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Section 2: Introduction and Background  

Earlier this year, BC Care Providers Association (BCCPA) formed the BC Seniors Care HR Committee (the 

Committee) to assess labour shortages, needs and gaps, and develop sector-wide strategies for the project 

funded by the Canada-BC labour market agreement between the provincial and federal government.  

The Health Employers Association (HEABC) was requested by the Committee to collect survey data and 

conduct analysis on the recruitment, retention, vacancies and demographics of the Licensed Practical Nurses 

(LPN), Resident Care Aides (RCA) and Home Care Aides (HCA) /Community Health Workers (CHW) in 

non-health authority facilities. The survey results and labour market report were completed and distributed 

in June 2010.  

Recently, BC‟s home support sector experienced some consolidations and for this reason, the Committee 

has requested HEABC to rerun the survey to capture the changes and those who did not participate in the 

first round of survey. These reports will support the Committee‟s work in developing strategies to address 

RCA, HCA/CHW and LPN supply challenges in the seniors care sector. 
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Section 3: Highlights  

- Roughly 88% of the survey respondents indicated no or low problem in recruiting full-time and part-time 

HCA/CHW while the rest indicated „quite a problem‟ for recruitment. 100% indicated the situation to be 

„about the same‟ or „better‟ for full-time and part-time employees over the past 2 years. 

- For casual HCA/CHW, majority reported no or low problem in recruitment. However, 30% of the 

respondents indicated that there is a major problem in recruiting casual HCA/CHWs.  30% reported the 

recruitment situation to be „more difficult‟ for casual HCA/CHWs over the past 2 years. 

- „Insufficient working hours‟ and „undesirable shift schedule‟ were the commonly chosen reasons for 

recruitment difficulties for casual and part-time HCA/CHWs. Majority of the respondents reported 

„looking for competitive wages‟ as the reason for difficulties in recruiting full-time HCA/CHWs. 

- Survey showed that there are no or low problems in retaining full-time and part-time HCA/CHWs. 

However, 30% indicated „major problem‟ and 20% indicated „quite a problem‟ in retaining casual 

HCA/CHWs.  The situation has improved or is about the same for HCA/CHWs over the past two years 

with the exception of casual HCA/CHWs. 50% indicated „major problem‟ for casual HCA/CHWs. 

- „Undesirable shift schedule‟ was a commonly chosen reason for retention difficulties for HCA/CHWs in 

all job statuses. Other commonly chosen reasons: „level of workload‟ for full-time HCA/CHWs, „level of 

pay‟ and „insufficient working hours‟ for the part-timers, and „insufficient working hours‟ for casuals. 

- There is only one 90-days-or-more vacancies reported in the survey. The reported vacancy was a casual 

HCA/CHW position. Other vacancies reported in the survey were also casual positions, where 37 of 

them were less-than-one-month vacancies and 10 were one-to -three-month vacancies. 

- „Resign/quit exclude retirement‟ and „displaced/layoff‟ were the top two common reasons that 

HCA/CHW workers left the organization for all job statuses. The majority of the respondents expected 

that there will be no change on HCA/CHW staff terminations. 

- The number of HCA/CHWs in the non-health authority sector grew steadily with an average of 3,631 

per year from 2006 to 2008. The largest growth in the number of non-health authority‟s HCA/CHWs 

occurred in 2006, where the number increased by 9% from its 2005 level.  
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- From 2005 to 2009, the number of HCA/CHWs‟ FTE increased at an average growth rate of 3%. The 

largest growth occurred in 2006 where the number of FTEs increased by 8%.  

- From 2005 to 2008, roughly 47% of HCA/CHWs were casual workers. The rest were a composite of 

21% part-time employees and 32% full-time employees.  

- In 2009, there was an average of 1.67 headcount-to-FTE ratio for all HCA/CHWs in non-health authority 

sector. This ratio means 1.67 employees completed the work of one full-time equivalent. 

- With an annual growth rate of 2.45% for HCA/CHW workers in the non-health authority sector, there 

will be no staffing problem from 2010 to 2012. However, as demand increases over supply for 

HCA/CHW, there will be a staffing gap of one in 2013 increasing to 466 in 2019. 
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Section 4: Recruitment  

4.1 Current Situation  

Majority of the survey respondents reported 'low problem' and 'no problem for full-time (89%), part-

time (87%) and casual HCA/CHWs (70%).  

 

Over three-quarters of the survey respondents (78%) answered that there was no problem with 

current recruitment of full-time HCA/CHWs, 22% reported „low problem‟ and „quite a problem‟. 

None reported a 'major problem'. 

 

 

Figure 1: HCA/CHW  Current Recruitment Situation  

 
 

For part-time HCA/CHWs, 63% answered that there was no problem with the current recruitment 

situation, 25% reported a „low problem‟, 13% stated that there was quite a problem, and none 

indicated a „major problem‟. 

 

20% of the participants answered that there was no problem with the current recruitment situation 

of casual HCA/CHWs, 50% indicated a „low problem‟, none reported „quite a problem‟, and 30% 

stated that there was a „major problem‟.   
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4.2 Situation in the Past Two Years    

Figure 2: HCA/CHW  Recruitment Situation in the Past Two Years  

None of the respondents perceived 

the recruitment situation for full-

time and part-time HCA/CHWs 

over the past two years to be „more 

difficult‟, while 30% indicated „more 

difficult‟ for casuals.                   

