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Child Care Employee Project
PO Boy 5603

Berkeley, CA 94703

(415) 653-9880

O 1987 CCEP

The Chitd Care Emplovee Projeet (CCER Y advocates for improved
wages, status and working conditions of ¢hild care providers Our
goal is to ensure high cuahiv child cdare available to all families
regardless of cconome status The CCEP s a non-probt ageney
that provides resources, tramnag, and consultation to the child
care communt’ © ¥or more mforn ation, please call (415) 653-9889
or write CCEP, P O. Box 5603, Berkeley, G\ 94708
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Salary Surveys:

How to Conduct One
in Your Community

Prepared by
Dan Bellm and Marey Whitebook
Child Care Employee Project

This bookletis based on a previous edinon ongmalls piepared n
1953 by Wil Pettvgron ¢ and Marey Whitebool
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for this second edition
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This project was made possible through findme from the
Gerbode Foundanon, the Muskienon Foundaton, the Natwonal
Assoaation for the Education of Youne Chiddren, and the
Rniwnbcrg Foundation
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Introduction

Child care. we know, is an essential serviee, helpmg mil-
lions of working parents — espeenally women — to gain
cconomic self-sufficieney. For children, quaity preschool
education is an important part of intellectual and social
growth, and the heyv to quality is the consistent presence of
a loving, skilled, well-trained child care worker Yet for the
million or more people who work in child care in the US
— mostlv women — the rewards are low pay. few benefits,
poor working conditions, and constant turnover

Over 70% of child care workers carn wages below the pov-
erty level In 1986, the average salary for a preschool teacher
in the U.S. was 89,404 a vear — well below even poorlv-paid
workers such as cashiers, bank tellers, bartenders, and reeep-
tionists  For a family day care provider, the average salary
was an appalling 84,732 (CCEP News, 1987). Fewer than
half of all child care workers receive medical or vacation
benefits. Many report that they routinely work overtime
hours for no pay at all. Turnover may he as high as 42% a
vear, a rate far exceeding the national average of 10% in
other human services (NAEYC, 1986). Few people can sus-
tain themselves for long in such an unrewarding field — but
the number of children who need child care continues to
soar. The resultis a erisis-level shortage of child care workers
nationwide (Whitchook, 1980).

In recent vears. child eare workers have begun to speak
out about this situation and to seek remedies. One of the
first barricrs we have faced in our organizing and cducation
cfforts has been the lack of reliable, consistent data When
we say that job turnover is excessive, we are asked, “How
excessive?” Wnen we demand better bencfits, we are asked,
“What benefits do vou get now?” When we call for higher
salaries, we are asked, “lligher than what*” The ambiguous
national data available from the U.S. Burcau of the Census
and the U.S. Bureau of Labor Statistics have been of limited
help (Phillips and Whitchook, 1986).

Q
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The first step in most connmumties, therefore, has been
to gather local information about existing salaries, benefits,
and working conditions Child care groups throughout the
country have found uscful data for their efforts to upgrade
the ficld, but they have also found that such « survey is no
small undertaking

This booklet for ¢hild care advocates is the product of
many people’s experience over the past ten vears The Child
Care Employee Projeet began colleeting local child care work-
force daa in the San Franasco Bay Arca in 1977 Smee then
we have conducted surveys and assisted survey groups in
dozens of other commumties Included here are CCEP's
widelv-tested survey form, as well as imformation which
we hope will demysufy the task of conducting such a re-
scarch project




Why Conduct A Survey?

A salary survey of child care workers will probably reveal
few surprises to those who conduet 1€ We all know from our
own experiencee about problems with wages, henefits. and
workmg conditions But many otner people do not know A
salary sunvey is a valid and cffeetn e way to make others see
what we have experienced.

Survey results can open up discussion on w ages and other
issues, and can serve as a clear ratonale for a rmse. Tennes-
see Head Start officials. for example. were so embarrassed
by the resules of a survey of their employees that they ransed
salaries 6 7% — a small but welcome begmmnimg In September
1986, the Massachusetts lead Start Directors Association
obtamed state funding to cover 13% to 30% salary increases
for staff. after demonstrating that low wages were undermin-
ing quality and fucling an intolerable turnover rate. With
clear, well-presented data. the discussion can shift irom
whether wages and benefits should he improved to when
and how much

