
RTT
Nationally, there have also been changes and activities creating local influence in Los Angeles County. The
Obama Administration invested more than $600 million in the Race to the Top: Early Learning Challenge (RTT).
It challenged states to transform their early learning systems by adding better coordination, clearer learning
standards, and meaningful education and training for early educators. RTT was quick to influence Los Angeles
County’s work towards quality improvement for ECE. It established the Quality Rating and Improvement System
(QRIS) adopted by the Los Angeles County Office of Education (LACOE), in cooperation with the Los Angeles
County Office of Childcare and LAUP, as these organizations manage the California State Preschool Program
(CSPP) QRIS Block Grant to increase the quality of state-funded preschools. LAUP and LACOE administered
separate RTT efforts from December 2012 through June 2016. LAUP served a total of 258 RTT sites, and the Los
Angeles County Office of Childcare served a total of 88 sites.
CSPP – Block Grant
Senate Bill 858 authorized $50 million of Proposition 98 funds for the California State Preschool Program (CSPP)
QRIS Block Grant, designed to increase the number of low-income children attending high-quality state
preschool programs that will prepare those children for success in school and life. With LACOE as the Lead
Education Agency, and both LAUP and the Los Angeles County Office of Child Care as partners, state
preschools across Los Angeles County are benefiting from rating, technical assistance, and support along the
quality continuum framework. The block grant is renewable, and so far, the LACOE/LAUP/LACOCC team has
secured three years of funding to serve approximately 400 sites (Year 1, 7/1/15 – 12/31/16; Year 2, 9/30/16 –
12/31/16; and Year 3, 1/1/17 – 9/30/17).
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IMPACT
In April 2015, the First 5 California Children and Families Commission approved a $190-million-dollar
investment in First 5 Improve & Maximize Programs so All Children Thrive (IMPACT). The IMPACT program aims
to build on past efforts such as RTT, Cares PLUS, and CSP, and to help counties support the continuum of
quality and build capacity across the state. It will utilize the California Quality Rating and Improvement System
(CA-QRIS) rating matrix, established initially under RTT, as the official measurement of quality. Local efforts
funded by IMPACT focus on improving alignment in the quality of early learning sites; these efforts include
licensed and license-exempt centers, FCCs, and alternative settings for the care of children age 0-5. IMPACT
funding started on July 1, 2015, and will end on June 30, 2020.
Quality Start LA
Locally, IMPACT is being administered by a collaborative group of seven organizations that call themselves the
“architects”; LAUP, LACOE, LA County Office of Child Care, First 5 LA, the Child Care Alliance of Los Angeles,
a representative from PEACH, and a representative from the Lennox School District. The architects’ Quality Start
LA (QSLA) initiative uses the QRIS as established by RTT to rate sites and track their growth towards quality.
LAUP hopes to serve 239 QSLA sites in 2016-17.
ECE Summit
In October 2015, LAUP and the Los Angeles Workforce Development Board hosted an ECE Summit in a
breakthrough effort to begin the process of establishing ECE as an official industry sector of the workforce in
Los Angeles County. LA’s Workforce at the Crossroads: The Essential Role of Early Care and Education was a
two-day event that brought together over 150 individuals representing 90 organizations in early care and
education, higher education, philanthropy, and government sectors; attendees included local school board
members, state assembly representatives, and senate members. Connections were made, and discussions
revolved around building a stronger ECE delivery system and workforce. A white paper followed that identified
the following next steps:
•
•
•
•
•

Convene Summit organizers to develop plans to review and implement the ideas that were shared and the
recommendations that were made during the summit.
Better connect Early Care and Education to the related fields that provide care and education to children.
Prioritize and direct education and training resources to grow the Early Care and Education workforce.
Develop innovative approaches to expand the availability and quality of Early Care and Education for
working families.
Launch a broad public awareness campaign and look to the following groups for support: Los Angeles
Philanthropic Community, Women’s Legislative Caucus, California Workforce Association, Los Angeles
Economic Development Corporation, and the West Coast Department of Labor Representatives.

