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Turnover in 2025 was notably lower at (0)
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Note: Turnover data was not collected in 2018 or 2024.
2020 turnover is a conservative estimate since it excluded employees who were temporarily laid off due to COVID-19.
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Turnover was highest in the
Northwest and South
regions at 27%.
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of new senior leaders over the past two years
(managers / directors / ED or CEO)
have come from within the CDS sector.

As leaders have been retiring
or leaving the CDS sector,
ACDS has heard from
member organizations that
the process of succession
planning and hiring for
senior leadership roles has
been evolving.

Other, 7% Source of New Leaders
For-profit / te, 4% in the CDS Sector
or-profit / corporate, 4% 2024.2005
Non-profit: other, 3%
Non-profit:
other social services, 6%
~ " 0 Promoted .
Non-profit: health care, 3% fromwithin 40% of turnover in
. the senior leaders was due to
Elsewhere in organization retirement, compared to
the disability 60% ’ P

sector
17%

only 3% across all
positions.
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% Turnover by Reason
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Some employees stepping 68%
(9

into leadership roles in the sector

38%

Retirements

face industry-specific knowledge 40% Retirements
gaps as well as broader leadership 3%
skill needs.

The most-reported knowledge gaps among
new leaders included:
“Our leadership is challenged with

balancing all the demands of
providing service

o PDD contracts and reporting requirements

e complex needs supports

o general leadership and people management
e mentorship and employee development

e sector history and philosophy

e succession planning

with all the support needs to
manage their employees.”
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The average hourly wage across The average hourly wage for
the entire CDS sector
was was
$23.29
in 2025
41.1-
compared to compared to
$23.03 $21.77
in 2023 in 2023

RxY) of all
= Y0 have an hourly wage

$25.37 $2576
$2247 $22.31
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‘ Overall hourly wage
across the entire CDS sector

Frontline hourly wage

$25.11
$23.29

Wages remain the greatest workforce-related concern in the CDS sector,

reported by 60% of organizations as their top issue.

Wages » D
Finding qualified new hires: frontline workers 8 14 1
Burnout and staff morale 7
6
6 4
4
4

Training costs

Absenteeism

Finding qualified new hires: mid-management and leadership

W

3
Staffing issues caused by individuals leaving services (service vacancies) 3
3

Succession planning -

Values and knowledge of disability rights among the workforce
3

Highest concern
‘ Second-highest concern
‘ Third-highest concern

Staff vacancies / unfilled positions -

Staff safety .
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Average
Hourly Wage
CDSW $20.67
n=6,310
n=1,422

CSN-1and CSN-2 $24.69
n=932

n=49

Team Leader $28.91
n=667

n=107

Coordinator $34.93

=260

n=185

ED/CEO $61.67 .'
n=53 _ emam ——ad ..-

n=262

Other Positions $26.12
n=57

Note: Wages were recorded in $2.50 increments up to $50.00 per hour, and in $10.00 increments from $50.00 to
$90.00 per hour. These columns are highlighted in yellow to prevent misleading comparisons across differing
interval sizes.

“Many workforce challenges in the disability services sector are closely linked with wages.

Low compensation limits the ability to attract and retain qualified and experienced workers, as many
leave for better-paying opportunities in other sectors. This ongoing turnover results in chronic
short-staffing, increased workloads for remaining staff, excessive absenteeism, and higher levels of
burnout/medical leaves, which further affects retention and service stability.

Addressing wages is essential to breaking this cycle, supporting retention, and ensuring consistent,
high-quality care for the people who rely on disability services.”

ACDS members can access the full report at acds.ca


https://acds.ca/workforce/annual-workforce-survey/
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