Salary and bencfit information is crucial in planning child
care program budgets. whether a program s starting up,
expanding, or simply caleulating next vear s cxpenses Child
carc centers and resouree and referral agencies are frequently
asked about appropriate salary and benefit packages  \I-
though most current pay levels are unaceeptably low, survey
data can be a helpful basis for estimating what staff showld
he paid

Survey cata can be used to enhist support from parents,
political leaders. and the genceral public. Public policy-mak-
ers, and parents who use child eare. often lack a clear notion
of the ceconomies of a child care program, Salary and benefit
data can give politicians and public agencies dramatie, star-
thing evidence of the results of hudget cuts and low funding.
Parents can better unders  1d the need for modest fee in-
creases or fundraisers The news that parking-lot attendants
carnmore than trained child care workers gives new meaning

Q
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to the campaign for “comparable worth ™

A survey ean raise the consciousness of child care workers
themselves. Those who spend their entire work day wita
children, isolated from other adults in the field, may not
realize how many people share their problems of low pay
and poor working conditions One common feature of “burn-
out’ is the sense that no solutions exist or that they are
unrcachable. By participating in a salary survey, staff can
Zain a sense of shared problems and cai begin to talk about
solutions. The d:ta can help them develop reasonable re-
quests for improvement from their center's board or owner.
A survey conducted every vear or two is an cffective way to
measure change — for the better, we hope!

Of course, there are limits and pitfalls Survey results are
sometimes used to justify low pay and no change atall. Given
vour results, some cmployers may arguc that their salaries
are sufficient because they pay the “going rate.” Data must
he accompanied oy explanations of how child care work as
a whole, like other female-dominated professions, is under-
qalued in our society and does not provide a living wage.
Survey data alone, after all, only r2ll what is. wot what
should be

A survey won't guarantee higher salaries Survey results
may generate interest. dismay, or shock. but they won't auto-
matically lead to improvement. The survey could simply
leave vou burned out and buried in numbers which have
little meaning to the community Be prepared to commit the
time and energy not only to complete the survey but to
publicize its results effectively and ercate a plan of zetion.




Finding Help

Most uscful child care salary and henefit surveys have been

conducted by child care emplovees themselves But surveys
require time, money, and specialized skills wt o -h are often
hard to come by. (\ good rule of thumb is to estimate how
much time you need to do a survey, then double 1t!) Here
are some ideas to help vou find outside resourees:

O
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Apply for a grant from a group that shares vour concerns,
such as NAEYC or its local affiliate in vour arca, busimess
and professional women's groups, social-serviee-oriented
foundations. cte

Ask vour local child care resouree and reterral ageney
whetherat can contribute staff or telephone time, postage,
hsts of programs to contact, and or publicity

Discuss the project with umversity or eollege departments
in child development, education, city planning, or social
work They might be interested in supporting the survey
as part of a research projeet, student internship, or work-
study program They may aiso be willing to donate student
time, consultation about rescarch miethods, andor com-
puter aceess,

Form a coalition of child carc advocates (center staff, re-
source and referral staff, NAEYC members., carly ¢hsddhood
instructors, cte.) to conducet the survey as a joint commu-
nity projeet. In this wav voull have more volunteers to
help with tne survey, «.ad a broader number of people
mvested in collecting accurate, useful results,

Find out whether community and government agencices
(such as resouree and referral agencies or social serviee
departments) already colleet some of the information vou
need, or might he willing to incorporate your questions
into their routine record-kz2eping. In Minnesota, state offi-
crals have added salary questions to their annual statewide
enrollment survey of licensed child care centers.

3
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Who Will Be Surveyed?

The question of who will be surveyed actually mvolves two
questions  First, what is the survey popudation — which
group of people will the rescarch findings represent™ (For
example: all Head Start programs in a particular citv: all
publicly-funded centers m a particular county, all ehild care
workers statewide )

Sceond, f it s impractical to contact every person i the
survey population, how will vou ereate a representatin ¢ sam-
ple of this group® In sampling, a fraction of the population
is contacted — for example. one fourth of the Heaco Start
programs, or onc tenth of the pubhely funded centers — and
the results arce interpreted as representative of the whole
Survevig the entire population, especially if 1t is large, 1s
not just tune-consummg: it may hbe completely unnecessary.
It a sample group is large cnough and is scleceted wath care,
vour survey results will represent the wider population with
whom vou arc concerned  In fact. a survey of a well-selected
sample may be even more aceurate than one of the entire
population