 

For full-time HCA/CHWs, 56% of 

the respondents stated less difficulty 

and 44% felt the situation was about 

the same; for part-time 

HCA/CHWs, 63% of survey 

respondents indicated less difficulty 

and 38% selected „ about the same‟.  

 

For casual HCA/CHWs, 30% 

indicated „about the same‟ and 40% 

reported „less difficult‟ for how the 

recruitment has changed over the 

past two years. 

 

4.3 Situation for the Next Two Years  

Figure 3: HCA/CHW  Recruitment Situation for the Next  Two Years  

According to the majority of the 

respondents, the recruitment 

situation over the next two years is 

perceived to be „about the same‟ and 

„less difficult‟ in all job statuses (89% 

for full-time HCA/CHWs, 88% for 

part-time HCA/CHWs, and 70% for 

casuals). 

 

11% and 13% indicated the situation 

to become „more difficult‟ for the full 

time and part time HCA/CHWs 

respectively. For the casuals, the 

percentage of the respondents 

increased to 30%.  
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4.4 Reasons for Recruitment Difficulties   

The commonly reported reason for recruitment difficulties among full-time HCA/CHWs was 

„looking for competitive wages‟ (67%).  

For part-time HCA/CHWs, „undesirable shift schedule‟ (38%), „insufficient working hours‟ (38%) and 

‟applicant lacks sufficient experience‟ (38%) were the frequently reported reasons for recruitment 

difficulties. 

Majority of the participants said that „insufficient working hours‟ (89%) and „undesirable shift 

schedule‟ (67%) were the causes of recruitment difficulties among casual HCA/CHWs.  

Figure 4: Reasons for HCA/CHW  Recruitment Difficulties  
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4.5 Recruitment Methods  

The commonly reported recruitment method for all three job statuses was „on-line job postings‟. 

‟On-line job postings „(86%),‟own corporate website‟ (71%) and „local newspapers ads‟ (57%) were 

the frequently chosen recruitment method for full-time HCA/CHW recruitment. 

Among part-time HCA/CHWs, „on-line job postings„(75%), own corporate website‟ (63%), and „local 

newspaper ads‟ (63%) were the frequently selected recruitment methods.  

 „On-line job postings‟ (82%), „own corporate website‟ (82%) and „local newspaper ads‟ (55%) were 

the commonly reported recruitment methods for casual HCA/CHWs. 

Figure 5: HCA/CHW  Method s of Recruitment  
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4.6 Most Effective Recruitment Method  

The most effective recruitment methods were reported as „own corporate website‟ (43%) for full-

time HCA/CHWs, „local newspaper ads‟ (50%) and „on campus recruitment‟ (50%) for part-time 

HCA/CHWs and „on-campus recruitment‟ (50%) for casuals.  

 

Figure 6: HCA/CHW  Most Effective Recruitment Method  
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Section 5: Retention  

 

5.1 Current Situation  

100% of the respondents reported „no problem‟ or „low problem‟ with the current retention 

situation for full-time HCA/CHWs and part-time HCA/CHWs.  

 

„Major problem‟ was noted by 30% of the respondents for casual HCA/CHW retention; 20% 

reported „quite a problem‟, 50% indicated a „low problem‟ and none indicated „no problem‟.  

 

 

 

 

Figure 7: HCA/CHW  Current Retention Situation  
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5.2 Situation in the Past Two Years   

            Figure 8: HCA/CHW  Retention Situation in the Past Two Years  

100% of the respondents perceived 

full-time and part-time HCA/CHWs‟ 

retention situation over the past two 

years to be either „about the same‟ 

or „less difficult‟.  

 

For casual HCA/CHWs, half the 

respondents viewed the situation to 

be „more difficult‟ over the past 2 

years. 20% chose the retention 

situation as being „less difficult‟ and 

30% reported it as being „about the 

same. 

 

                                                         

5.3 Situation for the Next Two Years  

        Figure 9: HCA/CHW  Retention Situation for the Next Two Years  

The majority expect the retention 

situation to be „about the same‟ 

or „less difficult‟ for full-time and 

part-time HCA/CHWs over the 

next two years: 89% for full-time 

HCA/CHWs and 75% for part-

time HCA/CHWs; however, only 

40% felt the same for casuals.  

About 60% of the respondents 

classified the situation to be „more 

difficult‟ for casuals, and 25% for 

the part-time HCA/CHWs and 

11% for the full-time 

HCA/CHWs. 
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5.4 Reasons for Retention Difficultie s 

For full-time HCA/CHWs, the majority of the respondents chose „level of workload‟ (67%), 

„undesirable shift schedule‟ (67%), and „retirement‟ (50%).   

„Undesirable shift schedule‟ (83%), „Level of pay‟ (67%) and „insufficient working hours‟ (67%) were 

the most frequently chosen reasons for part-time HCA/CHWs.  

For casual HCA/CHWs, the commonly chosen reasons for retention difficulties were „undesirable 

shift schedule‟ (80%), „insufficient working hours‟ (80%), and „level of pay‟ (50%).   

 

Figure 10: Reasons for Difficulties  in Retaining HCA/CHW  
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5.5 Retention Initiatives  

Commonly chosen retention initiatives for full-time HCA/CHWs were „flexible working 

arrangements‟ (86%), „improved selection techniques‟ (71%) and „career development opportunities‟ 

(43%). 

For part-time HCA/CHWs, „flexible working arrangements‟ (86%), and „improved selection 

techniques‟ (57%) were the identified retention initiatives. 

