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A brief guide to staffing considerations that charts your registry's growth and development needs. Intended to
help registries keep pace with the steady demand for comprehensive, high-quality ECE Workforce data
collections, utilization, and accessibility to inform policy and research impacting the workforce in your state.

In 2023, a consortium of 16 recognized registries pooled their cleaned workforce data to co-create an

aggregate dataset representing over 642,000 people in early childhood direct care roles. It was their sixth all-

volunteer attempt in just over a decade to demonstrate their workforce data collection efforts. Six months later,
a nationwide report helped illustrate the extent to which workforce data could be reported by all states. In that
Bipartisan Policy Center collaboration, 43 states participated by contributing summary workforce data to create

state-level reports reflecting over 1.25 million members of the direct care workforce. Most of the data
contributed (84%) was supplied by state registries. Today, 45 registries manage over 2.6 million registry users
nationwide. In 2023, 1.2M of them were identified as actively employed in direct care roles. The NWRA
estimates that, with additional investments in staffing and draw-up infrastructure, a national workforce dataset
based on registry participation could be publicly available as early as 2030.

Projections of registry partnerships in research and policy are expected to soar in the coming decade. At one
time, it was a primarily voluntary system; today, participation in the state’s early learning professional registry is
required for employment in a licensed program in 24 states and for employment in a program participating in
QRIS in 25 states, and for nearly all approved trainers nationwide. This increase in the volume of registry
users/members has led to deeper workforce data saturation and confidence in it. Their unmistakably
trustworthy infrastructure, which has developed over decades, was tested during the pandemic when registries
were tapped to enable the participation of over 70,000 workforce members in the largest early learning

occupational study ever to occur. They leveraged their existing framework to identify workforce members

qualified for priority vaccines, determined eligibility for stipends and supplements, and processed direct pay
incentives to workforce members. Registry staff have worked steadfastly to incorporate, integrate, and
accommodate, keeping pace with requests/needs from policymakers, system partners, and the workforce
alike.

The demand for ECE workforce data has never been greater, as state policymakers, researchers at state and
national levels, federal entities, and philanthropic teams are asking registries for data insights and evidence of
impact and need at an unprecedented pace. As budgetary constraints loom and pandemic funding cliffs lock-
in, an increasing appreciation for the complex yet inextricable link between the childcare crisis and the broken
workforce pipeline hangs in the balance. The clear-cut answer is data; data which illuminates reality, giving us
actual numbers from which to make budgetary estimates, inform investment priorities and policy decisions.
Recognition of the state’s registry and its treasure trove of longitudinal data has never been more validated.
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Registry data is often cited as the best-kept secret, or, in other discussions, it is termed the greatest collection of

unavailable data. In nearly every case, registry data is a byproduct of the dozens of professional development
services and programs that registries administer or determine eligibility for. This makes their data a specific type

of data, referred to as Administrative Data. Unlike survey data, registry data is typically quantitative in nature,

longitudinal, and exceptionally detailed. To make administrative data accessible to the public, adding layers of

infrastructure and roles is necessary to ensure the safety of the data (that it is deidentified, securely stored,

cleaned, and filtered appropriately). Comprehensive, quality data access and utilization require significantly
more than data collection, bringing us to the current moment in time. In an effort to move away from “problem
admiration,” often referred to as a “Data deficit,” we need to think constructively about what is missing to
complete the workforce data lifecycle, considering what is working well and what is getting in the way.

Robust, statewide early learning workforce registries, capable of performing dozens of essential functions,

require a diverse, specialized staffing team. Using a nationwide landscape survey in 2023, the NWRA found that
most registries were critically understaffed for the work they were tasked to perform. The national ratio of
registry staff to workforce members was 6,500 to 1, with a caseload of 6,500 workforce members per Registry
FTE staff member. The landscape survey shed additional light on the reality that many registries were being
staffed with between 1-3 people, most of whom were not employed full-time. Despite having highly dedicated
staff, their turnover in registries remains high, in significant part, because they can not adequately
accommodate the growth and demand for data, as well as an increasing tasklist, while having an average
staffing size of 3-4 people who are executing specialized roles/jobs for an entire state. Due to inadequate
budgets, registries are tasking their limited staff to perform most of these functions out of necessity, with or
without the necessary expertise.

