
Economic Trends Event Provides a First Look at 2023
Looking ahead to the possibilities of 2023, the San Diego Business Journal brought together a panel of 

experts for its Economic Trends event on the morning of Jan. 31. Deloitte hosted the crowd at its stylish 
new offices at One Paseo. Prior to the event, business leaders participated in a lively exchange, some step-
ping outside to enjoy coffee in the morning sun on Deloitte’s patio. Pastries, fruit and more hearty break-
fast fare were on the menu.

San Diego's community of business takes in the panel discussion at Economic Trends 2023, held Jan. 31 at Deloitte's 
One Paseo office.

Steve Mcclelland (left), Kerry Forde and Danette 
Roberts of Kaiser Permanente

Biocom VP of Corporate 
Communications Julie Ames

Kelly Nichols (left), Greg Pieratt from Lee & 
Associates, and Leandra Boysen from Biocom

Anique Mautner, Mautner Communications (left) 
and Susan Kuruvilla, REF San Diego

Biocom VP of Strategic Operations and San Diego Head Miguel Motta(left) and C3 Risk & Insurance 
Services Partner Tracey Best

Kaiser Permanente Senior Account Manager Edward Deloza (center) chats with guests at 
Economic Trends 2023.

Mia Ferguson (left) and Ashley White from 
C3 Risk & Insurance Services

Julie Moran (Deloitte) and Aaron Ryan 
(JPMorgan Chase & Co.)A packed lobby at Deloitte's One Paseo office for economic Trends 2023

San Diego Regional Economic Development Corporation CEO Mark Cafferty
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Drew Marshall (Robert Half Recruiters), Deana 
Carter (Carter financial) and John Asdell 
(Robert Half Recruiters)

Megan Ahn, Accountants Direct (left) and Julia 
Brown, Forestview Advisors

Bambos Charalambous (left) and Carrie 
Vilaplana, J.P. Morgan Private Bank

Michael Valentini, J.P. Morgan Private Bank 
(left) and Steve Mcclelland, Kaiser Permanente

Miguel Motta (right) chats with Biocom executive Julie Ames

Jamie Reid of C3 Risk & Insurance Services enjoys a conversation with guests at Economic Trends.

Guests mingle while taking their seats for economic Trends 2023

Guests mingling at Economic Trends 2023 held at the Deloitte office at One Paseo
Children's Paradise Preschool & Infant Centers founder and CEO Juie Lowen (left) and Kaiser 
Permanente Chief Operating Officer Kerry Forde

Deloitte San Diego Managing Director Juli Moran (center right) sharing an insight at Economic Trends 2023 as 
fellow panelists Tracey Best, Miguel Motta, James Glassman and Mark Cafferty look on.

Greg Pieratt, Lee & Associates
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Slow, Steady Growth May Be in the Cards
ECONOMY: Inflationary Era of 2023 Is Not a Repeat of the 1970s 

James E. Glassman is a managing director with JPMorgan 
Chase & Co. and is the head economist for the Commercial Bank. 
He works closely with the firm’s chief investment officer, commer-
cial banking, investment banking and government relations groups. 
He publishes independent research on the principal forces shaping 
the economy and financial markets.

From 1979 through 1988, he served in a number of areas in 
the Research and Statistics and Monetary Affairs divisions at the 
Federal Reserve Board in Washington D.C. He joined JPMor-
gan Chase & Co. in 1988.

Glassman earned a bachelor’s degree from the University of 
Illinois, Champaign-Urbana. Subsequently, he was awarded a 
Ph.D. in economics from Northwestern University.

Glassman made his remarks one day before the Federal Re-
serve raised interest rates one-quarter point.

Moderator Mark Cafferty asked Glassman to give the audi-
ence a look at the economy from a national perspective, so that 
the speakers who followed could give a local perspective.

Here are some excerpts from his remarks:
Last night I was listening to a discussion by Kai Ryssdal on 

NPR. He said, look, all these economists are telling us there’s 
going to be a recession this year. He was trying to understand 
how is it that we all come to this idea? It’s not my forecast, but 
how do we come here? And the gist of the whole conversation 
was it’s half art and half science. 

And my reaction is, it’s neither. 
It’s all about emotion. It’s not art, and it’s not science.

An Unprecedented Time
And in particular, as you walk in the doors in the front, you’ll 

see one of Deloitte’s books on the coffee table: “Past is Prologue” 
from Shakespeare’s “Tempest.” That’s the problem we’re all 
having. For the last three years, we’ve lived with a set of events 
that we’ve never seen before.

There is no history book that has anything like this, where 
you have a pandemic that’s global, you have lockdowns that 
shut the economy down for two months, and then two years 
later you’re back on your feet. And then in the process, all of 
a sudden you have this flare-up of inflation, which makes the 
Fed think it needs to do something. … Some people say, oh 
look, 1970s, we had supply shocks, we had the Clean Air Act. 
That was nothing like this. What happened in the 1970s looks 
like nothing that we know today. And the problem is if we 
have no history, models need a history to be able to figure out 
what’s going on.

And so you have to use common sense. And I feel like in my 
community, this is what’s missing.

I think the only good thing about getting older, if you ask me, 
is that you’ve had more time to make mistakes. And it tends to 
make you humble about what we don’t know. And I’ve never 
seen a moment like this. When I hear people talking—“well, 
this is usually what happens” or “this is what my models say”—
my reaction is just close your ears, because that history cannot 
help you figure out what’s going on right now.

And here’s the problem: a lot of people think whenever you 
have an inflation problem, that means the Fed has got to be 
raising interest rates, and the Fed is going to keep going until 
they break the economy. 

And that’s why people are worried about and talking about 
recession. Because they think the Fed, if they kept raising rates, 
could eventually bring us in a recession. I don’t think that’s go-
ing to happen for two reasons. Number one, the nature of the 
inflation problems that we’re dealing with is completely differ-
ent than anything. They’re not in my textbook. We’re sort of 
programmed as economists to think that if there’s an inflation 
problem, it must be because the economy’s overheated. That 
means the Fed’s going to raise interest rates. That’s the only 
way you can manage it. But inflation can also be the result of 
supply side dislocations, the war in Ukraine. 

The debate going on in my community is: is this about the 
supply side or is it about the demand side? If it’s about the 
supply side, you have a flare-up of dislocations and then it set-
tles down on its own. The Fed has no tool to fix a supply side 
problem. If it’s a demand side problem, you would expect the 
inflation pressures are going to remain until the Fed gets rates 
high enough, they slow the economy down, unemployment 
goes up, unfortunately, and that’s what gets things under control.

So here’s the thing: the Fed has been struggling to try to un-
derstand the character of this thing. Inflation flared up a year 
ago, which was when we really began to get a sense of it. If you 
look at the numbers now, it’s over. Inflation is gone. That doesn’t 
mean the cost is gone. The rate of change of inflation has gone.

