
5 Smart Retention Strategies for 
Childcare Programs
Building Teams People Belong To

ECE LEADERSHIP SERIES



The Retention Challenge Is Real

S taffing Pressures

Vacancies and gaps are harder to fill, stretching remaining staff thin across classrooms and programs.

Burnout Is Rising
Educators are leaving the profession entirely — not just switching programs — at alarming rates.

A Leadership Issue
Retention is no longer just an HR problem. It is a core sustainability and leadership responsibility.

Stable Teams Win
When staff feel supported and stay, children and families experience better, more consistent 
outcomes.



The Hidden Cost of Turnover

V isible Costs

• Recruitment advertising and job postings
• Interview time for directors and senior staff
• Onboarding, training, and orientation hours
• Temporary coverage and agency staffing fees

Hidden Costs

• Increased stress and emotional burden on remaining staff
• Lower morale and declining team cohesion
• Classroom instability affecting child development
• Erosion of parent trust and family enrollment confidence

Replacing one ECE educator can cost $5,000 or more when all direct and indirect costs are tallied. Retention is always the smarter 

investment.



Why ECEs Leave

Lack of Growth Opportunities

No clear path forward makes strong staff look 
elsewhere.

Leadership Support FEELS Lacking

When staff feel unseen by leadership, engagement 
drops fast.

Burnout & Unsustainable Workloads

Heavy ratios, documentation, and emotional labor 
push educators out.

Disconnection & Lack of Belonging

Isolation and exclusion from decisions make it hard 
to stay.

Compensation Concerns

Wages that miss the work's complexity send the 
wrong message.



STRATEGY #1

Maximize ECE Wage Enhancements

BC Provincial Wage Enhancement

• Confirm all eligible ECEs are included in funding 
applications.

• Pass funds through transparently as an addition to base 
wages.

Columbia Basin Trust Funding

• Track grant cycles and apply for funding that supports 
retention.

• Use funds to strengthen compensation, benefits, or training.



STRATEGY #2

Create a Kootenay Specific Wellness Package

Wellness Days

Offer paid recovery time that is separate from sick days.

Flexible Scheduling

Provide condensed hours, split shifts, or adjusted start times where possible.

Lifestyle -Friendly Policies

Support staff with leave top-ups, emergency provisions, and family-friendly 
accommodations.

Sustainable Workloads

Reduce paperwork, pressure, and meeting overload to protect educator energy.



STRATEGY #3

Build Career Pathways
Educators who can see a future at your center are far more likely to stay and grow with you.

Support Certifications & Specialties

Subsidize ECE upgrades, specialties, and inclusion training so 
credentials feel achievable, not out of reach.

Paid Professional Development

Give staff paid time and funding for conferences, workshops, and 
training days.

Mentorship for Emerging Leaders

Pair high-potential educators with mentors to grow tomorrow's 
leaders from within.

Clear Growth Conversations

Talk regularly about career goals so staff can grow with purpose 
inside your organization.



STRATEGY #4

Regional Mentorship & Peer Networks
Professional isolation drives ECE burnout, so building community beyond your walls can boost retention.

Collaboration

Let educators visit other centers, spark new ideas, and feel part of a 
wider community. For part time or casual staff- can centres collaborate 
on employees?

Pedagogical Circles

Bring educators together to reflect, share challenges, and strengthen 
professional identity.

CCRR Partnerships

Partner with your local CCRR for training, consultation, and sector-wide 
connections.

Reduce Professional Isolation

Use communities, cohorts, or associations to help educators feel 
connected to something bigger.



STRATEGY #5

Leading or Managing- The Respect & Feedback Loop

Stay Interviews

Ask what keeps educators here and what might push them away, then act 
on the answers.

Recognition Culture

Make appreciation specific, public, and consistent so people feel seen 
without needing a budget.

Coaching Leadership Style

Lead with questions, not directives, to build trust and educator confidence.

Frequent Low-Stakes Feedback

Keep feedback brief, regular, and positive so growth becomes part of 
everyday practice.



Emotions and the 5 Strategies

Strategy Core Emotional Need It Addresses

Funding & Compensation "I need to feel valued for the complexity of what I do."

Wellness & Flexibility "I need this career to be sustainable for my whole life."

Career Pathways "I need to see a future for myself here."

Mentorship & Community "I don't want to feel professionally alone."

Respect & Feedback "I want to know that I matter to this team."



The Real Math — A nd the Myths H olding You B ack

Myth #1

"People only leave for money."

Leadership, belonging, and growth are the real drivers of retention. You can 
raise wages and still lose great people to poor culture.

Myth #2

"Low turnover means high engagement."

Quiet quitting is real. Physical presence isn't the same as motivated 
performance.

Retention Investment

• Wellness programming (low cost)
• Stay interviews (zero cost)
• Recognition culture (time + intention)
• Flexible scheduling (operational creativity)

Replacement Cost Reality

Replacing one ECE costs $5,000+.

• Job posting fees
• Interview time
• Onboarding admin
• Training time
• Lost institutional knowledge

True retention means staff who are present, engaged, growing, and choosing to stay — not just staff who haven't left yet.



Reflection Activity

W hat You A lready Do W ell

What is one retention practice your center already does well? Name it specifically — 

and think about how you can protect, celebrate, and build on it intentionally.

Your 30- Day Commitment

What is one concrete thing you could improve or introduce in the next 30 days? Keep 

it realistic, specific, and within your sphere of influence as a leader.

Share your reflection with a colleague or write it down. Accountability — even 

informal — dramatically increases follow-through.



Key Resources & Support Networks
You don't have to build retention solutions from scratch. These provincial and sector resources offer tools, training, funding guidance, and 
community support specifically designed for BC childcare leaders.

ChildCareBC

The provincial hub for funding models, wage enhancement 
information, licensing updates, and policy guidance. Bookmark 
it and check regularly for 2026 funding model updates.

ECEBC

The Early Childhood Educators of BC offers professional 
development, advocacy resources, and a strong peer 
community. Encourage your team to engage as members.

CCRR Networks

Child Care Resource and Referral centres provide locally 
grounded support, consultation, observation opportunities, and 
connections to regional peer networks.

BC ECE Registry

Essential for tracking and maintaining staff certifications. 
Staying current with the Registry protects both individual 
educators and your program's funding eligibility.

The Kootenay Childcare Initiative — Contact me anytime: Mia Gardiner — mia@kootenayrecruitment.ca



Strong Programs Are Built by 
S table, S upported Teams

When educators feel valued, sustained, and connected — they stay. And when they 
stay, children thrive, families trust, and your program grows stronger every year.

The best investment you can make in the children you serve is the investment you 
make in the adults who show up for them every single day.

Thank you for the work you do — and for leading with intention.
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