„Flexible working arrangements‟ (75%), „improved selection techniques‟ (50%), and „coaching / 

mentoring systems‟ ,‟injury prevention programs‟ and  „employee recognition programs‟ (38% each) 

were noted to be the most popular initiatives for retaining casual HCA/CHWs. 

 

Figure 11: Retention Initiatives  for HCA/CHW  
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5.6 Most Effective Retention Initiative  

The majority chose „flexible working arrangement‟ as the most effective retention initiative for all 

three job statuses.   

Figure 12: Most Effective Retention Initiative  for HCA/CHW  
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Section 6: Vacancies  

There is only one reported three-or-more-months vacancy from the survey. This reported vacancy is a 

casual HCA/CHW position. Other vacancies reported in the survey were also casual HCA/CHW positions, 

where 37 were less-than-one-month vacancies and 10 were one-to-three-months vacancies. In total, there 

were 48 reported vacancies for HCA/CHW in the survey. 

 

Figure 13: Number of HCA/CHW  Vacancies by Duration  

 

 

 

 

 

 

 

 

 

 

 

 

Positions that remain unfilled after three months of active recruitment are considered as “difficult to fill 

vacancies” (DTFV). Therefore, of all the three vacancy ranges, DTFV need extra attention among educators, 

health care administrators and provincial government representatives. 

 

 

Figure 14: HCA/CHW  Vacancy Rate by Job Status and Vacancy Duration  

 

 

 

 

 

 

 

The vacancy rates are calculated using the number of vacancies identified by the survey respondents divided 

by the number of employees reported in the survey. As a whole, there is only one difficult to fill vacancy 

identified for HCA/CHW. Hence, the difficult to fill vacancy rate is 0.0% (due to rounding) for HCA/CHWs 

in the non-health authority sector. 

 

  

 
< 1 month җм ϧ Җ о ƳƻƴǘƘǎ җо ƳƻƴǘƘǎ 

Full-Time  0.0% 0.0% 0.0% 

Part-Time 0.0% 0.0% 0.0% 

Casual  2.9% 0.8% 0.1% 

Total  1.5% 0.4% 0.0% 
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Section 7: Staff Terminations  

 

„Resign/quit exclude retirement‟ and „displaced/layoff‟ were the top two common reasons that HCA/CHW 

workers left the organization for all job statuses. For the most recent 12-month period, „displaced and 

layoffs‟ was the reason for 233 HCA/CHW leaves and „resigned/quit exclude retirements‟ for 186 

HCA/CHW leaves. 

Notably, over 50% of those „displaced and layoffs‟ HCA/CHWs were full time positions and over 80% of 

those „resigned and quit‟ HCA/CHWs were casual positions.  

Figure 15 Reasons for Leaves (HCA/CHW ) 

Approximately 75% of the respondents expected that there will be no changes to staff termination in their 

organizations. 17% expect more changes and 8% expect less change to staff termination.  

 

 

  

Figure 16: Changes in Staff Leaves  
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Section 8: New Hires  

 

According to the survey respondents, there were 

472 casual HCA/CHW hires in the most recent 

12-month period. In the same period, there were 

236 full-time and 106 part-time HCA/CHW 

hires. Casual HCA/CHW hires accounted for 

58% of all new hires in the past 12-month period. 

 

 

 

 

 

 

 

 

37% of the respondents expect more changes in new 

hires in their organizations, 36% expect less changes and 

the rest expect no changes.  

  

Figure 17: Number of New Hires in each Job Status  

Figure 18: Changes in New Hires  
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Section 9: Demographics Data  

This survey consists of respondents that reports to HSCIS and those who do not report to HSCIS. 91% of 

all the reported hours in the survey are from respondents that report to HSCIS while 9% of all the reported 

hours in the survey are from respondents that do not report to HSCIS. In order to represent all non-health 

authority HCA/CHW demographic in the province, the data was adjusted proportionally to account for 9% 

of the non HSCIS reporting facilities in the province. 

 

9.1 Employee Count at the End of the Year  

Figure 19: Number of HCA/CHW s by HSCIS & Non -HSCIS 

Proportions from 2005 to 2008  

At the end of 2005, there were a total of 

3,351 HCA/CHWs working in the non-

health authority home support agencies. 

This number increased by 9% to 3,641 in 

2006.   

The total number of employees at the 

end of 2006 to 2008 had been relatively 

steady. At the end of 2005, there were a 

total of 3,351 HCA/CHWs working in 

the non-health authority agencies. This 

number increased by 9% to 3,641 in 

2006. By the end of 2008, this number 

remained steady at 3,620. For the period 

of 2006 to 2008, the number of 

employees decreased by less than half a percent every year. 

 

                                                                         Figure 20: Percentage of HCA/CHW s from 2005 to 2008  

For the period between 2005 to 2008, 

the percentage of casual HCA/CHWs 

have been increasing from 40% at the end 

of 2005 to 53% at the end of 2008. 

Full-time proportion of HCA/CHWs have 

remained steady (34% - 37%) except for 

2007 where there was a drop from 35% 

in 2006 to 22% in 2008. 
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9.2  Age and Gender Profile at the End of 2008  

Figure 21: HCA/CHW  Age and Gender Profile (at the end of 

2008) 

The gender profile of HCA/CHWs is 

similar in all age categories.  At the end of 

2008, 92% of all non-health authority 

HCA/CHWs were female while 8% were 

males.  

 

For the same time period, non-health 

authority HCA/CHWs were distributed 

amongst all age groups, wherein 59% are 

aged 49 and under, while 24% are aged 55 

and above. 