If you look at the way we all tend to look at it, look at the 
price measures over the last six months. Inflation’s settled down 
starting sometime late last summer. And right now, in the last six 
months, inflation’s been running about 2% – close to the Fed’s 
long-run target. This is the reason why the market smells a dif-
ferent story in the days ahead than what the Fed has in mind. 
It’s the reason why the Fed is turning more cautious. They may 
raise rates another quarter point tomorrow [Feb. 1], but they’re 
getting close to getting to the sidelines [he waves his hand] and 
just wait and watch. The data that we’re watching tells you that 
what we’ve been living with, this flare-up in price pressures, 80% 
of it was caused by energy, Ukraine, food, the grocery store and 
new and used cars. The new and used car problem is related 
to [the fact that] we can’t get our hands on the microprocessor 
chips in Taiwan. And the problem has gotten worse because of 
China’s zero COVID policy, which now is behind us.

A Tight Labor Market
 So if you listen to Lael Brainard, vice chair at the Fed, she 

will say normally when you’re not sure what’s going on, there’s 
a flare-up that you think might be supply side, we will look 
through it. And they’re beginning to believe that, OK, we had 
this flare-up in inflation, now it’s settling down. Now the worry 
is, but wait a minute, the labor market is extremely tight. And 
the worry at the Fed always is that what might look transitory 
today morphs into something more sustained because it gets 
into the wage-price measures. And this is a legitimate worry, 
but it comes from an idea that was born decades ago. And I’ve 
got to tell you when I hear this story about the labor market 
is the potential source of inflation, I find it a little embarrass-
ing because this is what we learned in school. Here’s the thing 
you have to know.

 If you think about the labor market, unemployment is 3½%, 
the lowest in 50 years. Businesses can’t fill 10½ million jobs they 
have; they can’t find people for [them]. Everywhere you look, 
you see Help Wanted signs and you’re seeing wages pick up. … 
Doesn’t that feel like there’s some kind of underlying momen-
tum going on, and this could become inflationary? The reason 
you know it’s not, is if you look who’s getting the income that’s 
generated in the economy, where’s that income going? If all of 
these things we’re telling you that workers now have more bar-
gaining power because there are fewer of them for these jobs, 
and you are seeing things going up, if workers had more bar-
gaining power, you would be seeing the worker economy, the 
labor economy would be getting a bigger share of income. And 
when you look at the share of income that goes to labor com-
pensation, it’s lower today than it was before the pandemic. 
And that tells me that this focus that all of us economists have 
on the dangers that could be related to the job market really is 
misplaced. It comes from a story that we knew long ago. And 
I think what we’re going to find out is that with inflation now 
settling down, wage trends are going to be settling down. All 
that’s happening is workers have been trying to keep up with 
price increases. So I think for those two reasons—because the 
evidence tells you that the flare-up of prices is passing, and I 

think we’re going to find out that the dangers from a solid labor 
market are not going to be as inflationary as the Fed thinks—
they’re going to start to slow down and take a look.

And I think the market’s already beginning to sense that the 
Fed might be backing off. And if that happens, I think these 
worries about recession will slowly recede. And you’re starting 
to see a little bit of that. What you need to know though is our 
economy is not growing at the pace that it used to grow because 
of our demographics. So if our natural growth rate is only 1½ 
to 2%, from time to time, it’s going to feel like, oh, this could be 
recessionary. That’s a very slow pace. But the truth is, we’re in 
really good shape. The labor market’s in really good shape, and 
I really don’t think the Fed has gone so far to break the econ-
omy. And frankly, all the evidence we have so far in the labor 
market is pretty impressive. Despite all the layoff announce-
ments you hear, you’re not seeing much of this showing up in 
the labor market trends. So keep your fingers crossed. I really 
think the year is going to be OK. 

At the end of the program, following a discussion of childcare, 
moderator Mark Cafferty asked each panelist for a final thought. 
Glassman said this: 

The elephant in the room of all of these discussions about 
workforce issues … [and] the childcare issue? The elephant in 
the room is all about our demographics. So just to give you a 
number, until 15 years ago, 2008, if you look at the population 
in our country that’s working age, call it 16 to 70 years of age, 
was growing about 200,000 a month. And that’s what we’ve 
known for a long time. That’s why we all thought you need to 
have job growth at 200,000 a month in order to keep everybody 
employed. Now, over the last 15 years, that has slowed down 
dramatically. And you know what it is right now? That popu-
lation 16 to 70 is growing 25,000 a month.

The biggest change is happening—and the school system 
knows about this—the biggest change is the 20 to 30 year olds. 
Until about five years ago, that population was growing about 
50,000 a month. Now it’s declining 50,000 a month. So when you 
see Help Wanted signs? That’s part of the story. I never thought 
as an economist [that] I would have to think about demograph-
ics, because we always found that if we have the jobs, the world 
comes here. But we’re not getting that. And this is why we all 
know that the answer to this problem is immigration reform. 
We’re not going to get it, because it’s politically very difficult to 
figure out how to get over the hurdle. And that’s why the only 
real answer aside from innovation and moving jobs offshore, is 
to give our own population better choices, better options. And 
that’s why this childcare issue is really a big part of that story. 

An Optimistic Outlook
I would just say there’s always something to worry about. 

… [However,]I really think something remarkable is going on. 
We are the luckiest generation. There’s no generation earlier 
than our generation that has enjoyed the kind of economic 
prosperity that we have. Not everybody, but on average. And 
I think there’s a reason for that. We’ve had a relatively stable 
geopolitical environment. We’ve done some major transforma-
tion of our economy, which works better. There’s all kinds of 
innovation going on. And I think this story is reflected in the 
equity market. This is why the equity market today is valued 
relative to the size of our economy, far beyond anything that 
I ever learned in school made sense, even though we’re down 
15% from the peak of last year. And I think all these things that 
make us realize there’s something important happening, are 
kind of echoed in that. And I don’t think there’s any reason to 
believe that this isn’t going to go on quite a long time because 
we’re in the early days. It’s not just about us so much anymore. 
It’s about the rest of the world around us has realized that if you 
connect to the developed economies, there’s a lot you can do to 
raise living standards. … You would think if our population is 
slowing down, the demand for things made in America would 
be slowing down. It is not, because what we make in America, 
the world wants also. Same for Europe and Japan and Korea.

So I really think that if you could just look beyond the con-
versation of the day, we’ve learned a lot about our economy 
and all the good things that have been going on—the global-
ization trends that have been driving a lot of this—did not 
end with the COVID crisis. All that’s happened is we’re sort of 
restarting. The innovation that’s coming from this is going to 
be pretty impressive. And I really think we’ve got a lot to look 
forward to in the coming decades. �
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Cautious Optimism About the San Diego Economy
CONSULTING: Innovation, Investors, Federal Dollars Contribute to Ecosystem; Manufacturing Growth Seen

Juli Moran serves as the Deloitte San Diego office 
managing partner, leading the cross-functional practices 
of over 960 professionals across Consulting, Tax, Audit 
and Risk & Financial Advisory. She has more than 34 
years of experience in the Life Sciences industry. She 
has worked with payers, pharmaceutical and biotechnol-
ogy manufacturers, clinical research organizations, and 
medical device manufacturers. As a lead client service 
partner, she is responsible for the overall relationship 
for a select number of Deloitte’s strategic Life Science 
clients in the west region. 

An Innovation Ecosystem
I spend all my time helping clients in the life sci-

ences sector. So I’ll start out with some observations 
there. ... Our leadership just came back from World 
Economic Forum, and I think their readout from 
that was that things are cautiously very optimistic, 
even on a global scale.