“Inadequate resources, coupled with unmet expectations, can not help but nurture system imbalances. Today, in most
states, there isn’t a workforce data deficit; there is a lack of policy support and sufficient funding to equip
registries with the staffing and technology needed to provide access to existing data collections and increase
data quality. We can’t change what isn’t working by simply complaining about it. Greater investments are required from
states, in necessary policies and dedicated funding, to equip registries with the missing resources to enable greater
access to and utilization of existing workforce data. It's a small price to pay when the return is this high.”  ~ Dr.
Kimberlee Belcher-Badal, Executive Director, NWRA

While workforce data is often described as lacking, registry leaders consistently report that the primary
constraint is not data collection, but capacity. In practice, staffing limitations create operational bottlenecks that
delay data access (with many registries reporting data request turnaround times ranging from several weeks to
several months), limit improvements in data quality, and restrict the ability to respond to increasing policy and
research demands.

Comprehensive workforce data collections require a spectrum of specialized skills. Each role contributes
uniquely to ensure high-quality datasets provide value to the workforce and the policy and research intended
to support them. With an incomplete team or staff unequipped with the specialized skills outlined below, data
quality is hampered, and the workforce suffers. The registry staff caught in the middle are most affected. Despite
caring deeply about this work and workforce members, they're burning out at an alarming rate due to
insufficient resources, inadequate staff size, and an astonishing underappreciation for their near-herculean
efforts. Today, fewer than 10 of 45 registry directors have more than 3 years of experience in their current role.

To understand this constraint more clearly, it is helpful to view registry work as a full data lifecycle, one that
requires sufficient staffing capacity at each stage to function effectively. In 2024, with input and assistance from
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member states, the NWRA outlined a comprehensive list of roles deemed necessary to run a robust, sustainable
registry (a complete staffing team) and to conduct statewide, mandatory data collection. This staffing design is
based on the Registry Data Lifecycle, which reflects all five of the functions a registry is asked to perform, as
illustrated here.
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The Registry Data Lifecycle begins by being in relationship with individual workforce members.
The services and support registries provide enables the collection of data following their career.
That data is then filtered, aggregated, and reported out, informing policy that we anticipate drives
new services and support to increase quality of life indicators for the workforce (iving wage, benefits, etc.)
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1) First, Registries engage the workforce as their one-stop shop for access to urgent information/updates,
training, and opportunities (regardless of care setting or role). This is accomplished by communication efforts
through social media, email, newsletters, and timely push notifications. It also requires ensuring a user-friendly,
inclusive interface that facilitates bi-directional information exchange (both out to and up from the workforce).
The registry serves as the state’s Emergency Broadcast System, notifying all known people caring for children
about targeted incentives, just-in-time updates, and critical notifications.

2) Then, workforce support services occur. This typically includes approving training and trainers, managing
registrations, and granting access to training transcripts. A complete list of the two dozen workforce services
and functions registries that perform can be found in the 2024 Registry Landscape Report (pages 17-25). Full

staffing includes people administering or determining eligibility for those support programs, ensuring workforce
awareness and access, and targeted outreach with PD tools or resources.

3) These enable data collection to occur across many levels; staff roles need to address user support for data
intake, verification services, quality checks, cleaning, filter application, and data pull. An analyst and
programmer ensure the correct data elements and definitions are applied to profiles, with quality measures

built in to disallow bad or missing data, track updates/changes, and filter or disaggregate.

4) Data then gets converted for utilization to inform policy and research. This requires a different skill set
to leverage knowledge of data quality indicators to inform the collection, cleaning, coding, and conversion of
data to answer questions crucial to policy or investments. This is where public summary reports and data
analyses of program utilization, impact, and sustainability occur. Communication support, as well as editing and
graphic design, is essential to render the data consumable for the public.

5) Finally, a programmer and IT/web development staff ensure the data collected is integrated and accessible,
informing accountability measures for workforce wellness and needs through Reports/Dashboards; they help
with data pathways and make data safely accessible to the public. This also occurs through descriptive
dashboards and standardized reports on the workforce or roll-ups that allow access to clean, de-identified data
for policy or, comparatively, for research purposes.

In practice, registries operate at varying levels of staffing capacity. Many states are currently functioning with
minimal staffing, limiting their ability to fully execute the data lifecycle described above. The roles outlined
below represent the comprehensive staffing structure needed to support a fully functional registry system,
though in many cases, multiple roles are combined within a small number of staff.

Required Registry Staffing Roles to Enable Robust Data Capabilities

(O The Registry Operations Director oversees registry management and staff, partnerships,
communications, and programs. Provides systemwide leadership and representation with state and
national partners, guides the strategic growth, meets and maintains national standards, and
measures/reports the registry's performance over time.

(O A Registry Programmer does the regular “maintenance” required to maintain, support, and enhance
the administrative and technological side of the program, makes the system more efficient and user-

friendly, and fixes things when they break — a dedicated “911” contact for the system.
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(O Customer Service staff, front desk and intake specialists, who engage/onboard professionals in workforce
support opportunities (those helping new workforce members find their way and navigate what they need
to do to meet qualifications or growth, or learn about incentives and opportunities).