 

 

 

 

9.3 2005 – 2009 FTEs 

Figure 22: HCA/CHW  FTEs from 2005 to 2009  

From 2005 to 2009, the FTE level 

increased from 2,287 in 2005 to 2,534 in 

2009. An average increase of 2.7% in FTE 

was experienced over that four year 

period. The largest growth of FTEs was 

recorded in 2006, where the number of 

FTEs increased by 8% from its 2005 level. 

However, there was a decrease of 3% in 

FTE from 2007 to 2008. 
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Full-
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1,357, 
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2,457, 
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9.4 Employee Count for the Calendar year 2009  

Figure 23: Total HCA/CHW s by Job Status for the 

Calendar Year 2009  

In 2009, 4,224 HCA/CHWs worked (employee headcounts 

include those that were terminated in the year) in the non-

health authority sector. The majority of the HCA/CHWs 

were casuals which accounts for 58% of all HCA/CHWs. 

The high percentage of casual employees explains the high 

headcount-to-FTE ratio in 2009. 

 

 

9.5 Headcount to FTE Ratio  

The HCA/CHW headcount-to-FTE ratio explains the number of employees that were employed in the 

calendar year compared to the hours worked by a full-time equivalent HCA/CHW. This ratio will be 

relatively high when there are a large proportion of casual and part-time workers in the group. It can also be 

affected by high number of turnovers and short employment period. 

Figure 24: 2009 HCA/CHW  Head Count to FTE Ratio  by Age 

Group  

For HCA/CHWs working in the non-health 

authority sector, the headcount-to-FTE 

ratio is 1.67. This ratio means that 

approximately, on average, 1.67 employees 

completed the work of one FTE in 2009.  

The headcount-to-FTE ratio is the lowest 

for employees aged between 50 and 54 

where 1.41 employees perform the work 

of one FTE. HCA/CHWs aged below 25 

had a headcount-to-FTE ratio of 3.14, 

which is the largest among all the age 

groups. 
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Section 10: Recruitment and Retention by Geographical L ocation  

The table below lists the agencies of the survey participants by geographical location. Among those agencies, 

62 % of them are located in Greater Vancouver.  

HSDA  Name of the agency:  

Greater Vancouver Haro Park Centre 

Greater Vancouver Port Coquitlam Seniors Citizens' Housing Society 

Greater Vancouver Comcare 

Greater Vancouver Drake Medox (Vancouver) 

Greater Vancouver Community Home Support Services Association 

Greater Vancouver Dignity Home Care Inc. 

Greater Vancouver HRC Care Society  

Greater Vancouver Greater Vancouver Community Services Society 

Greater Vancouver/ North 

Shore/ Coast Garibaldi 

Living Well Home Care Services Inc. 

Okanagan Princeton & District Community Services Society 

Okanagan AdvoCare Health Services 

Okanagan Canadian Mental Health Association, Vernon and District Branch 

South Vancouver Island Beacon Community Services 

 

Majority of the respondents in Greater Vancouver, North Shore/ Coast Garibaldi and South Vancouver 

expressed no or low problem in recruiting HCA/CHWs for all job statuses. On the other hand, all 

respondents from Okanagan reported a major problem in recruiting casual HCA/CHWs.  

The survey also indicated that the HCA/CHWs‟ recruitment situation for all job statuses over the past two 

years had improved or was about the same in all of the above listed health service delivery area. However, 

50% of the respondents in Greater Vancouver/ North Shore/ Coast Garibaldi reported that the recruitment 

situation for casual HCA/CHWs will be more difficult in the next two years. In Okanagan, one out of three 

respondents reported the recruitment situation for the next two years will be more difficult for 

HCA/CHWs in all job statuses.  

All of the respondents indicated that they have no problem or low problem in retaining full time and part 

time HCA/CHWs in these health service delivery areas. However, 50% of respondents in Greater 

Vancouver and 66% of the respondents in Okanagan reported „quite a problem‟ and „major problem‟ in 

retaining casual HCA/CHWs.  

According to all the respondents in all areas, the retention situation for all job statuses over the past two 

years had improved or was about the same. However, in the next two years, majority of the respondents in 

Greater Vancouver / North Shore/ Coast Garibaldi and Okanagan expect a more difficult retention situation 

for casual HCA/CHWs. 
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HCA recruitment situation over the past two years  

       
  Full-Time Part-Time Casuals 
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HCA recruitment situation over the next two years  
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Reasons for recruitment difficulties ( HCA  Part -Time)  
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On Campus 
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Reasons for recruitment difficulties (HCA Full -Time)  
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Reasons for recruitment difficulties (HCA Casual)  
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HCA retention situation over the next two years  
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Reasons for retention difficulties (HCA Casual)  
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Reasons for retention difficulties (HCA Part -Time)  
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Section 11: Forecast   

 

Figure 25: HCA/CHW Forecast  

Assumptions 

- Number of staff, beginning of the Year = previous year‟s “Number of Staff, End of Year” 

- Number of Vacancies, Beginning of Year = Staffing Gap from the previous year (Year 1 of the estimate is the actual 90-Days 

vacancies at the end of previous year) 

- Estimated Demand = (Number of staff, Beginning of Year + Number of Vacancies, Beginning of Year – Staffing Surplus, Beginning 

of the Year) x  demand rate of 2.45% 

- Total Demand = Number of Vacancies, Beginning of Year + Estimated Demand 

- Carryover Surplus = Staffing Surplus from the previous year (first year is assumed to be 0) 