When we think about San Diego and the life sci-
ences sector being so important to it, we top over 
70,000 jobs in the life sciences sector in San Diego 
alone, and those tend to be higher paying jobs on 
average. I also really attribute that to this is an inno-
vation ecosystem – much like what you see in Shang-
hai, Beijing, Boston is a great example here, the Bay 
Area, Tel Aviv – where we’ve got a business com-
munity, we’ve got serial entrepreneurs, we’ve got in-
vestors that don’t want to leave this community and 
want to put their money back into this community.

And then we have this incredible base of  talent. 
We graduate over 7,000 STEM professionals a year 
from all the universities and research institutes here 
in San Diego, and that’s phenomenal. So when we 
think about the talent base here, I think that’s one 
thing that’s really fueling this innovation. If  we look 
at med-tech alone, just if  we looked at devices and 
diagnostics and technology, they’ve experienced 
double digit growth … in employment headcount 
and in revenue. So I think that is somewhat unique 
that it’s not the same nationally necessarily with life 
sciences. So we are outpacing the life sciences sec-
tor here in California and specifically in San Diego 
from that aspect.

Supply Chain Shifts
The other really interesting thing that we’ve seen 

over the last two or three years is I wouldn’t have 
thought that people want to keep operations jobs 
here in California, but the pandemic was actually a 
little bit of  a great pilot/proof  of  concept that, you 
know what? Maybe we need a more resilient supply 
chain and operations network globally, and we need 
to figure out how to get more throughput through 
our own infrastructure and also have a more agile 

supply chain and rely on different suppliers.
I’ve talked to a lot of  companies just even out-

side of  life sciences, and we think of  some of  our 
consumer products companies who had a suppli-
er that they thought was a tier one quality suppli-
er, and that supplier could actually repurpose and 
start to support the automotive industry or health-
care or a med device or life sciences company. And 
so here, this consumer product company was left 
holding the bag with a supplier walking away from 
a contract. And so now they’re on a tier two or [tier] 
three supplier that isn’t meeting their quality expec-
tations. What that’s done is meant, you know what? 
We need to build this in here. And we’ve seen man-
ufacturing jobs get expanded actually in the coun-
ty of  San Diego. So I think that, in some ways, is 
a bit of  a positive, where there’s a different mix of 
the employment here.

I think the virtual aspect too has been interesting 
from an executive recruitment [standpoint]. Some of 
my clients have always struggled with how do we re-
cruit a very high caliber C-suite level executive when 
I don’t have an enormous base of  Fortune 500 com-
panies here. If  they have a trailing spouse with a suc-
cessful career, that spouse is like, “What am I going 
to do in San Diego? I’m not a surf  instructor.” They 
don’t see this as a business community. I know Mark’s 
group [the San Diego Regional Economic Develop-
ment Corporation] is spending a lot of  time working 
on this. But we are in the second largest city in Cali-
fornia with a vibrant community of  innovation. We 
have consumer products companies now that didn’t 
exist just a few years ago before the pandemic, and 
they’ve been wildly successful: Manscaped, Chosen 
Foods. There’s an incredible base of  startups even 
outside of  life sciences that have been incredibly suc-
cessful in a very tough situation.

Reasons for Optimism
So we’re really optimistic. I think it’s been in-

teresting watching the global economy and how in 
some ways it’s kind of  stressed some of  the things 
and made us get to be more efficient. We are seeing 
our clients reinvest in a lot of  automation, reinvest 
in infrastructure that was probably outdated. My 
clients especially have the margin that is a great, 
wonderful blessing, but it’s also a curse because it 
allows you to operate very inefficiently. And so they 
have had to go and really think about how do I au-
tomate and how do I reinvest in my infrastructure 
so that I can support the growth that we need? So if  
I need to scale, I need to scale more efficiently. I’ve 
got to bring SG&A down, I’ve got to bring cost of 
goods sold down. So we’re really seeing folks con-
tinue to spend at a corporate level on infrastructure 
and modernizing and digitizing their infrastructure.

Consumers’ spend you mentioned too. I think 
that’s where our consumer tracker has really shown 
that there’s a trend nationally that things are posi-
tive. I think one thing that’s interesting about San 
Diego, if  we think about inflation, if  we took out 
food and we took out shelter, inflation would ac-
tually be very low. I mean, almost nonexistent in 
San Diego. So we have a couple of  those subsec-
tors that really drive things that are sort of  unique 
to San Diego. And I think that’s going to be inter-
esting to watch in terms of  what happens with the 
shelter and food. …

We are cautiously optimistic. I do think that some 
of  our economists think that there’s a little bit, de-
spite what the high tech industry has done in terms 
of  these really massive layoffs, they may be overcor-
recting a bit more than they need to be, but there 
also is a little bit of  employment hoarding. And I 
think that you definitely see that here because we 
need this talent to continue to foster innovation with 
these companies here in San Diego. 

Rethinking Remote Work
Moderator Mark Cafferty asked Moran about em-

ployee recruitment and retention, as well as how compa-
nies are engaging with workers and office life in general. 
Here is what Moran had to say:

I mentioned how hard it was in some cases to recruit 
people to San Diego at an executive level. And I think 
the pandemic has actually shown that I don’t need to 
have somebody move from New Jersey or Boston to 
San Diego and add that executive onto a team. I can 
do it and have them continue to reside somewhere else. 
So that’s been a huge benefit that I think now people 
are thinking differently. I actually personally had two 
projects that we were doing for two pretty large life 
sciences clients here at the end of  2019, because they 
were out of  real estate space. And what they wanted 
to do was take 40% as a target of  all of  their roles or 
jobs and say, this is theoretically remote or hoteling, 
and you don’t need to come into an office and sit in 
a desk every day.

And in one case it was a battle, and they ended up 
with maybe like 18 or 20% of  the roles. They compro-
mised. Ironically, we had a perfect pilot that started in 
March of  2020 that we actually didn’t need to bring 
everybody to the office every day. And we didn’t lose 
productivity. And in many cases we probably increased 
productivity. So I think this [concept of] being together 
when it matters, being together when there’s an impact 
that we absolutely get value out of  is what people are 
thinking. If  it’s bring the team in every Tuesday-Thurs-
day, if  it’s during a certain phase of  a transformation 
project that the company has going on, there’s design 
sessions, there’s testing, there’s strategy sessions. There’s 
certain things that make sense for you to be in person. 
But there’s certain times where we don’t need everybody 
to physically be there. So I think it’s enabled people to 
live within their real estate constraints and footprint, 
which was actually kind of  a bit of  a problem here in 
San Diego. And it’s actually allowed them to grow and 
add headcount without increasing cost too.

Federal Dollars in Defense and Research
At the end of  the program, moderator Mark Caf-

ferty asked each panelist for a final thought. Moran 
said this: 

One sector we didn’t really talk about is the defense 
sector. And I’ve learned a lot from my colleague Dix-
on Smith about what that means to San Diego. So I 
think that’s a big positive. Every time the Navy adds 
a single ship here, it’s thousands of  civilian jobs. It’s 
also a crucial part of  our national security. And so 
what they are doing in investing here is an incredible 
positive impact on our economy.