The benefits of this ECE Summit are still being felt by LAUP today. LAUP is in communication with a West Coast
representative from the Department of Labor to establish a pre-apprenticeship program in ECE to attract people
into the field, and to establish a stronger, more qualified, and more reliable substitute pool for ECE.
State ECE Permit Revision
In line with the increased staff qualifications indicated in the QRIS, the Commission for Teacher Credentialing
(CTC) established a CTC CD Permit Revision Advisory in March 2015, responding to a legal mandate to revise
the current Child Development Permit matrix by July 1, 2016. The advisory was made up of 20 participants, of
whom two were local faculty members (and part of PEACH). They met a total of five times during a 15-month
span to discuss competencies, preparation standards, and performance expectations for all permit levels. The
CTC has yet to adopt their recommendations.
TK On and Off the Chopping Block: State Budget
In the spring of 2016, the governor’s budget put Transitional Kindergarten (TK) on the chopping block, five
years after its roll-out and only three years after its full implementation across the state. Transitional
Kindergarten was California’s solution for providing preschool opportunities to young fives (the children who do
not meet the 5-year-old age requirement for kindergarten by September 2).
Together, these ECE efforts created a rapidly changing context in Los Angeles County that influenced the
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impact of the Workforce Consortium. Individually, some efforts may have impeded the Consortium, but most
helped it to meet its intended goals. One thing is certain – the outcomes of the Workforce Consortium would
have been different had these external efforts not occurred.

Finding: Few, yet Meaningful, Systems and Policy Changes Were Achieved During the
Five Years of the Workforce Consortium
The fifth and final desired impact of the Workforce Consortium was to establish a more effective ECE
Professional Development System in LA County. This section aims to answer the following research question:
Which systems and policy changes within the ECE Professional Development System were achieved during the
five years of the Workforce Consortium?
Systems Study Findings
Our longitudinal network analysis found that the Workforce Consortium managed to bring organizations
together in the name of systems thinking around the ECE workforce. A Levels of Collaboration Scale (see
Appendix C) was administered to program staff by Love and Dong (2013). Respondents rated the level of
interaction between their program and every other program involved in the Workforce Consortium, using a
scale of Networking (1), Coordination (2), or Collaboration (3). Ratings were provided both for the 2013
program year and retrospectively for the 2011 program year. Lopez (2015) administered the same Levels of
Collaboration Scale to Workforce Consortium staff, in an effort to track any change in collaboration among
Consortium programs. The Levels of Collaboration Scale scores were analyzed and mapped using a network
mapping software.
The following maps compare interactions at three time points (2011, 2013, and 2015) for all levels of
interaction measured by the Levels of Collaboration Scale. Figure 8 displays all interactions that occurred in
2011, Figure 9 displays all interactions that occurred in 2013, and Figure 10 displays all interactions that
occurred in 2015.

Figure 8. Social Network Analysis Map of All Levels of Interactions in 2011
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Figure 9. Social Network Analysis Map of All Levels of Interactions in 2013
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Figure 10. Social Network Analysis Map of All Levels of Interactions in 2015

Statistics show an increase in the density of the network from 49% to 79% between 2011 and 2013, and then
a decrease to 64% in 2015. Figure 8 and Figure 9 illustrate the dramatic increase in interactions that occurred
between 2011 and 2013. Figure 10 shows that in 2015, the density of interactions experienced a considerable
drop, compared to 2013.

The network experienced a shift in programs after 2013, with some programs dropping out of the network and
some programs joining the network, which may have explained the drop in density or connectedness of the
network. Because of this change, it is not informative to follow the paths that individual programs have taken
across the years in terms of their closeness centrality to the network. An investigation of potential reasons for
the drop in density from 2013 to 2015 found a “clique” or sub-structure within the Workforce Consortium.
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Figure 11. Social Network Analysis Map of Substructure Within the Network in 2015*

*Note: Figure 11 does not follow the scheme for Figure 8-10 described above

Figure 11 illustrates that all programs except the Chamber of Commerce and SEUI Local 99 were part of a substructure within the Workforce Consortium (these programs automatically appear in blue when run through the
k-cores analysis tool). SEIU Local 99 were newer to the network, and representatives had only regularly
attended the monthly Consortium meetings since 2014. The Chamber of Commerce, on the other hand, had
been part of the Workforce Consortium since it was established in 2011, but their representatives at the
Consortium changed. When these two programs were removed from the network analysis for 2015, the
density of interactions rose to 74%, which was closer to the 79% of 2013. Interestingly, the Chamber of
Commerce and SEIU Local 99 are organizations representing compensation, wages, and unions— all policy
priority areas that the Consortium had identified for itself during its third year.
The fact that partner programs were interacting less in 2015 than in 2013 did not negate the fact that a core
sub-group or “clique” within the network collaborated more in 2015 than it had since the inception of the
Workforce Consortium in 2011 (17% vs. 19%). Workforce development partner programs found new ways of
working together, and because collaborative interactions require time and resources, it was expected that the
network would continue to experience highs and lows.