The most crucial factors m gettng Jdata wiich aceurately
represent the community are (1) choosmg a random sample
and (2) getting a high response rate

Q '1
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Sampling

Random sampling means that cach child care program
has an cqually good chance of beng seleeted: for mstance,
qach of 5,000 programs is assigned a number, and 750 num-
bers are drawn to create a 15% szmple This sample will
reflect. in alt probamility, the same distribution of salary and
benefit data which you would find in the larger population.
But if the sample will include different program tvpes (stch
as non-profit and propnctary, or half-day nursery schools
and full-day ceaters), it should be stratificd proportionally
to include some of cach type (Within cach type, centers
should be seleeted randownly.) In selecting a sample, 1t's hest
to enlist the help of someone who has a background m re-
scarch and statistics, or to consult a basie research metkods
texthook.!

How large a sample is large enough? There is no simple
answer to this guestion, but a sample should be as large as
vou can handle cffectively. If the population 1s small, or if
there is much variation among segments of 1t, a larger sample
is neeessary. And keep in mind that not evervone who re-
ceives the survey will complete it and send 1t back, even
with extensive follow-up Ulamately, it's better to have a
small sample with a high rate of return than a large sample
with a low rate.

Be mindful of possible sampling biases or errors 1f vou
want to survey all child care centers in your community. for
instainee, but only send the questionnaire to members of a

1 Babbie, Earl R The Practice of Social Rescarch Belmont, (LA
Wadsworth, 1973
Diimian, Don A Ml and Telephone Survevs: The Total Design
Mcethod. New York John Wiley & Sons, 1978
Gay, LR Educotional Research. Competencies for Analvsis

and Application Columbus, OH: Charles E. Merrill Pubtish-
ing Co. Sccond edition, 1981.
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local preschool associadon, voumay only reach the piograms
which have better aceess to resources Or if the suivey in-
cludes a disproportionate number of public school system
arly childhood staff, whose carnings are close t) those of
clementacy school teiw bers, the survey results may show
inaceurately high pa If asampling bias s unavoidable,
vou should make e in vour final -eport so that the
public ean evaluate your results acordingly

13

ERIC

Aruitoxt provided by Eic:




O

ERIC

Aruitoxt provided by Eic:

Ensuring Responsc

Getting a high rate of response to a survey tahes careful
preparation Many prograins may fail to return a mail survey.,
and a 25% to 50% return may be tvpical Yet wath plamuong
an”’ plenty of follow-up contact. return rates as ligh as S0%
or 0% arc possible.

It's best, of course, 1if “non-responses™ are spread among
all the centers m vour samiple ratler than among particular
types If, however, vou find that a sigmficant number of a
certain kind of center (¢ g, part-tinie or private proprictary)
did not return the questionnaire, this mayv affeet vour data
and vou should make this clear  your report.

Probably the most important factor i gettmg a good re-
sponsc is the quality of the survey questionnnre itscelf The
Child Care Faiplovee Project developed the enclosed ques-
tionnaire after much testing and consultation, i an cffort
to be concise, simple, clear, and relevant But there are sev-
cri] things you can do to maximize the response.

Publicizc the survey in advance. Usc local newsletters, con-
ferences, and mectmgs to let people know they will be reeciv-
ing the questionnaire With advance notiee, people may he
more willing to set aside the time to participate.

Keep vour mailing list up-to-date. Your local licensing de-
partment or child care resouree and referral agencey can prob-
ably help here Having surveys returned. forwarded, or lost
could waste considerable time and postage

Design an interesting cover letter. (Sce sample ) Be brief - -
keep it to a single page — but warm and tniendly. Explain
vour objectives and the ways in which vou expect the results
to be useful, and let people know their participation is impor-
tant State vour deadline — allowing vourself leeway, of
course, for late responses to trickle in, Provide a phone
niumber which people can " i guestions arise.

Mail the surveys first-class, unless you have o very tight

I4




budget: bulk mail recenves a low priority and s very slow f
vou can atford it melude a self-addressed. staniped envelope
for respondents to return the survey For surveys of large
groups. biusiess reply manl s an effective wav to pay postage
only for those who do return tharr survey form Your loeal
post office can explam this serviee to vou

Asaure confidentiality. People are more kel to respond

honestly to survey questonsiaf they know there 1s no personal

SAMPLE COVER LETTER

Dear child care provider:

We know you are busy anc do not need an ->ided task in your
demanding schedule, but we do need your he'p! We are conducting
a wage and benef1it survey to obtain a comprehensive, up-to-date
pacture of child care workers i1n X county. This information 18§
constantly requested by child care administrators, potential
providers, leg'slators and the media--but no survey has been done

in thls area since 1977!