The other side with healthcare, the administration 
has had a stated objective that they want to increase 
[U.S.] competitiveness globally. The amount of  re-
search grants that have come to San Diego in 2021, 
I think the number was about a $1 billion from NIH 
and almost $70-some million from NSF. That’s in-
credible. The spend out of  UCSD is now larger than 
Harvard, Stanford or UCLA. So the optimism there 
in terms of  product innovation—two years, five years, 
10 years from now—is incredible because of  this in-
vestment here and the innovation.

But the flip side of  that is what Kerry [Forde of 
Kaiser Permanente] talked about. We have a health-
care provider employment crisis. The resources? I 
can’t do a heart valve replacement if  I don’t have the 
cath lab clinicians to be able to execute on that pro-
cedure. I can’t do spinal surgery or knee replacement. 
So we really do have a labor crisis that is actually a 
negative to some of  our product companies that are 
here in San Diego that is really hindering their return. 
We’ve got a positive in terms of  diagnostics, person-
alized healthcare, and shifting that spend to preven-
tion just with the companies. But then we’ve got the 
other side of  it. So it’s a positive/negative, I think. �
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"I see a continuous positive trend in life 
sciences in the metrics that I just mentioned. 

Job creation, investment in the region, 
number of patents created. I don’t see a 

reason why that’s going to change."

"So despite the uncertainty for 2023 
or the next 12-24 months, I want you 
to remember the fundamentals in life 

sciences have not changed. I don’t know 
if the current uncertainty is going to 

last six months, 12 or 18, but I think it’s 
a growing and thriving industry."

"The average wage in life sciences in San 
Diego was close to $150,000 per year – $149 

and change. So it just puts in perspective 
the type of professional that we actually 
engage in San Diego, in the community."

The Basics Can Carry San Diego Through Lean Times
BIOTECH: Life Science ‘Ecosystem’ Is Resilient; Collaboration Is Unmatched

Miguel Motta is the vice president of  strategic op-
erations and San Diego head for Biocom California. 
He is an international business professional with more 
than 20 years of  experience in the life science industry. 
Prior to Biocom California, he served as president and 
CEO of  IRP Health. He has held executive positions 
in Fortune 500 companies, including Monsanto, now 
Bayer Crop Sciences. Motta has been chairman, pres-
ident, chief  executive officer, chief  financial officer or 
chief  operating officer of  growth-stage, venture capi-
tal backed companies. He has extensive experience in 
strategy, launching novel products in developed and 
emerging markets, mergers and acquisitions and capi-
tal formation. He brings a true global perspective hav-
ing led global organizations in Switzerland, Spain, the 
Netherlands, France, Japan, Mexico and the United 
States. Motta received his MBA with honors from the 
Rotterdam School of  Management in the Netherlands 
and his B.S. with honors from the Monterrey Institute 
of  Technology and Higher Education.

Mark Cafferty gave Motta this introduction:
“During the pandemic, it felt very heavily like we 

were the epicenter in the nation—or one of  the epicen-
ters in the nation—of  the efforts to really get us to a 
place where we had treatment for COVID or we had in 
the early stages any number of  the technologies or the 
scientific breakthroughs that we needed to make sure 
that we as a nation could survive and thrive, as could 
folks around the world. For those of  you who know the 
industry well, a record amount of  investment poured 
into San Diego at that time.

“So now we are slowly coming out of  that. I will nev-
er say we’re beyond the pandemic because we’re still 
living through it and still living with it. But for the 
industry, Miguel, [what are your] thoughts on what 
it feels like locally for the companies? I know you all 
have been recently to the big conference up in San Fran-
cisco where folks come together and really talk about 
trends in the future, but we’d just love to turn it over so 
that you can share with folks what Biocom is seeing.”

Motta responded:
It is difficult to follow James [from] JP Morgan 

and Julie [from] Deloitte. I mean, having a crystal 
ball, they have all the data, so it’s hard to follow 
them, right? So let me bring a different perspective 
here, and I’m going to be focusing on life sciences 
in particular.

It is hard for me to think about 2023 as a trend. I 
want to take a step back and say, can we take a look 
at the last 20 years and the things that we have ex-
perienced in San Diego life sciences? We have de-
veloped an index that is comprised of  a number of 
components from investment in the region, grants 
from the federal government, jobs created, number 
of  patents. And if  you were to look at the trend of 
the last 20 years, it is an amazing positive trend. Let 
me start with that.

An Unchanging Trend
When I think about trends—and I’m going to go 

back and touch on 2023 in a second—and I think 
about the long term trend, I personally don’t see that 
changing. I see a continuous positive trend in life sci-
ences in the metrics that I just mentioned. Job creation, 
investment in the region, number of  patents created. I 
don’t see a reason why that’s going to change. 

And let me give you some light on why I think that’s 
going to be the case. I go back to what I call the fun-
damentals of  the industry. The same way that we think 
about the economy …, I can think of  exactly the same 
way on life sciences. We have an amazing ecosystem 
that is comprised by academic institutions, research 
organizations, entrepreneurs, talent, investment com-
ing into the region. I can mention a couple of  data 
here. Most recently we have 2021 data: $1 billion in 
San Diego from the National Institutes of  Health, $5 
billion from venture capital. We have, again, talent. So 
the ecosystem that we have in San Diego is compara-
ble to any in the world. Number one. 

Number two, no matter where you go, the Bay Area, 
Boston, internationally, they all always say that they 
may have an ecosystem. But the amount of  collabo-
ration, integration, ability to help each other and how 
entrepreneurial we are, it’s amazing. We are the envy 
of  the world. So if  the fundamentals are there, why 
would the trend change?

Now we can go back to 2023 and say, Hey, Miguel, 
do you have a crystal ball on what’s going to happen 
over the next 12 to 24 months? 

I don’t. I really don’t. 
But if  I were to share some perspectives and 

thoughts, these would be mine.

Life Science, in a Word, Is Resilient
One, I think the life sciences industries compared to 

other industries is more resilient, and the reason for that 
[comes down to] a number of  factors. I mentioned a 
couple here. Many investors in other verticals or in oth-
er industries are used to expect returns pretty quickly. If  
you think about technology, you’re supposed to devel-
op a product in six to 12 months, test the market in the 
next 12 months, bring revenue in the second or third year. 
When you think about life sciences, the investors that are 
sophisticated and familiar with the industry, they know 
that developing [a product]—not only the doing the re-
search, development, going through regulatory, commer-
cializing—takes many years. And while that sometimes 
in a normal year may be, I’m going to call it an issue, for 
the industry, in moments like this, it provides some per-
spective that the investment is a long-term investment 
with a long-term horizon. And I think that makes the 
industry more resilient compared to others. 

So I told you about the trend the last 20 years. I 
mentioned I don’t see that changing over the long term. 
The next 12-24 months? We’ll see, but I think we can 

be more resilient. And I mentioned the reasons on 
the why, kind of  the fundamentals and the ecosystem.

At this point, Cafferty asked both Motta and Deloitte’s 
Juli Moran about hiring, retaining and engaging with the 
workforce. Moran discussed how executives were “think-
ing differently” about the value of  employees working or 
away from the office, and what that does to productivity.

Motta said this:
So when you need to go to the lab and run an ex-

periment, you’re going to go to the lab, right? So I 
think different industries find different situations as 
we go through this.