(O Communications/Information Exchange Specialists manage multiple, bi-directional
communication channels (both to and from) with different workforce sectors, engaging state system
partners and monitoring for state and national trends/opportunities. They assist with moving information to
and from the workforce, policymakers, researchers, and systems partners. Managed content for the
website, newsletters, listservs, push notifications, and social media content, and supported awareness
campaigns.

(O Program Support Specialists assist with or administer programs that touch or serve as the point of entry
for workforce support opportunities (scholarships, wages, wellness, etc.).

(O Training Approval & Support Specialists: support training approval, tracking, and availability
(O Trainer Approval & Support Specialists: support approval of the trainers ' qualifications

(O Career Pathway Placement Specialists: verify documents, level placement/competencies

(O Competencies, Badging, Specializations/Credentials, etc. (this varies by state)

(0 Data Entry/Verifiers are accountable for validating degrees, diplomas, approved training, wages, and
profile data quality checks (including some data entry), as well as training transcript support.

(O Data Cleaning Specialists weed out outliers, flag system errors or bugs, help make subsets of data
usable for informing reports, PER, and partnership reporting, and assist the analyst in ensuring the correct
filters are applied to answer questions as they come in. Informs on system updates and required tools to
ensure the CQI of data quality.

(0 Data Analysts assist in examining data longitudinally over time or answering questions as they come in
from partners, policymakers, and NWRA. Formulating reports for public access to data (ie, annual
workforce report for the state, PER participation, ensures the registry system is measuring what it needs to,
helps formulate data pulls to answer policy and funding questions, writes smaller briefs, reports, and
updates shared with state system partners, etc.).

(O The Research Partnership Manager is a funded relationship where a partner works closely with the
registry team to help formulate questions related to registry data collection, utilization, and workforce
updates. Works with the analyst and comms person to produce briefs and public-facing documents to
encourage utilization of registry workforce data collection.

(O The IT/Data Dashboard Team is a team working to create pathways to public access for data roll-ups or
data summaries that allow for comparisons to occur (disaggregated by race/role/setting, etc.) and can be
used longitudinally over time or to measure KPI across state goals related to living wage, benefits,
turnover, or qualifications. The data dashboard can also provide accountability or illuminate the impact of
support programs.

(O A Policy Partnership Manager ensures strong relationships with system partners and policymakers to
know what data they have access to in their state and communicate which elements need to be collected
to inform future policy, investments, and accountability for impact. The manager also determines which
types of reports to create annually or quarterly.

(O OTHER: This may include an Assistant Director, Finance or Management Positions (as determined by the
organization's size), and independent contractors such as database design, graphics support, web
development, etc. These can sometimes be accessed under the wing of an administrative organization in a

university setting or state government office.



In a perfect world, when the state has committed to ensuring all members of their early learning workforce are
included in, served by, and represented through the registry, each of the following positions would be staffed by
a unique individual. It is assumed that, even when registries are better staffed, some individuals may possess a
variety of skill sets, enabling the combination of multiple roles within a single position. This means the number
of people doing each role could be less than the number of roles listed above if/when they possess the
necessary skill sets and cover all the required bases for the registry to function optimally.

Today, It’s A Capacity Constraint, Not a Data Deficit

As demand for workforce data continues to grow, registries are increasingly expected to function as real-
time workforce data systems. However, in many states, they continue to be staffed and funded as
administrative support programs.

Without sufficient staffing capacity, registries face sustained operational strain, characterized by
prolonged data request backlogs, delayed policy responsiveness, and limited capacity to absorb
expanded participation requirements.

Strategic investments in staffing are not simply enhancements; they are enabling infrastructure that
determines whether workforce data systems can meet current and future policy demands. Without
targeted investments in staffing, states will continue to face delayed decision-making, incomplete
workforce data, and underperformance of workforce initiatives tied to registry systems.

“We would do well to remember that an understaffed and under-resourced registry infrastructure isn't simply an
inconvenience that impedes access to high-quality workforce data.

Adequate investments and policy support significantly affect the quality of members' experiences in the workforce.
Not least among these are the registry staff, who've been under-equipped to navigate the competing expectations
and priorities of policymakers and researchers while balancing the workforce's needs.

When we think about quality in child care, we must begin thinking more holistically about developing sufficiently
resourced systems that contribute to sustainable, mutually beneficial partnerships between the people caring for
children, the early childhood programs, and the early childhood systems that serve them.”

Dr. Kimberlee Belcher-Badal, Executive Director, National Workforce Registry Alliance

Contact For More Information
Kimberlee Belcher-Badal, PhD 605-939-0893
Executive Director Contact@registryalliance.org
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