Program leads were thankful, even in the midst of the Workforce Consortium’s sun-setting, that the Workforce
Consortium was able to advance their program goals of improving the ECE professional development system in
Los Angeles County. They described their program participation as “solid” and “steady” until the very end, and
they described their partnerships with other programs as “successful.” Not only did the Workforce Consortium
increase professionalism in ECE, but program leads felt that they personally benefited from the Workforce
Consortium, and they found the Crossroads Conference and the monthly meetings to be excellent sources of
information and inspiration. Program leads utilized information and data to make program revisions, revised
courses, developed workshops, and planned professional growth activities for members.
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Finding: Individual Programs Also Made Strides Towards Systems Improvement
Since 2011, the Workforce Consortium and its related systems efforts have achieved systems and policy
changes. What follows are a selected few changes that serve as examples:
Project Vistas
In 2015-16, the Project Vistas staff facilitated an ongoing dialogue with child development faculty at East Los
Angeles College around meeting the needs of non-traditional college students, and specifically, meeting the
unique needs of child development professionals who are in family childcare settings. As a result, East Los
Angeles College now has additional enrollment slots open only to non-traditional college students and FCC
owners. These slots occur on evenings and weekends, thereby enabling additional opportunities for nontraditional students to fully participate in college experiences that fit into their work schedules. These impacts
represent sustainable structural mechanisms for East Los Angeles College, since the alternative time offerings
may now be used for all ECE students who require alternative course times due to their own work conflicts.

CDWFI
The CDWFI program was intended to create systems change by aligning the many sub-systems through which
ECE students can obtain a formal education for their personal and professional advancement. One of the major
ways in which CDWFI influenced the subsystems within its partner institutions was by aligning the needs of
CDWFI students and counseling practices at college partners. Concrete examples of how the program was able
to tailor itself to the needs of CD/ECE students across partner programs include: increasing the availability of
discipline-specific counseling, improving practices for transcript evaluation, relocating counselors to Child
Development/Early Care and Education department offices to increase their utilization by students, and training
CDWFI staff to guide students to the courses necessary for permits.
PEACH
During the life of the Workforce Consortium, PEACH made strides to establish the development of an ECE
Credential in California and to establish doctoral degrees in Early Care and Education and Child Development.
More specifically, PEACH:
• Conducted five stakeholder meetings regarding development of an ECE Credential, the modification of the
Multiple Subject Credential, and revision of the Child Development Permit Matrix.
• Met with 13 articulation officers from a combination of community colleges and California State Universities
to present findings and propose new articulations to the Course Articulation Opportunities Chart, which
PEACH has developed in order to identify courses that successfully articulate between and among campuses.
As a result of these meetings, 28 additional individual course articulations were submitted from individual
campuses.
• Visited the following four campuses: Pepperdine University Ed.D. program in Educational Leadership;
California State University, Northridge (CSUN) Ed.D. program in Educational Leadership; UCLA Ph.D.
program in Human Development and Psychology; and the California State University, Los Angeles (CSULA)
Ed.D Program. During the visits, PEACH focused on the need for an ECE/CD doctoral track to prepare future
ECE/CD professors, agency leaders, and policy leaders.
• Served on the Advisory Board for the creation of a new B.A. Degree Program in Early Childhood Studies at
Cal Poly Pomona. The curriculum proposal was approved and is scheduled to begin in Fall 2016.
• Obtained positions on the CTC CD Permit Advisory Panel. The Commission for Teacher Credentialing (CTC)
has a new legal mandate to revise the current Child Development Permit matrix by the middle of 2016. Over
120 people, including several PEACH members, applied for the 20 positions on the CTC CD Permit Advisory
Panel. Two PEACH partners were selected to serve on the Panel.
On February 19, 2015, twenty PEACH partners and thirty-three ASPIRE advisors attended a joint meeting in
order to align efforts across Consortium programs. The specific intent of this meeting was to: continue to build
professional relationships, share programmatic information, discuss methods for improving access to higher
education, and better meet the needs of non-traditional students. In addition, PEACH also collaborated directly
with several organizations in 2014-15 to move their work forward at both a program level and a systems level.
Workforce Consortium and Advisory
Monthly gatherings of all Workforce Consortium partners, and the planning by the Advisory that went into
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them, made the following systems change efforts possible:

•
•
•

Between 2012 and 2013, the Advisory created an ECE Trainer Criteria Matrix. The intent was for the matrix
to inform the California ECE Workforce Registry in the development of a Training Module for the state.
The Consortium created a working definition of the ECE system to guide its work and to organize its efforts
(see Appendix B).
Consortium partners mapped out the accomplishments and areas of alignment among the Workforce
Consortium programs and services, and thought together about possible directions for the future.

This list is limited to include only the systems and policy changes that have been achieved, and not those in
progress. Although this list of systems and policy change efforts is short, the fact that they have occurred over
the span of five years is indicative of the intensity of coordination and effort that has occurred across various
programs and organizations to make them happen. We would expect systems and policy changes to continue,
if efforts of the Workforce Consortium were to continue to be funded.

Conclusion & Recommendations
The Workforce Consortium met its three overarching goals of capacity building and quality, systems change
and alignment, and policy and awareness. Throughout the life of the Consortium, funded programs made great
strides and left lasting impressions on the systems in which they existed. In June 2016, conversations around
Early Care and Education were not the same conversations that had taken place in 2011, when the Workforce
Consortium was conceived. For example, conversations about program quality tied to increased teacher
qualifications were more of a dream than a reality in 2011. Providers across the Los Angeles County are now
being measured along a universal quality continuum framework. The Consortium has contributed to this
achievement both at the systems level, by positioning organizations to work together, as well as at the
individual level, assisting nearly 15,000 participants across five years to improve quality. The Consortium has
attracted providers into the field and guided them towards the achievement of a permit and/or a degree, and
has provided professional development through coaching, workshops, and professional learning communities.

At first glance, it would appear that the end of the Workforce Consortium funding signals the end of the
program. However, some of the components of the Consortium will continue their work:
•

ECEPLC hopes to continue to support TK teachers across the county, if they are absorbed under the LACOE
Early Learning Support Unit, which was established to evolve into a sustainable, high-quality provider of
technical assistance and professional development in LA County. The administrator for ECEPLC, LACOE, is
one of the architects for QSLA—the local implementation of IMPACT.

•

Gateways will continue to provide coaching, training, and professional development to FCCs, as it is an
ongoing program of the Los Angeles R&R agencies with direct funding from First 5 LA. The administrator for
Gateways, CCALA, is one of the architects for QSLA—the local implementation of IMPACT.

•

STEP will no longer provide quality ratings or program improvement grants to ECE providers, but the
administrator for STEP, LACOCC, will continue certain administrative duties for the Block Grant, which is a
collaborative effort between LACOCC, LACOE, and LAUP. The Los Angeles County Office of Child Care is
one of the architects for QSLA, the local implementation of IMPACT.

•

Project Vistas will no longer exist, but its impact will continue to be felt by ECE students at ELAC who now
benefit from preferred enrollment and flexible course schedules.

•

CDWFI will no longer exist, but the collaboration it established across community colleges remains strong,
and many organizers still continue to seek funding opportunities in hopes of continuing the aspects of the
CDWFI program that were most valuable for students. CDWFI will leave a lasting impact on counseling
practices across many community college campuses.