A couple of  data points here: the first one, this is data 
from 2021. The average wage in life sciences in San Di-
ego was close to $150,000 per year – $149 and change. 
So it just puts in perspective the type of  professional 
that we actually engage in San Diego, in the communi-
ty. And just to put it in [perspective] compared to the 
California average in life sciences, in California will be 
a little bit less than $100,000. So a significant higher 
wage in San Diego for the reasons that I think I men-
tioned: highly specialized research and experts here.

Workforce Expectations
So if  I think about these two circumstances, you have 

got to be at the lab, that’s going to continue to be the 
case. And I think companies are finding ways in which 
they can continue attracting those individuals because 
that’s the reality of the industry. But on the other hand, 
you have a number of professionals, including ourselves 
at Biocom, in which part of  attracting talent is what 
are we doing to better understand what matters to the 
workforce? Is it flexibility? Is it a sense of belonging? Is 
it purpose? Which by the way, I think the industry in 
life sciences has a significant, I’m going to call it advan-
tage. It is easy to relate on your impact. But there are a 
number of criteria that these days go beyond compen-
sation. Because if  you only try to attract employees on 
compensation, it’s going to be a never ending story. I can 
attract you for more and the next company is going to 
be doing the same. So what are we doing to differentiate 
ourselves? I think it’s going to be critical, and I see that 
happening in the industry. 

Asked for some final thoughts at the end of the program, 
Motta had this to say:

A couple of thoughts here. So despite the uncertainty 
for 2023 or the next 12-24 months, I want you to remem-
ber the fundamentals in life sciences have not changed. I 
don’t know if  the current uncertainty is going to last six 
months, 12 or 18, but I think it’s a growing and thriving 
industry. That’s number one. Number two, when I talk 
to companies in life sciences and they ask me, Yeah, but 
we don’t know what’s going to happen over the next one 
year or two years, what would you recommend? I just 
shared with you what I hear from them. Go back and 
focus on the basics. If  you really focus on your research 
pipeline, if  you are making sure that you’re addressing 
an unmet medical need, if  you have or you’re building a 
strong management team, if  your intellectual property 
is in place, you’re going to do fine. Capital is there. It is 
true that sometimes, when these moments are happen-
ing, investors are more cautious. But if  you have the ba-
sics in place, capital will be there. And if  you navigate 
this current situation, if  you weather the storm, for lack 
of a better term, you’re going to come out stronger. �
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See the Employee Experience Through an Employee’s Eyes
COMPANY CULTURE: Workforce Sentiment Makes a Difference; Pay Attention to Your Internet Profiles

Tracey Best is employee benefits division leader and 
partner with C3 Risk & Insurance Services. She start-
ed her career in employee benefits more than 20 years 
ago and still loves what she does. Her core passion in 
working with clients continues as she finds getting to 
the heart of  what clients truly want and need, bringing 
meaningful solutions that help their business and their 
employees very fulfilling. She is a member of  SHRM, 
NAHU, Assurex Global and CIAB and believes in be-
ing a lifetime student. Her background is working with 
mid-market to large companies locally and national-
ly. Though she is a native New Yorker, she has lived 
in San Diego for over 25 years with her husband and 
two grown daughters. 

Moderator Mark Cafferty kicked off  a discussion 
on employee benefits and company culture by asking 
Best to share what she is seeing in the insurance indus-
try. He also asked her to speak about how companies 
are “going the distance to find workers, keep workers, 
and make the workplace that they have a place that 
people want to be part of  — and want to continue to 
be part of.”

Best had this to say:
Talent is the number one conversation we are hav-

ing and have had for the past year or two—and we 
will continue to have as we all move forward.

What we’re seeing is remote work is here to stay 
to some degree for every industry and every compa-
ny. So how we adapted to that: at first it was trial 
by fire. And what we’ve learned from that along the 
way are going to be the critical steps in what we do 
going forward. 

Be Flexible and Bring Your A Game
So just know that flexibility is going to be critical 

to every company moving forward. How you do that 
is going to be important.

You are going to need to bring your A game now 
more than ever because it is about how those em-
ployees feel about your company, not what you think 
about your company, but connecting what you want 
to portray is actually happening within your com-
pany so that you can have the best chance to retain 
those employees. Because they do have options out 
there. And they will continue, especially in San Di-
ego, to have options.

[Think about] the ease at which they do their jobs, 
whether it’s through technology that they use. [Every-
thing will matter.] Everything from how you recruit 
your employees and take them through the entire ex-
perience they have with you, from the beginning all 
the way to when they leave your company someday, 
and how they feel they’re treated throughout that en-
tire experience will matter. 

And that takes work. It’s not something that’s eas-
ily accomplished. It will be an ongoing effort that 
companies have to pay attention to. Because overall, 
how you engage them and their experience matters 
now more than ever. 

Perceptions Matter
Is anyone in here not using Indeed or Glassdoor 

in any way?
So how you tell your brand out there—through 

technology, through recruiting—matters. Have you 
connected that? When is the last time anyone in the 
room has gone into Indeed, for example, and looked 
at how you’re portraying your company? What makes 
you stand out if  I’m a candidate over three other com-
panies just like you? If  I were just to go online, what 
would I learn about your company and how would 
you stand out? 

I don’t know how many may be aware of  this, but 
Indeed now has what’s called a Happiness Score. It 
ranks surveys of  employees and how they feel in a lot 
of  different categories about your company. And that 
is now visible for those that have a certain subscrip-
tion with Indeed. So that transparency is out there. 

Pay transparency is also out there as we are all 
aware of  in California now. That transparency is go-
ing to be out there. So paying close attention to that 
and what efforts you can do internally to make sure 
HR absolutely has a seat in your leadership table and 
they are absolutely working with you hand in hand 
to drive these initiatives will be critical, because re-
tention is key.

The End-to-End Experience
Companies must evaluate and analyze their process-

es on a regular basis, Cafferty said, making sure they 
are not just saying that they’re “one of  those compa-
nies that people want to be part of,” but that they re-
ally are living their values.

Cafferty asked Best how to start their evaluations, 
and what that process should look like.

Best responded this way:
Have a task force with people from different touch-

points within the organization, and start to look at 
your end-to-end experience. You are going to learn 
so much through devoting that time [regarding] ev-
erything, from how you’re recruiting to now I made 
a job offer. What’s that experience?

How much time does it take you to get the offer? 
What’s that experience? 

Now they’re starting, they’re onboarding, day one. 
What’s that experience? What do the first 30 days look 
like? How are they feeling?

Ninety days, all throughout the year, how are you 
interacting with that employee the best you can? And 
how is their experience with their daily jobs?

Is it easy for them to do work? What’s their barri-
er? What do we need to learn from that?

If  you just devote a little time to that effort, you 
will learn so much about your entire business. I don’t 
know anyone who would take a step back and say 
that was not worth the time.

Invest in People
At the end of  the program, Cafferty asked each pan-

elist for a final thought. Best had this to say:
We’re seeing companies continue to invest in their 

people. We’re seeing them continue to want to ab-
sorb increases so that their employees don’t have to. 
I think that’s going to continue. But even more im-
portant than that, we’re also seeing them want to in-
vest in areas that help their employees be able to fo-
cus when they are at work and feel good and know 
that their kids are taken care of, that their needs are 
taken care of, and it’s fairly easy. They can rest. And 
they can focus when they are at work. So things like 
that are gaining a lot of  attention. 