- Total Recruitment Gains= New Hires 

- Total Employee Losses = Terminations + Retirements 

- Supply (Gains - Losses) = Total Recruitment Gains- Total Employee Losses 

- Number of Staff, End of Year = Number of Staff, Beginning of Year + Supply 

- Yearly Gap (Supply - Demand) = Total Recruitment Gains - Total Employee Losses - Estimated Demand 

- Staffing Surplus of (Gap) = Supply + Carryover Surplus – Total Demand 

Data Source 

- HSCIS 2005-Q4 to 2009-Q4,HEABC 

- Non-Health Authority Recruitment and Retention Survey 

Notes 

- Includes all employees: full-time, part-time, and casual 

- Terminations include leaves of absence and resignations out of BC or the profession 

- All terminations that occur in the age group 55 and up are assumed to be retirements 

- "Number of Vacancies for 2010" were from difficult to fill surveys from 2009-Q4 

- New hires forecast was estimated by using HSCIS data from 2005-2009 

- Staffing Surplus of (Gap), if negative, is carried forward to the following year as "Number of Vacancies, Beginning of the Year" 

- Staffing Surplus of (Gap), if positive is carried forward to the following year as "Staff Surplus, Beginning of the Year" 

  

Trended Scenario

2010 2011 2012 2013 2014 2019

Number of Staff, Beginning of Year   (A) 3,411 3,674 3,723 3,732 3,759 3,873

STAFFING DEMAND & CARRYOVER SURPLUS

    Number of Vacancies, Beginning of Year   (B1) 1 0 0 0 1 374

    Estimated Demand (2.45%)   (B2) 84 86 88 90 93 105

Total Demand   (B) = (B1+B2) 85 86 88 90 94 479

    Carryover Surplus   (C) 0 178 141 62 0 0

RECRUITMENT GAINS  

    New Hires  1,091 891 849 870 862 882

Total Recruitment Gains   (D) 1,091 891 849 870 862 882

EMPLOYEE LOSSES

   Terminations   (E1) 653 656 647 647 644 650

   Retirements   (E2) 175 186 193 196 196 219

Total Employee Losses   (E) = (E1+E2) 828 842 840 843 840 869

Supply (Gains - Losses)   (F) = (D-E) 263 49 9 27 22 13

Number of Staff, End of Year   (G) = (A+F) 3,674 3,723 3,732 3,759 3,781 3,886

Yearly Gap (Supply - Demand)   (H) = (F-B2) 179 (37) (79) (63) (71) (92)

Staffing Surplus or (Gap)   (I) = (F+C-B) 178 141 62 (1) (72) (466)

Projections
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Section 1 2: Supplementary Information for Licensed Practical 

Nurse (LPN) in Home Support Agencies  

 

- Roughly 90% of the respondents indicated that there is no or low problem in recruiting full-time and 

part-time LPNs  working at home support agencies in the non-health authority sector; however, 34% 

of the respondents indicated „major problem‟ or „quite a problem‟ when recruiting casual LPNs. All 

respondents indicated the recruitment situation is about the same or had improved over the past two 

years. 

- Majority of the respondents chose „applicant lacks sufficient experience‟ as one of the reasons for 

problems in recruiting LPNs at home support agencies. Other commonly chosen reasons for 

recruitment problem for part-time and casual LPNs were „undesirable shift schedule‟ and „insufficient 

working hours‟.  

- All respondents indicated that there is no or low problem in retaining full-time and part-time LPNs 

working at home support agencies in the non-health authority sector. However, 41% indicated that 

there is „quite a problem‟ or „major problem‟ in retaining casual LPNs. 82% of the respondents also 

indicated that casual LPN retention became more difficult or  was „about the same‟ over the past two 

years. Retention for full-time and part-time positions was less difficult or about the same over the past 

two years. 

- „Insufficient working hours‟ and „undesirable shift schedule‟ are the two commonly chosen reasons for 

difficulty in retaining part-time and casual LPNs in home support agencies. On the other hand, majority 

of the respondents chose „level of workload/stress‟ and „undesirable shift schedule‟ as the reasons for 

difficulty in retaining full-time LPNs. 

- There were no vacancies reported in this survey that were for the duration of three-or-more-months. 

In total, there are six vacancies: 5 less-than-one-month vacancies and 1 one-to-three-months vacancy. 

- In the recent 12-month period, a total of 16 LPNs working at home support agencies left their 

organization. 70% of them were casual employees. The reasons indicated for the majority of the casual 

LPNs‟ leaving the organization was „resigned/quit (exclude retirement)‟ and „dismissal-not available for 

shift‟.   

- In the past 12 months, a total of 43 LPNs were hired to work at home support agencies in the non-

health authority sector. Among those that were hired, 44% (19) were casual positions and 16% (7) 

were part-time positions.  
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APPENDIX  1  
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Carryover Surplus: Carryover surplus represents number of staff at the end of year above the optimal 

staffing level. 

Since a staffing surplus represents the number of individuals that exceeds the optimal staffing levels, the model 

assumes the previous year‟s surplus as the following year‟s carryover surplus at the beginning of the year. This 

method is used for all the projected years with the exception of 2010. 

The total number of staff together with the number of vacancies at the start of 2010 is assumed the optimal 

staffing level. Therefore, the carryover surplus for each respective occupation is assumed zero in 2010.  