You have been selected at random for our survey. Please be
assured your program's name will nct be used; all information you
provide will be kept confidential and anonymous. We ask you not
to place your program's name or address on the survey form 1itself
or on the return eavelope.

As soon as the data 1s compiled we will be sure to send you
2 copy of our report. If you have any guestions, please contact
the survey coordinators, , at 999-999-1111.

Please return the guestiornalire 1n the encleosed, stamped ervelope

no later tharn February 2.
Thank you in advance for your support!
Sincerely,

ERIC 15
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risk, Who'd want to offer embarrassing mformation about
low wages or poor henefits 7 it would open their program to
public criticism?

First of all, assure confidentiality in vour cover letter Ask
respondents not to write their name and address on the
survey form or on the return envelope (1t will help to place
vour organization’s name and address onther turnenvelope,
so that centers don't place the,r own there by mistake ) In-
stead, betore mailmg out the questionnaires, write or print
an 1D number on cach one. and keep a list of programs and
their 1D numbers in a secure place

Code numbers canalso help vou classity a straufied sample
into sub-groups such as full-time, halt-day. urban, rural, pub-
hic, private. For instanee, progiams which receve public sub-
sidv can be coded as P8 1, 13 2, cte . private proprictary
programs can be coded as PP 1, PP 2, cte.

Be appreciative. 1t takes time and energy to fill out a survey,
Let people know conceretely that vou appreciate their efforts
— for instance, by putting them on a mailing list to continue

SAMPLE REMINDER POSTCARD

bDate

peur child care provider:

Last week we sent your program a questionnaire about staff
salaries and benefits, as part of cur statewide survey of child
care workers.

1f you hav2 already completed and returned 1t we sincerely
thank you. If not, please take the time to do so today. Your
response will help guarantee the accuracy of our data, which will
be crucial in planning next year's state child care budget.

1f you did not receive the questionnaire or it has been .
misplaced, please call us today at 999-999-1111, and we will mail
you another right away. Thanks again for your participationl

Sincerely,

16
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receiving information Pronise to send evervone who re-
sponds a copy of the results — and do so promptly when
vour report is ready

Be persistent and patient. Many people will mevitably need
reminders. Rescarchers have found it useful to send »at a
follow-up postcard to evervone in the sample after one week,
both to thank those who have aircady responded and to en-
courage those who have forgotten the survey or let it sink
under their more recent mail. (See sample posteard.)
After about three weeks, or as the deadline approaches,
call or write centers you haven't heard from to ask whether
they have mailed back their questionnaires, and provide
replacement questionnaire form if vou can (Sce saumple fol-
low-up leteer ) 1t a program hasn't responded after two or
three reminders, however, it's probably time to eall it quits.,

SAMPLE FOLLOW-UP LETTER

Dear child care provider:

Three weeks ago we sent ycur program a questionnaire about
sularies and benefits, as part of our statewide survey of child
care workers.

We are writing again today because in order to obtain
accurate and useful information it 1s very important to hear from
as many programs as possible. The survey results are espected to
have a major effect in planning next year’'s state child care
budget.

In the event that your guestionnaire has been misplaced, we
are enclosing another.

We truly appreciate your taking time from your busy day to
participate 1in this survey. Thank you!

Sincerely,
P.S. A number of people have asked when the survey results will

be ready. We plan to have them out by (give a reasonatble
estimate here).




The Questionnaire

The enclosed questionnaire has been tested by the Child
Care Emplovee Project for the pasy few vears, and many
people have given us feedback m order to improve it We
cncourage vou to use it "as is.” so that groups throughout
the country will be colleeting information in the same way
and can compare their findings more casily. While this ques-
tionnaire doesn’t ask cvery question we could think of, it
docs cover the key ssues around child care © sanes and
bencfits. We have found, too, that the more quostions you
ask. the less likely it becomes that people will want to take
the tume te answer them all!