And we are all talking about this, our mental well-
ness services benefits, they are top of  mind for em-
ployers to deliver to their employees and not just, 
‘Hey, we have a new app that’s going to deliver this 
and this.’ But how does that actually work for them? 
Is it actually working for them? 

So taking time to explain and communicate; a com-
munication campaign is key so that your employees 
understand what they have access to, how it works, 
and you’re doing follow-up to make sure it actually 
is working. Otherwise you’re giving them a service 
and paying all this money for something that’s just 
maybe a stress to them at the end of  the day. So is 
it working?

Financial wellness also another big topic for com-
panies. So looking at what you’re doing financially to 
help your employees navigate in this tough world for 
some people. Do they have a financial plan? Do they 
even know who to go to for a financial plan? And just 
making sure they have the tools and resources they 
need to make sure their families are secure. 

Another area we’re looking at is personalized ben-
efits. We all offer core packages, but also offering the 
ability for people to purchase things that matter to 
them. So a more robust package, whether that’s vol-
untary or something that you’re able to pay for. But 
making sure you understand the needs of  your work-
force and you’re being holistic in your approach to 
what you’re offering them. 

And what we talked about earlier, I’ll just leave you 
with [this]: I can’t encourage you enough to focus on 
that experience. It is going to be critical for you. And 
understanding how it all aligns with your internal 
culture and then your external brand.

The employers that get that really right and get an 
A grade are going to continue to thrive. �
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"You are going to need to bring your A 
game now more than ever because it is 

about how those employees feel about your 
company, not what you think about your 
company, but connecting what you want 
to portray is actually happening within 
your company so that you can have the 
best chance to retain those employees. 

Because they do have options out there."

"What we’re seeing is remote work is here to 
stay to some degree for every industry and 

every company. So how we adapted to that: at 
first it was trial by fire. And what we’ve learned 

from that along the way are going to be the 
critical steps in what we do going forward. "

"We’re seeing companies continue to 
invest in their people. We’re seeing them 

continue to want to absorb increases 
so that their employees don’t have to. 

I think that’s going to continue."
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"We’re very lucky. We have amazing 
healthcare colleges and we really want 

to move towards a bigger and better 
internship program. Also a new graduate 
program for all of the multiple arenas in 

healthcare, lab, nursing, nursing assistant, 
physician, et cetera. So that’s something 
that we’re really looking at doing a better 

job at. And there’s great engagement 
with our local education facilities."
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Pandemic’s Effects Still Being Felt in Medical Circles
HEALTHCARE: Resources Have Been Stretched Over the Course of Three Years 

Kerry Forde, RN, BSN, MSc, CENP, CPHQ, CPHRM, 
CPPS, CLNC, is chief operating officer and interim chief 
nurse executive for Kaiser Permanente San Diego.

She commenced her nursing career in 1989 at West-
minster Hospital in London, specializing in gynecological 
oncology nursing, later expanding her focus to become a 
registered nurse midwife, specializing in midwifery services 
for those seeking a home birthing experience.

In 1998, Forde transitioned into primary care and over-
saw nursing services of the west London primary care trust 
in a leadership capacity. It was during this time she devel-
oped a passion for understanding how social inequalities 
impacted the health of individuals and communities. To 
that end, she obtained a master’s degree in health and social 
policy and obtained her public health certification, tran-
sitioning into public health management within the child 
protective agency of the U.K.’s National Health Service. 
She also volunteered with various inner London health in-
equality groups as an advocate for the health and social 
rights for the underserved population.

Forde returned to bedside nursing when she moved to 
the United Sates in 2002 and acquired state licensing in 
New York and California. She served as a telemetry and 
orthopedic nurse before transitioning to the quality and 
safety arena, joining Kaiser Permanente in 2014 as qual-
ity leader, a position she held until being appointed chief 
nurse executive in April 2019. She has most recently been 
appointed the chief operating officer for San Diego, a role 
she believes is her dream job.

Forde holds professional certifications in quality, risk 
management, patient safety and nurse executive leader-
ship and is a certified legal nurse consultant. Her interests 
are in serving the needs of foster children in San Diego 
County and advocating for woman and children’s health 
and social needs.

She resides in a San Diego beach community with her 
family. 

Moderator Mark Cafferty introduced Forde with a thank 
you:

“So Kerry, as we move to you, I can’t stand at a podium 
and speak to any leader from the healthcare industry with-
out feeling like on behalf  of  the entire room, we should 
start by saying thank you for all that you have done and 
all that the workers in the healthcare industry have done. 
It’s been an amazing thing to watch. My wife’s a physi-
cian ... [Kaiser Permanente’s] Jane Finley is one of the 
leaders at our board meetings every other month giving 
one of those updates.

“But I will say, to stand back and think back over the 
years that we’ve lived through, in addition to the very obvi-
ous point that it was a pandemic that was a major health-
care issue that we lost so many people, [it] was also watch-
ing our communities go from cheering for healthcare lead-
ers every day, like going out and banging pots and pans and 
talking about how great they were, to me watching people 
stand up at county board of supervisors meetings and just 
swear at and berate our lead public health official because 
of the information that she was trying to provide and give.

 “I can only imagine how challenging that is, day 
in and day out, for the people who have been trying 
to keep us all safe. So as we start our [Economic De-
velopment Corporation] board meeting every month, 
we always ask the key healthcare leader, whether it’s 
Jane, whether it’s Scripps, whether it’s Sharp, to just 
tell us sort of  what’s happening in the industry right 
now. We don’t even call it a COVID update anymore. 
We just ask for a little bit of  level setting of  what’s 
happening in the industry.”

Forde responded as follows:
Thank you for the appreciation.
Actually I’ve got some slides so I’ll quickly talk 

through them first. The slide on the left hand side 
is really just an indication of  the insurance that we 
are seeing across the country. So we are having about 
70% of  the population are insured, about 55% of 
those are through employer benefits, 15% are self-
pay. Then we have about 9.2% of  our population re-
main uninsured, which is very significant because 
that obviously impacts into the care that they have 
received and certainly right now and indeed, during 
the pandemic. The slide to the side of  that indicates 
the benefits that are provided: It’s going down a little 
bit, a little bit of  a trend over the last 20 odd years, 
but not as significant post-pandemic.

 The slide below gives an indication of  what we 
are seeing clinically, and we are seeing a delay. We 
are seeing … people not receiving timely healthcare 
during the pandemic. So we are seeing an increase in 
cancer diagnoses that need immediate attention. We 
are seeing people that have transferred from a con-
dition that is somewhat annoying to becoming really 
quite detrimental to their health and their morbidi-
ty and mortality. And we are seeing a very large in-
crease in mental health as you would expect. I think 
that really honestly is our burning platform as we 
design how we are going to provide healthcare for 
our population, how do we make that focus on men-
tal health as well and indeed our specialty services  
and also being able to provide timely access.

Supply and Demand
And then you have a supply/demand issue, of course. 