Difficult to Fill Vacancies (DTFV): Positions that remain unfilled after three months of active recruitment 

 

Demand & Carryover Surplus:  Demand and Carryover surplus for healtHCA/CHWre workers includes 

number of difficult to fill vacancies, staffing surplus from the previous year and projected growth for the 

occupational group. 

 

Employee Losses: Employee losses include terminations and retirements. 

Estimated Demand: Estimated Demand in this model represents the number of additional health care 

workers, in a given year and occupational group, that are needed in order to sustain the growing need for 

health care services.      

In order to calculate the estimated demand, the optimal staffing level at the beginning of the year was 

multiplied by the projected rate of growth for health care services over that year.  

 

FTE: 1 Full Time Equivalent = 1950 hours 

 

HCA/CHW : Home Care Aides (HCA/CHW) includes positions such as Health Care Workers, Assisted 

Living Workers and positions under the category of Community Health Workers 1 and 2. 

 

Head Count to FTE Ratio: The number of employees employed in a calendar year divided by the number 

of FTEs. 

 

HSCIS:  HSCIS is a reporting system for all health care employers in British Columbia who receive funding 

from the Ministry of Health Services. 

 

HSDA:  Health Services Delivery Area 

 

LPN: Licensed Practical Nurses (LPN) includes positions such as LPN, LPN Supervisors and positions 

requiring completion of program. 

 

New Hires: The number of new hires was projected using information in HSCIS. New hires were defined as 

individuals, within an occupational group, who appeared in HSCIS one year but were not present the previous 

year. For example, a new hire in 2009 is someone who reported in HSCIS in 2009 but not in 2008. 

The projected number of new hires was calculated based on a moving average (also known as rolling average) 

of four years. A moving average is a statistical method that creates a series of averages of different subsets of 

the data, in this case, of different years. For example, the number of new hires for 2010 was calculated by 

taking the average of the total number of new hires of the past five years (2009, 2008, 2007, 2006, and 2005). 

Likewise, the projected new hires for 2011 were calculated by averaging the new hires from 2010, 2009, 2008, 

2007, and 2006.  

Unless specified otherwise, the number of new hires includes new British Columbia graduates.  
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Number of Staff, Beginning of Year:   The number of staff at the beginning of the year represents the 

projected number of employees who will actively be employed in the occupational group. This number includes 

full-time, part-time and casual employees.  The forecast model assumes that the number of staff at the end of 

the previous year equals the number of staff at the beginning of the following year.   

 

Number of Staff, End of Year: The number of staff at the end of the year represents the total number of 

active employees in the system after taking into account the fluctuations in staffing levels due to individuals 

entering and leaving the system. This number is calculated by summing the number of staff at the beginning of 

the year (Number of Staff, Beginning of Year) and the supply.  

Number of Vacancies, Beginning of Year:  Vacancies represent those positions that have not been filled 

as a result of unmet demand.  

Since a staffing gap represents the number of individuals needed to achieve optimal staffing levels, the model 

assumes that the previous year‟s gap is the following year‟s vacancies. This method is used for all the projected 

years with the exception of 2010.  

Number of vacancies for 2010 for each respective occupation is simply the actual number of difficult to fill 

vacancies at the end of 2009 reported in the British Columbia Non Health Authorities Recruitment and 

Retention Survey. A Difficult to fill vacancy is characterized as a vacancy that remains unfilled after three 

months of active recruitment. 

Optimal Staffing Level: The optimal staffing level for 2010 is the total number of staff at the beginning of 

the year together with the number of vacancies at the start of the year  

The optimal staffing level for the following years is the total number of staff at the beginning of the year, adding 

the number of vacancies or subtracting the number of carryover surplus at the start of the year. 

Projected Growth:  The projected growth rates for each occupation are estimated according to the growth 

rates of the service lines assigned to each occupation.  The service line assignments are based on the MIS 

categories.  Since some occupations are associated with more than one MIS category, they can be assigned to 

more than one service line with more than one growth rate. To get a single growth rate for each occupation in 

each projection period, the weighted average growth rate is calculated and weighed by the FTE number in each 

service line. 

RCA : Resident Care Aides (RCA) includes positions such as Care Aides under the Community and Facilities 

Agreement, Assistants, Support Care Workers and equivalent positions. 

 

Recruitment Gains: For the purposes of this report recruitment gains represent the number of individuals 

who enter the health care system in an occupational group in a given year. These individuals include new 

graduates, international and interprovincial hires, employees returning from leave and individuals transferring 

into the occupational group. Employees returning from leave consist of previous employees returning to work 

from long term disability, maternity, parental, or educational leaves.  

 

Retirements: Retirement rates were calculated using the same method as terminations. The average 

percentage of employees aged 55 and above who terminated over a five year period, (2005, 2006, 2007, 2008 

and 2009), were calculated and applied to the projected aged population of health care workers in a given 

occupation for each of the years through to 2019.  
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Staffing Surplus or Gap:  The staffing surplus or gap represents the future staffing requirements for health 

care workers. A negative figure (gap) represents a shortage of workers where as a positive figure indicates a 

surplus of workers within the sector. The staffing surplus/gap is cumulative; that is, it factors in previous years' 

staffing surplus/gap. Staffing surplus/gap is calculated by subtracting "Total Employee Losses" and "Total 

Demand" from the summation of "Total Recruitment Gains" and “Carryover Surplus” for each year.  

Supply (Gains - Losses): The supply of health care workers represents the additional number of employees 

(Total Recruitment Gains) minus the total number of employee losses (Employee Losses) in a given year. 