Although Workforce Consortium partners predicted challenges to systems improvement due to the end of the
Consortium funding (in terms of their monthly attendance at Workforce Consortium meetings, which will end),
all partners reported feeling successful about the power of collaboration afforded by the Workforce
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Consortium and the achievement of systems improvement efforts. The Workforce Consortium has laid a solid
foundation for the development of an Early Care and Education system in Los Angeles County. Many of the
organizations comprising the Workforce Consortium, including PEACH, CCALA (who administer Gateways),
and LACOCC (who administered STEP) are now involved in the ECE architects group, and meet periodically to
develop plans for the local implementation of First 5 California’s IMPACT. In large part, this is thanks to the
groundwork put in place by the Workforce Consortium. We anticipate that long-term benefits of the
Workforce Consortium will continue to surface in the years to come.
The Workforce Consortium ended on June 30, 2016. The recommendations that follow are meant to highlight
some best practices solidified by five years of systems improvement efforts, many of which were identified as
“most valuable” practices by program members and program leads alike. These recommendations are also
forward-facing; that is, they are meant to inform post-June 2016 efforts, some of which are already in place
and others of which can easily be put in place.
RECOMMENDATIONS
• Because both CDWFI and Project Vistas participants identified flexible course scheduling, lending libraries,
and workshops as some of the most valuable practices of the consortium, CD and ECE courses offered
across institutions of higher education should continue to be made available on weekends and after hours to
accommodate the schedules of working staff. The provision of lending libraries and bilingual courses for
providers whose native language is not English should also continue.
• Because CDWFI participants identified financial incentives as most valuable, and because stipend programs
like ASPIRE are no longer available, innovative methods of financial assistance (like loan forgiveness
programs) should be established to recruit and retain qualified people in the field.
• Because ECEPLC participants found visits to other classrooms to be the most valuable program component
(more so even than the professional learning community meetings themselves), future efforts to have
teachers learn from each other should include opportunities to visit other teachers’ classrooms to allow for
learning through observation.
• PEACH should work with community colleges to continue and spread the practice of discipline-specific
counseling, which was found to be of utmost importance to CDWFI members.
• Organizations with continued funding, like LAUP and CCALA, should continue to hold child development
permit clinics and/or workshops, as participants feel the Workforce Consortium programs brought much needed clarity and streamlining of permit requirements, and they fear that the end of the Workforce
Consortium programs will bring back the confusing and misguided days of the pre-Consortium era.
• Co-enrollment of participants across similar programs with the goal of workforce development should be
encouraged or even incentivized. Simultaneous enrollment across multiple programs was perceived by
participants as beneficial, and as being worth the investment and balancing of time commitments to meet
multiple program requirements.
• A local, annual effort (e.g., the Annual Los Angeles County ECE Conference) should be held with the
purpose of bringing the ECE workforce together for networking, professional development, and
recruitment. This would allow former program participants to connect with others in the field and stay up to-date with the latest developments as they pertain to research in child development, best practices,
worthy wages, and financial opportunities for programs and individual employees.
• Use the Registry’s five years’ worth of collected participant email addresses to increase communication
about local ECE news and updates, including updates from PEACH, QSLA, and the ECE Architects’ Group,
via an electronic newsletter.
• Coordinate efforts to integrate the California Early Educator Competencies into the professional
development of the ECE Workforce, as there is potential to grow experts and specialists in the field.
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Appendix A. Los Angeles County ECE Workforce Consortium Logic Model
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Appendix B. ECE Workforce Consortium System
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Appendix C. Levels of Collaboration Scale
PURPOSE
Thank you for your participation in the Los Angeles Early Care and Education Workforce Consortium. Please
take a moment to fill out this “Levels of Collaboration Scale” and contribute to our understanding of the
connections that are being made through the Workforce Consortium. The Levels of Collaboration Scale asks
you to rate the level at which your program or organization currently interacts with every other program or
organization that participates in the Workforce Consortium efforts.
Your responses should reflect your perspective of the interactions between your
program/organization and other programs/organizations in regards to early care and education
workforce developments efforts. This survey is meant to capture your own opinion/response, you do
not need to confer with anyone before responding.
Please be aware that some programs are funded through the Workforce Consortium, while other
programs/organizations are not. Because of this, the programs/organizations included in the scale may have
different levels of commitment to the Workforce Consortium efforts
DATA USE
• Your responses will be used for evaluation and reporting purposes
• Your responses will be kept confidential
AFFILIATION
Q1. Please identify your Program/Organizational affiliation from the drop down list
Q1b. If Other, please specify: ________________________________________
POSITION
Q2. Please indicate your position within your organization
Q2b. If Other, please specify: _______________________________________
DIRECTIONS
• Please review the three levels of collaboration below (Networking, Coordination, and Collaboration).
• Using the scale provided, please indicate the extent to which your program or organization CURRENTLY
INTERACTS with each of the other programs and organizations on efforts related to early care and
education workforce development.
• Please choose the response category that best describes your level of interaction with the other programs
or organizations.
• If you are not aware of interaction between your program/organization and another
program/organization, choose “0” for that row.
LEVELS OF COLLABORATION
0 – No Interaction
 No
communication/
interaction
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1 – Networking
 Aware of
program/organization
 Loosely defined roles
 Little Communication
 All decisions are made
independently