You probably are all aware that our EDs are busy across 
San Diego and we are not seeing that abate. We’ve had 
our COVID as you well know, we’ve had our flu, we’ve 
had our RSV and so our flu-like illnesses. We are just 
getting to the tail end of that. But we have been signifi-
cantly impacted with people coming in for healthcare 
and our specialist services. We need to increase those so 
that we can get timely access. And we definitely need to 
be more cognizant of people’s ability to manage and pro-
vide mental health services. Operationally, we are seeing 
[the following:] All our healthcare providers, clinicians 
as well as our auxiliary services and our support ser-
vices, we have stretched for three years. And I do mean 
stretched. It was a very unforgiving landscape in health-
care. [It] really pushed people to the limits because this 
was a response to the people that we choose to care for. 
We needed to be able to provide healthcare services. 

But we are seeing people say one of  two things: 
“I’m almost ready to retire. I’m going early,” or “I’m 
not ready to retire, but I’m going.” And they are leav-
ing the healthcare services, quite frankly. 

We unfortunately as a healthcare provider are un-
able to capitalize on that virtual technology et cetera 
for the most part. Healthcare is hands-on. People are 
just tired and they are electing to leave. And we re-
ally need to do a better job of  enticing people back 
on more flexible schedules. We need to be more agile 
in the working conditions that we are providing and 
we really need to focus on our health science and our 
education folks … .

At this point Cafferty said he had a follow up question.
“So it should probably terrify us to hear about the 

level of  retirement that’s happening in healthcare be-
cause of  all the skill and expertise that leaves, and how 
critical it is to all of  our lives,” he said. “So a work-
force question and a training question comes up and 
you touched on a lot of  elements, but I would love to 
know as we think about who we are identifying and 
training to become our healthcare professionals and 
leaders, what are some of  the ways, through Kaiser’s 
own lens you’re engaging with the community or hop-
ing to engage with education to make sure that we’re 
trying to address that challenge? And I share it com-
ing from probably 25 years of  my career working in 
the workforce industry in employment and training 
and sort of  recognizing that there have always been 
challenges around a pending retirement in healthcare. 
And then something has always changed in the econo-
my that’s helped us address it and not quite get to that 
cliff. But now it seems like we are fast getting there. 
So we’d love to hear your thoughts on that.”

Forde said this:
A couple of  thoughts. We are very lucky in San Di-

ego, as you will all know, we have a very high-class 
healthcare system across the county.

Multiple Jobs Not Uncommon
We do have a lot of  clinicians who actually work in 

multiple organizations, and I would love to see some 
transparency to that. If, for example, I’m a registered 
nurse, I might have a full-time job at Kaiser, but I also 
might have a per diem position in one of  the other or-
ganizations in town. So how might we work together 
so that we are capitalizing on somebody who may, for 
example, not want to do that full-time job, plus that 
per diem position, and working together in our human 
resources landscape to maybe say, well, look, we can 
provide 40 hours across this healthcare industry. How 
might we work together to do that? So people aren’t 
choosing to leave one or the other because I do believe 
in healthcare we have a societal obligation as well as 
our organizational obligation. So how might we lever-
age that? 

We’re very lucky. We have amazing healthcare col-
leges and we really want to move towards a bigger and 
better internship program. Also a new graduate pro-
gram for all of  the multiple arenas in healthcare, lab, 
nursing, nursing assistant, physician, et cetera. So that’s 
something that we’re really looking at doing a better 
job at. And there’s great engagement with our local ed-
ucation facilities.

At the end of  the program, Cafferty asked each pan-
elist for a final thought. Forde’s final thought followed 
the comments of  Tracey Best, partner at C3 Risk & In-
surance Services, who spoke of  employee benefits. Forde 
had this to say: 

Really to tag on to Tracey, we are certainly at an in-
flection point in healthcare. Those solid benefit pro-
grams, standard programs aren’t enough to keep people 
in the workforce. And I think to Tracey’s point, indi-
vidualized personalized plans, what is important, and 
we have all of  these people that can really guide us as 
we start to plan out what will healthcare benefits look 
like, what keeps people in the workforce, what can we 
do to be agile, to make it very personalized, is our next 
real big action actually in healthcare. �



We all want to make healthy choices. With the largest medical group in 
San Diego, Kaiser Permanente offers you more than 1,400 doctors to 
choose from. So you can find the one with the experience and the 
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Childcare Pays Dividends for Current and Future Workforce
SERVICES: Support Is Not Limited to Daycare; Social Services Offered

As founder and CEO of Children’s Paradise Preschool 
and Infant Centers, Julie Lowen is leading the charge in 
early childhood development. Her state-of-the-art educa-
tion centers, combined with her approach to learning pro-
grams, have helped thousands of children – and their fam-
ilies – get a fresh start on life.  

Her centers stand apart thanks to an approach that lets 
children learn and explore through imaginative play ex-
periences that are facilitated by highly educated teachers, 
along with a belief that each child should be offered equal 
access to a high quality early childhood education, regard-
less of their family’s income.

Lowen’s commitment to families was evident when 
she kept all Children’s Paradise centers open during the 
COVID-19 pandemic. Swimming against the tide, she knew 
that the families of essential workers needed safe childcare 
in order to keep San Diego’s communities up and running, 
and she didn’t hesitate to accommodate them. In fact, she 
went a step further and launched Sweet Teams – a compre-
hensive training system and collection of software, visual 
prompts and training videos to educate on the best health, 
safety and sanitizing practices for childcare centers.

Moderator Mark Cafferty began the segment talking 
about affordability challenges in San Diego, in housing, 
transportation and childcare. “In the past some people 
may not have thought of childcare as a key component 
of an Economic Trends discussion,” he said. “Now we al-
most can’t have this conversation without you at the table 
to talk to us.” 

Lowen picked it up from there.

Childcare’s Economic Impact 
I’ve been working in childcare for at least 35 years. 

… I decided to put some prepared remarks together so 
you can really get an understanding about childcare 
and how it’s impacting you and how it’s impacting your 
company, even if  you don’t have kids. 

It’s a real pleasure to be here today and to talk about 
how childcare impacts our economy. In the first five 
years of  life, children transition through early child-
hood centers, through a myriad of  activities that are 
intended to support brain development. Did you know 
that a child’s brain is 100% the size of  its adult capacity 
by the time they reach 7 years of  age? In a high qual-
ity childcare center, healthy brain development tran-
sitions through rich play experiences, consistent care, 
and amidst reading, talking and singing experiences.

 But working parents often worry because we know 
preparing our children for a successful career is an im-
portant ingredient within the engine fueling San Diego’s 
economic potential. A strong system of  childcare im-
pacts the future economy, but it also supports the pres-
ent. Childcare empowers families to work. Productivity 
is also increased when parents are not worrying about 
their children. How many of  your companies are look-
ing for employees? A 2022 report by the U.S. Bureau 
of  Labor Statistics confirms the percentage of  women 

working today is 56.2%. The Mom Project recently did 
a study and determined that 43% of highly skilled wom-
en leave the workforce once they become a mother. To-
day’s workforce is focused on raising healthy children 
and thus childcare benefits are ranking amongst the 
top tools women use to reignite stale careers. It took 
a pandemic, but in our lifetimes, legislators and most 
importantly, savvy businesses have begun to embrace 
the critical role childcare providers play in stabilizing 
the workforce.