Terminations: Terminations represent individuals who voluntarily or involuntarily terminate their 

employment, go on leave, or transfer into positions in different occupational groups. Reasons for voluntary 

terminations may include retirement or employees leaving the province. Involuntary terminations include 

layoffs and dismissals. Leaves include employees on long term disability, maternity, parental, or educational 

leaves.   

The model used in this report assumes age-specific termination rates. This means that the average percentage 

of employees under the age of 55 who terminated over a five year period, 2004, 2005, 2006, 2007  and 2008 

were calculated and applied to the projected aged population of health care workers in a given occupation for 

each of the years through to 2019. 

Total Demand: Total Demand represents the number of health care workers in each occupational group 

that will be required to meet the demand for health care services in a given year. It is calculated by summing 

the number of vacancies at the beginning of the year and the estimated demand.  

Total Employee Losses:  Total employee losses is defined as the sum of all terminations and retirements 

Total Recruitment Gains:  Total recruitment gains refer to the sum of new hires and, where applicable, the 

ALMD's projection of BC graduates who are expected to work in the public sector.  

Vacancy Rate: The rate is calculated using the vacancies identified by survey respondents divided by the 

number of employees reported in the survey. 

Yearly Gap: The yearly gap represents the number of vacancies that are the result of unmet demand for a 

specific year in question. It is calculated by subtracting the current year's demand for health care workers 

(Demand) from the current year‟s supply of health care workers (Supply). 
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British Columbia Senior s Care   

Human Resources Committee  

Recruitment and Retention Survey  
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PROFILE QUESTIONS 

 

  

1a Name ______________________________________ 

1b Position Title ______________________________________ 

1c Phone Number ______________________________________ 

1d Email ______________________________________ 

1e What is the name of the agency? ______________________________________ 

1f What is the name of the site? ______________________________________ 

2. Where is/ are your workplace(s) 
located?  
Note: More than one option can be 

selected 

 Alberni-Clayoquot 

 Bulkley-Nechako 

 Capital Region/Victoria 

 Cariboo 

 Central Coast 

 Central Kootenay 

 Central Okanagan 

 Columbia-Shuswap 

 Comox Valley 

 Cowichan Valley 

 East Kootenay 

 Fraser Valley 

 Fraser-Fort George 

 Greater Vancouver 

 Kitimat-Stikine 

 Kootenay-Boundary 

 Mount Waddington 

 Nanaimo 

 North Okanagan 

 Northern Rockies 

 Okanagan-Similkameen 

 Peace River 

 Powell River 

 Skeena-Queen  Charlotte 

 Squamish-Lillooet 

 Stikine 

 Strathcona 

 Sunshine Coast 

 Thompson-Nicola 

3a Indicate the number of LPN employees employed in this site. 
NOTE:  Licensed Practical Nurses (LPN) includes positions such as LPN, LPN Supervisors and 

positions requiring completion of program. 
Full Time  

Part Time  

Casual  
 

  

3b Indicate the number of RCA employees employed in this site. 

NOTE:  Resident Care Aides (RCA) includes positions such as Care Aides under the Community and 
Facilities Agreement, Assistants, Support Care Workers and equivalent positions. 

Full Time  

Part Time  

Casual  
 

  

3c Indicate the number of HCA/CHW employees employed in this site. 
NOTE:   Home Care Aides (HCA/CHW) includes positions such as Health Care Workers, Assisted 

Living Workers and positions under the category of Community Health Workers 1 and 2. 
Full Time  

Part Time  

Casual  
 

  

4. What is the total regular paid hours for 2009 in each of the following occupations for your agency?  
1 Full Time Equivalent = 1950 hours Licensed Practical Nurse  

Resident Care Aides  

Home Care Aides  
 

  

 

 

 

5. Please indicate the number of contracted personal services staff provided to your building by 

HEALTH AUTHORITY . (Skip this question if it does not apply).  Full Time  

Part Time  

Casual  
 

  

6. Please indicate the number of contracted personal services staff provided to your building by 
PRIVATE COMPANIES . (Skip this question if it does not apply). Full Time  

Part Time  

Casual  
 

  

7. What are the total approximate hours the private company/companies spend(s) per week in your 

community? 
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Recruitment Questions (1 to 3) 
NOTE: If a question does not apply to you, you may leave that option blank 

 

1. How would you assess the current recruitment situation for LPNs and CHWs?  On a scale of 1 to 4 with 1 being „no problem‟ and 4 being „major 
problem‟, please rate the degree of recruitment problems/challenges in your agency/site. 

 1 2 3 4 

Licensed Practical Nurse Full Time     

Part Time     

Casual     

Community Health Worker  Full Time     

 Part Time     

 Casual     

2. 
How has the recruitment situation changed over the past 2 years? Please select the options that apply. 
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Licensed Practical Nurse Full Time    

Part Time    

Casual    

 Community Health Worker  Full Time    

Part Time    

Casual    

3.  What do you think about the recruitment situation over the next 2 years? Please select the options that apply. 
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M
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Licensed Practical Nurse Full Time    

Part Time    

Casual    

 Community Health Worker  Full Time    

Part Time    

Casual    
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Recruitment Questions (4 to 6) 
NOTE: If a question does not apply to you, you may leave that option blank 
4. What are the reason(s) for your recruitment difficulties? More than one option can be selected. 
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Licensed Practical Nurse Full Time          