2 – Coordination
 Share information
 Some defined roles
 Frequent
communication
 Some shared decision
making

3 – Collaboration
 Share ideas and
resources
 Formalized roles
 Frequent
communication is
characterized by mutual
trust
 Decision making is done
jointly
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Program/Organization

0 – No
Interaction at
All

1–
Networking

2 – Coordination

3 - Collaboration

ASPIRE
Career Development Policy
Project/ ECEWorks!
Chamber of Commerce (Los
Angeles)
CDWFI
ECEPLC/LACOE
First 5 LA
Gateways/CCALA/CCRC
LAUP
LAUSD
PEACH
PITC
Project VISTAS/ELACF
SEIU Local 99
STEPS – RTT/ Office of Child
Care (LA County)
UCLA/ UCLA Extension
WestED
Zero to Three

Thank you!
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Appendix D. Los Angeles County Early Care and Education Workforce Consortium
End of Year Program Lead Questionnaire
Purpose
Thank you for your participation in the Los Angeles Early Care and Education Workforce Consortium. Please
take a moment to fill out this questionnaire and help us evaluate our efforts to improve the ECE professional
development system in LA County.

Data Use
•
•
•

Your responses will be used for program planning, evaluation, and reporting purposes.
Your responses will be kept confidential.
You can decline to answer any question without penalty.

Program

Please write in the name of your program: _____________________________________________________
Increase Knowledge
1. Please describe your program’s efforts to increase knowledge of ECE career options, education pathways,
and professional development opportunities.
Participant Co-Enrollment
Upon examination of the 15-16 participant data, it is clear that a substantial number of participants are already
co-enrolled in more than one workforce program. Please take a moment to answer these questions about coenrollment.
2. During the 15-16 program year, did you discuss the co-enrollment of participants with other Workforce
Consortium partner programs? Yes / No
3. What do you think would be the benefits of encouraging participants to co-enroll in your program and at
least one other Workforce Consortium program?
4. What do you think would be the detriments of encouraging participants to co-enrolling in your program
and at least one other Workforce Consortium program?
5. If you were to work with other Workforce programs to co-enroll participants, can you think of any barriers
or challenges that would emerge during the process? Please describe.
Systems Improvement Efforts
6. Please describe any highlights and accomplishments that have resulted from your efforts to improve the
ECE professional development system during the 15-16 program year (i.e. Workforce Advisory Committee
work, PEACH work, or other work to coordinate and align efforts across programs, organizations, or
institutions).
7. Please describe any challenges and barriers that interfered with your work to improve the ECE professional
development system during the 15-16 program year (i.e. Workforce Advisory Committee work, PEACH
work, or other work to coordinate and align efforts across programs, organizations, or institutions).
8. Please describe any lessons learned that have resulted from your work to improve the ECE professional
development system during the 15-16 program year (i.e. Workforce Advisory Committee work, PEACH
work, or other work to coordinate and align efforts across programs, organizations, or institutions).
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9. Have any of the supports or resources provided through the Workforce Consortium been useful in
advancing your work to improve the ECE professional development system during the 15-16 program year?
Please explain.
10. How might your program’s systems improvement efforts be impacted by a decrease in funding?
11. Where do you see your program in 3 years?
Satisfaction with LAUP Workforce Consortium Efforts
12. Please indicate your agreement with the following statements by placing an “x” in the appropriate box:
Strongly
Disagree

Disagree

Agree

Strongly
Agree

Communication with LAUP staff has been clear.
(NA – I am staff)
I am aware of the requirements of my program’s
contract with LAUP.

I am aware of the LAUP reporting requirements.
LAUP staff is responsive to my questions and/or
concerns. (NA - I am staff)
I know who to contact at LAUP depending on my
questions and/or concerns.
LAUP has provided sufficient opportunities to
meet with other programs and organizations in
order to coordinate and align ECE workforce
development efforts.
13. Overall, how satisfied are you with your experience in the Early Care and Education Workforce
Consortium? Please check one response option.

Very Satisfied

Satisfied

Dissatisfied

Very Dissatisfied

14. What suggestions do you have for improving the Early Care and Education Workforce Consortium efforts?

Thank You !!!!!
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