This change can lead to better business outcomes 
and can play a strong role as we work to revitalize our 
economic growth. 

‘A Smart HR Strategy’
Childcare is a smart HR strategy because in 2023, 

high quality childcare offers a wide array of  services. 
It’s not the same childcare you’ve heard of  in the past. 
Did you know to qualify for a subsidized childcare pro-
gram that your employees can make 100% of  the state 
median income? That’s $112,000 for a family of  four. 
Why is that important? Employers looking to attract top 
performing employees can also use high quality child-
care benefits to encourage frontline workers to gain a 
higher level of  take home pay. You can use childcare 
benefits to attract more skilled workers into the San 
Diego County market.

As the U.S. works to recover from COVID-19, there 
are a couple of  things I’d like to leave you with. Child-
care provides developmental opportunity as we raise 
the workforce of  the future. We’ve heard about brain 
development and over years we understand that. Child-
care supports consolidated public funding. Have you 
ever thought about that? By offering taxpayers high 
value for dollars invested because childcare no longer 
just provides childcare. We provide a myriad of  addi-
tional services. Childcare supports San Diego employ-
ers by allowing skilled workers to rejoin the workforce. 
We reduce absenteeism, increase productivity, and de-
liver worry-free workdays to employees with children. 
Childcare providers are a stabilizing force, and your HR 
department should be connecting with a high quality 
childcare provider.

Asking the Right Question
Cafferty then asked how the community can get to a 

place where it has enough childcare, and how businesses 
can support parents. Lowen responded this way:

I think there are different types of  childcare. 
There’s high quality childcare that focuses on devel-
opmental interventions, connects parents to seam-
less supports, manages IEP processes, has mental 
health and disability supports, supports dual lan-
guage learners, works with children who are within 
the homeless population or experiencing foster care. 
So you have a really high quality childcare compo-
nent. And then you have another struggling portion 
of  the industry that hasn’t really connected to some 
of  those resources. The Race to the Top Early Learn-
ing Challenge is working to develop a high quality 
childcare system across the United States in similar 
fashion as the military did in the 1980s. It was a sta-
tus of  forces issue. 

And so the kind of  childcare you have when you 
ask the question, do we have enough childcare? The 
question should be, do we have enough high quality 
childcare? And the answer to that is no. It’s in short 
supply. We really need to look as a community to de-
velop a strong and supported early care and education 
profession where children and families know that the 
best are caring for their children every day.

I think some of  the things that you can do within 
your HR department, you should have information 
about the various programs that are funded within 
the state of  California. I would have to tell you, I’m 
proud of  them in the steps that they’ve taken to ad-
dress childcare, to address childcare that no longer 
segregates children based upon the incomes of  their 
parents. Did you know that we do that in our country? 

That we take children whose parents have less income 
and we say, you have to go over here, and that parents 
of  rich kids have to go over there, when in fact there 
are no rich or poor kids? They’re just kids. And we 
segregate them and separate them from each other be-
cause we have never had a system of  childcare. We’ve 
had a variety of  Band-Aid approaches.

I think that as an employer, there are going to be 
times where you’re going to have to grapple with how 
will I participate within childcare? I know the San Di-
ego Union-Tribune ran an article this weekend that 
talked about what San Francisco did, where they put 
together a 3½% occupancy tax. It’s kind of  scary for 
everybody. But think about the benefits that your work-
force can connect to when they no longer have to wor-
ry about their children. The productivity increases that 
your workforce will be able to connect to when they 
know, if  I’ve got a simple hearing or vision or an IEP 
appointment, my childcare provider’s taking care of 
that, I can show up, sit down and meet with the pro-
fessional, pick up my child, grab a bag of  food if  I’m 
struggling, and diapers or wipes. They’ve got me. Ev-
erything I need is right there. And I don’t have to be 
spending my day as an employee trying to connect my-
self  to all of  these resources. 

Delivering More Than Daycare
People don’t quite understand how we have become 

the new childcare. They don’t understand how the ma-
jority of  my teachers are credentialed. It’s changing. 
And I think that as providers like myself  take the time 
to get out and start talking to you and telling you what 
we do, sharing with you the lives we change.

We were open during COVID. We helped the grand-
mother who was left with her three grandchildren. She 
didn’t miss a day of  work because we lined up food, 
we lined up clothes, we helped her get them in school. 
We helped her connect to the resources that she need-
ed. When the father breaks down on the freeway, he’s 
not going to go to work tomorrow because his car is 
broken and he’s going to have to catch a bus and try 
to pick up the kids. Our transportation department 
shows up, changes the alternator. He didn’t miss work. 
And it’s those types of  supports that I think once em-
ployers understand what we actually do, I really do 
think that the support in the room is going to really 
hit the top of  the percentage.

Asked for a final thought at the end of  the program, 
Lowen had this to say:

What I’d like for you to think about is when you see 
your child and they’re born and you think, I want the 
best for them. And then imagine your child [in] one 
of  two places. You can imagine your child in a place 
with supportive staff  that are educated, well trained, 
that have regulations and goals and games and fun 
and activity. Imagine your child there.

And then imagine your child at a center that we just 
shut down in Ramona, where when we pulled the sink 
out of  the wall, we had literally hundreds of  roaches 
running everywhere. When we came into that site, we 
saw children sleeping on the ground with no sheets, 
no mats, up against baseboard that had tape.

 And you think, well, we’ve got licensing. How has 
that happened? There are thousands of  centers across 
this country that are in the same condition. And when 
you’re thinking about walking into your office and 
you see those multimillion dollar pieces of  artwork, I 
want you to ask yourself, what do I value? Do we val-
ue our children? Are we willing to give our children 
a chance to start and create that amazing workforce 
of  the future? How ultimately are we going to sup-
port our workforce with that experience onsite when 
they’re worried about their children every single day? 
And where is my child? Are they eating healthy? Are 
they happy? Are they having fun? Are they learning? 
Are they growing? It really is something that this world 
has got to grapple with. What are we going to do and 
who would we care more about? Do we care about our 
companies or do we care about our kids? Thanks. �
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MODERATOR

THANK YOU TO OUR MODERATOR, PANELISTS AND SPONSORS!

PANELISTS

SPONSORS

MARK CAFFERTY
President & CEO

San Diego Regional Economic Development Corporation 

TRACEY BEST
Benefits Practice Group

Leader & Partner
C3 Risk & Insurance Services 

JAMES E. GLASSMAN
Managing Director,

JPMorgan Chase & Co.
Head Economist / 
Commercial Bank

JULIE LOWEN
Founder and CEO

Children’s Paradise

MIGUEL MOTTA
Vice President, Strategic 

Operations & San Diego Head
Biocom California 

JULI MORAN
San Diego Office

Managing Partner
Deloitte

KERRY FORDE
Chief Operating Officer

Kaiser Permanente, San Diego
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San Diego companies:
Ready to grow your international sales?

Through cash grants, free translation software and 
resources, executive workshops, flight discounts, and 
exclusive mentorship, World Trade Center San Diego’s free 
MetroConnect program has helped San Diego companies 
generate:

63% 40% 543
average export 

growth
average revenue 

growth
new global 
contracts

Apply by May 18:
MetroConnectSD.org

sandiegobusiness.org
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