Part Time          

Casual          

Community Health Worker  Full Time          

 Part Time          

 Casual          

Specify other reasons, if any:  

5. Which methods do you currently use to recruit candidates? More than one option can be selected. 
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Licensed Practical Nurse Full Time          

 Part Time          

 Casual          

Community Health Worker  Full Time          

 Part Time          

 Casual          

Specify other methods, if any:  

6. Which methods have you found MOST EFFECTIVE for improving the recruitment situation? More than one option can be selected.  
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Licensed Practical Nurse Full Time          

Part Time          

Casual          

Community Health Worker  Full Time          

Part Time          

Casual          

Specify other effective methods, if any:  
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Retention Questions (1 to 3) 
NOTE: If a question does not apply to you, you may leave that option blank 

 

1. How would you assess the current retention situation for LPNs and CHWs?  On a scale of 1 to 4 with 1 being „no problem‟ and 4 being „major 
problem‟, please rate the degree of retention problems/challenges in your agency/site. 

 1 2 3 4 

Licensed Practical Nurse Full Time     

Part Time     

Casual     

Community Health Worker  Full Time     

 Part Time     

 Casual     

2. 
How has the retention situation changed over the past 2 years? Please select the options that apply. 

 

L
e

s
s
 

D
if
fi
c
u

lt
 

A
b

o
u

t 

th
e

 

S
a

m
e

 

M
o

re
 

D
if
fi
c
u

lt
 

Licensed Practical Nurse Full Time    

Part Time    

Casual    

Community Health Worker  Full Time    

Part Time    

Casual    

3.  How do you think that the retention situation will change over the next 2 years? Please select the options that apply. 
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Licensed Practical Nurse Full Time     

Part Time    

Casual    

Community Health Worker  Full Time    

Part Time    

Casual    
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Retention Questions (4 to 6) 
NOTE: If a question does not apply to you, you may leave that option blank 

4. What are the reason(s) for difficulties in retaining staff? More than one option can be selected. 
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Licensed Practical 
Nurse 

Full Time            

Part Time            

Casual            

Resident Care Aide  Full Time            

Part Time            

Casual            

Home Care Aide  Full Time            

Part Time            

Casual            

Specify other reasons, if any:  

5. Which initiatives have you undertaken to improve staff retention? More than one option can be selected. 
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Licensed Practical 
Nurse 

Full Time            

Part Time            

Casual            

Resident Care Aide  Full Time            

Part Time            

Casual            

Home Care Aide  Full Time            

Part Time            

Casual            

Specify other initiatives, if any:  

6. Which initiative(s) have you found MOST EFFECTIVE for improving the retention situation? More than one option can be selected. 
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Licensed Practical 

Nurse 
Full Time           

Part Time           

Casual           

Resident Care Aide Full Time           

Part Time           

Casual           

Home Care Aide Full Time           

Part Time           

Casual           

Specify other effective initiative, if any:  
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Vacancy Question 

NOTE: If a question does not apply to you, you may leave that option blank 

Write the number of vacancies for LPN and CHW depending on the length of their vacancies. 

Licensed Practical Nurse 

Full Time 

Less than 1 month 1 to 3 months 3 or more months 

   

Part Time    

Community Health Worker  Casual    

Full Time    

Part Time    

Casual    

Other Questions 
NOTE: Enter “0” if none. Enter “NA” if data are not available. 

1. For each occupation, please enter the number of employees that left the organization for each reason for the most recent 12-month reporting period?  

 

 

Resigned/

Quit  

(exclude 

retirements
) 

Displaced

/ Layoffs*  

 

Dismi

ssal - 

Not 

Avail

able 

for 

Shift*
* 

Dismissal 

- Other 

Cause 

Retired  Other 

Termination  

 Relevant Record of 
Employment Code 

E A 
 M G 

 

Licensed Practical Nurse Full Time       

Part Time       

Casual       

Community Health 
Worker 

Full Time       

Part Time       

Casual       

*Includes layoffs, discharges and terminations of permanent, short-term, or seasonal employees 

**Reason applies for Casuals only. 

2. Do you expect more/same/less changes in staff terminations?                More Changes  Same  Less Changes 

IF LESS OR MORE CHANGE IS EXPECTED, Please specify the 

reason:____________________________________________________ 

3. Please enter the new hires for each occupation for the most recent 12-month reporting period. A hire is any addition to your payroll, and may be: a new hire or a 
previously separated rehire; permanent, short-term, or seasonal, OR; a recall from layoff 

 New Hires  

Licensed Practical Nurse Full Time  

Part Time  

Casual  

Community Health Worker  Full Time  

Part Time  

Casual  

4. Do you expect more/same/less changes in staff hires?                                           More Changes  Same  Less Changes 

IF LESS OR MORE CHANGE IS EXPECTED, Please specify the reason:____________________________________________________ 
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Graphs and Tables for LPNs  

in Home Support Agencies  
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Full-

Time  4.6% 0.0% 0.0% 
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Total  3.6% 0.7% 0.0% 

Number of LPN Vacancies by Duration  LPN Vacancy Rate by Job Status and Vacancy Duration  

 

Reasons for Leaving (LPN)  

Number of New Hires (LPN)  



 

E & OE  Page 49 of 49 

 

 

 

 

 

 

 

 

 

 

 

 

 

If you have any questions or comments regarding this publication, please contact HEABCõs Research & Knowledge 

Management Department at: 

 

Phone: 604-736-5909 

Email: knowledge@heabc.bc.ca  
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