Transforming the Early Childhood Workforce Initiative Theory of Change

Below is the Initiative’s Theory of Change for Increasing Recruitment, Retention, and Compensation of an Effective, Qualified Early Childhood
Workforce. It demonstrates how project activities might lead to intermediate and long-term outcomes that will impact recruitment, retention,
and compensation of an effective, qualified workforce.

Targated Career

they work

WORKING CONDITIONS

0 Early educators work in environments that
enable effective care and instruction and job
satisfaction

Theory of Intermediate-Term Outcomes Long-Term Outcomes
Change TARGETED RECRUITMENT
O Programs have enough qualified professionals to
fill all positions across job roles
Levers for Change O Early educators reflect the community in which

Recruitmentl,_y  Pathways COMPENSATION
[ Early educator compensation is commensurate
with qualifications |
ncreased
. [ Early educators are compensated in a way that Job
Compensation | : - ° Recruitment
Conditions supports self-sufficiency and well-being . . )
U Early educators are compensated in a way that Satisfaction Retention, &
increases recruitment and retention Compensation
7, I EDuCATION AND CAREER PATHWAYS Personal & of an
b [ Early educators have access to clearly-defined Professional Effecti'ure’
w  Activities education and career pathways . .
B [ Professional development is accessible, is of high WE"'bemg Qualffied Early
E quality, and meets workforce needs Childhood
" 0 Early educators are well-qualified, with Workforce
< Outputs competencies needed to provide high-quality
8 early care and education environments
e 0 Early education leaders are appropriately skilled
Outcomes and effective instructional leaders

Transforming the
Early Childhood Workforce

in Colorado