The questionnaire s designed to be filled out by center
administrators regarding the entire teaching staff m their
programs. We have excluded non-teaching staff such as
cooks, office workers, bus drivers, and jamtors — not because
these people aren’t important. but because we wanted to
keep the questionnaire simple

This is not asurvey of mdividual child care workers Such
a sarvey can be very difficult and cumbersome heeause of
the need to dentify, contac . and follow up on so many
different people  If vou do want to conduct such a susvey,
however. contact the Child Care Employee Project for assis-
tance.

Staff are categorized in the questionnaire as teachers, as-
sistant teachers. teacher directors, and dircetors We have
aimed for the simplest. most common categories, but we
realize that these may differ from the terms which your state’s
licensing department uses. Change the categories if ncees-
sary. but if the differences are minor (suclh as “aide” instead
of “assistant™). programs should be able to answer the ques-
tions without much difficulty.

For the sake of uniformity, we have also asked programs
to mdicate hourly wages Programs which caleulate wages as
an annual salary will have to divide that figure by the number
of weeks worked per vear, and then by the ne.nber of hours

LRIC 18
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worked per week

The questionnaire does not ash prograns to categorize
themselves by program type: for mstance. pubhic or private.
subsidized or not If vou are using a stratinea sample of
difterent types of programs. vou will need to pre-code the
forms voursclf m order to catcgornize the resules.

You may cither reproduce this questionnaire vourself
or order the forms in bulk from the Chiuld Care Emplovee
Projeet for a nommal fee Our only “requirement” 1s that
vou let us know when vou are domg a survev. and let us
know the resules!




Analyzing The Results

Before vou collected the data. presumably, vou decided
whether vou would be tabulating and analvzing it with a
computer or by hand. The decision may already have been
made for vou. based on your access to a computer and to
people with computer skills — but these are becoming more
available all the time, especially in college and university
rescarch programs and at large sccial service agencies. A\
computer can save a tremendous amount of time .n tabulating
frequencies, and in cross-tabulating data for different sub-
groups in your sample. But if you will need to tabulate the
data by hand, don’t give up. As long as someonc in vour
group can calculate pereentages and averages vou can make
vour data meaningful to others
Computer Analysis

If vou arc using a computer. your first task will be to code
the surveys to prepare them for data entry The enclosed
Child Care Emplovee Project questionnaire has been “edge-
coded” for data entry: that s, the number code for cach
response can be entered in the smal! hoxes in the right-hand
column. Some computer programs don’t require cdge-coding,
however., and will instead prompt the operator with the ques-
tion itself. If vou will be usig such a program, you may want
to remove the edge-codes from the questionnaire before re-
producing it.

We strongly urge vou to consult someone with computer
expertise for assistance m deciding how vou will prepare
vour survey for data entry. You may contact the Child Care
Employee Project for a copy of our codebook for use with
this survey.

Some “clean-up” of the data will no doubt be necessary
before it can be entered into a computer. regardless of which
system vou use, When respondents fail to answer a question,
for instance, vou will need to assign a code number for “mis-

E TC~Slng' or “blank” — “9" is often used. (It a question receives

Aruitoxt provided by Eic:

20




a low response rate, however, vour data may not be reliable
for that particular question. if so. make this clear when vou
report vour f:ndings.) If a person gives contradictory answers
to two questions, this will require a judgment call, vou can
cither change the answers to “nussing,” or leave the answers
contradictory. When coding the answers to questions which
ask for a range, vou will have to choose whether to code the
low point, the midpoint, or the high point of the range Be
sure to decide on how to handle all the unusual cases before
entering the data, so that you will treat all cases consistently,

To code the answers to the open-ended questions, develop
a managcable list of headings — perhaps cight to twelve —
under which all the responses will fall Try coding about 20
of the answers to see if there are any ambiguitics, or answers
which don't fit vour categories, and then revise your coding
system if necessary Create an “other” ategory if there are
a few miscellancous answers which don't fit with any of
the others

Once the data is computer-ready, vou will need a program
which will dircet the computer to caleulate the answers vou
want Sinee software technology s constantly changing, vou
should check with someone m vour community who is up-to-
date on the best package for vour needs

Hand Tabulation

To tabulate the data by hand, enter 1t on a large tally sheet
with all the different questions listed across the top, and the
ID number of cach respondent listed down the side. Then
compile summary sheets on which vou record all vour find-
ings about cach specific question,

Statistics

Oncee you have tallied the information, vou will have to
decide which statisties vou will use in order to make vour
findings clear to others ere are several types:

® frequency: the number of identical responsces to a given
question. Raw frequencics, however, don't make much
sense by themselves. For example, 75 programs may report
that they offer health bencfits, but it will make a big differ-

ERIC 21
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ence to know whether the total sample was 80 programs
or 800.

® pereentage: the number of identical responses to a ques-
tion. divided by the total number of respondents For
example. if 75 out of 300 programs offer health henetis,
the pereentage would be 25%. Pereentages are casy to
understand. and allow for comparisons between groups of
different size

® average: the sum of all respoases to a given question,
divided by the total number of respondents This will let
vou know what wage most people reccive. for example,
but the figure can be thrown off casily if there are a couple
of very high or very low scores In such a cas¢e vou may
want to caleulate the median mstead the nudpeint n
the distribution. above and below which 50% of the scores
will fall

® range: the distance between the nghest and lowest scores
in response to a given question You may say, for example.
that“ tea 2her assistants in private programs carm anvwhere
from 83 35 to $5 80 an hour ” Information reported this
way provides a good overview of the situation

Bevond these methods of reporting, data. vou may also
want to find out whether any differences vou observed among
sub-groups in vour samplc arce “significant” or due to chance.
Does a comparison of turnover rates at private and public
programs, for example. refleet real differences between pro-
grams, or is the variation just a coincidenee” Such ealeula-
tions, however. will require more sophisticated statistical
methods.

Although we have been focusing on numeri qal reporting
of data. remember that deseriptive or qualitative inforimation
18 also important. If people wrote commeits on your survey.
or gave interesting answers to the open-cnded questions.,
these can add a human clement to your report that is often
lost in page after page of numbers.

RIC 22
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Making The Best Use
of Your Findings

The most imporeant part of conducting a survey is how
vou publicize vour results Having all the data m the world
s uscless unless it reaches people. Unfortunately, many
groups and individuals who conduct SUrveys run out of steam
at this point in the process In making vour plans, be sure
that vou allow time and energy for getting the word out.

Begm with a short, simple. attractive artiele which suim-
marizes vour findings clearly Send it to loeal newspapers
(don’t overlook small, free neighborhood papers) and news-
letters of carly clildhood, women's. and parenting groups
(especially local NAEYC affiliates and child care resource
aud referral agencies) Turn the artiele into a one- or two-page
fact sheet which can he distributed ar meetings and other
everes Athough at may be difficult to condense all vour
findings into onc or two pages, most people will not read
much more than that A\ brief sunmmary s essential for wide
distribution, but let readers know that more detailed informa-
tion as available upon request

Asurvey report should include the followmng:

B a desceription of your sample, and of how vou collected
and analvzed the mformation

B a summary of key findings  Include the most dramatic
facts and those which vou think will be of most interest
to vour audienee Use tables or charts to illustrate impor-
tant patterns (Scee sample on next padc )

¥ some interpretation of the findings: What do they mean®
Is any of the data new or surprismg® How do the findings
compare with those in previous survevs, in other com-
munitics, or i comparable professions® Where are they
in relation to the poverty level, or vour local or statewide
median income® Comparisons with wages in other jobs
— espeenally unskilled jobs such as in fase food chains —
have an immediate impact.

RIC R
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SAMPLE CHART

Median Anaual

Profession Income 1934
Child cere worker $ 9,204
Receptionist

Cashier $ 8,840

Recreatior worker

Bartender $10,600
Bank teller

Wholesale/retail buyer $19,500

Flight sttendant

Real eatata sgent $19,000
Librarien
Regiatered nurase $21,000

Dieticien/nutritionist

Urban planaer $29,600
Medical records

technicisan
Architect $28,600
Meteorologiat

Computer systems analyst  §34,632
Bank manager
Accountant $19,500

Social worker, B.S.W.
M.S.W.

(Sourcs: Occupational Outlook Handbook, 1986.)
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Aversge Annual
Income 1984

$13,780

$15,000

$10,800

$13,000

$18,791

$18,980

$13,200

$16,107

$28,600

$15,700
$20,100




O

ERIC

Aruitoxt provided by Eic:

Your public library can help vou find information about
average wages and standards m other jobs m vour commu-
nity, and will probably have national referenee books such
as the annual Occupadonal Outlook Handbook. Informa-
tion from the Consumer Price Index may also be helpful.
In West Los Angeles, for example, CCEP was able to point
out that while teachers” wages rose 18% and aides’ wages
rose 14% between 1980 and 1983, the cost of hiving had
risen 19% Thus, what appeared to be an inerease in carn-
ings was actually a deerease in purchasing power

® a summary with conclusions and recommendations. This
is your chance to suggest improvements m the field After
conducting a survey, for example, one referral ageney de-
cided to list in its job bank only jobs which offered at least
the average wage m the community. Try formulating a
policy: What would vou recommend to someone setting
up a uew child care center or to a program trving to revise
its salary schedule?

But don’t stop with one article or fact sheet Try making
the release of vour survey results part of an event which will
grab wider attention: a press gathering, a lobbyving day at the
state legislature, a child care worker day, a conference, a
fair, or a party. In the Minneapolis area, the Child Care
Workers Alliance promoted a Child Care Worker Day, by
placing an ad in Parcnt Magasine, with a crreulation over
JO,000. (See next page.)

Your Audience

Different audienees will have different interests and points
of view — child care workers, parents, legislators and public
policy makers, community groups, the media. In order to
attract the widest possible attention, be prepared to follow
up vour brief fact sheet by adapting vour arguments and
emphases according to differenees in outlook

Child care workers: Call an area-wide mecting of teachers
and directors to discuss the survey results and shared prob-
lems, and to brainstorin solutions, At a scries of meetings
following a survey in southern California, for instance, child
are staff shared personnel policies and developed a group
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ANYONE WHO

ANSWER

/“--'“"Y"

S THISAD

A
SPECIAL DAY.

Few of onr resources are put
into the care of young child-
ren resulting in difficult
working conditions and low
pay for child care workers,

A small step parents can
take to improve conditions

is to observe Child Care
Workers Day on April 10th.
Show them how much you
appreciate them with a small
gift, a bonus, a flower or just
akind word.

Another step you an take

is to contact your state rep-
resentative and veice your
concerns about dayeare
working conditions and
salaries. Our representatives
need to know that parents
are concerned about child
care issues.

Let's make this a memorable
day for our child care
workers. They deserve it.

APRIL 10TH
CHILD CARE WORIKER DAY

This ad made possible by the Child Care Workers Alliance,
3602 4th Avenue South Minneapols MN 55409 ond concerned parents

This advertisement was placed by the Child Care Workers Alhance
in Parent Magasine in Minneapolis to promote their Child Care
Worker Day.
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insurance plan. Call your local college Early Childhood Edu-
cation department, too, and ask if you can discuss vour find-
ings with the faculty Suggest makmg a presentation to classes
about thesc issucs

Make voar statisties work for you, not against vou. Be
prepared to ward off negative consequences. some people
may usce vour figures to justify payving low wages. Make it
very lear that vou are not ree mmendmg the going rate as
an adequate salar

Cl "1 sare stafi v ill respond differently to the data depend-
ing on wh ¢her tiey carn less than, the sanie as. or more
than t'.C aver.ge salary Eacit of these groups wili need assis-
tance in interpretng the data. The case 1s simplest for thosc
who carn less than average pay: the facts will be a clear
rationale for a raise For those whose carnings arce average,
it will be necessary to aruculate what's wrong with the status
quo Information about turnover is critical, as well as the
number of child care workers who find 1t neeessary to hold
sceond jobs. or to reeeve food stamps or other forms of
assistance. in order to stay m the field Those who carn more
than the average may find it very awkward to complain or
to ask for improvements lere 1ts helpful to draw compar-
sons with other jobs which require similar education and
training, especially ficlds which are dominated by men rather
than women

When discussing results with people m the field. it's alwavs
important to keep m mind how these facts affeet people
personally It the results are not accompanmed by a plan to
upgrade wager, they may contribute to a feeling of Fapeless-
ness and ceven lower morale — or the conelusion that it's
foolish to reman workmg in child care!

Be sure to share your results with the Child Care Employee
Project, NAEYC, and other national and statewide child care
groups. Checek their newsletters and journals, too, such as
CCEP's Child Care Emplovee News, to stay informed about
how child care workers are doing in other parts of the country.
Parents: Parents are potentially strong allies in a campaign
for better salaries and working conditions, but unless they
are approached sensitively they mav feel hke adversaries
Changes whic? cost moncs, after all, iay mean an increase
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in their fees. and child care is already expensive. Still, many
parents do not k ow how poorly paid their children’s care-
givers are — they may assume that high fees mean decent
wages — and survey information may produee anoutpouring
of shock and support.

arents are especially receptive to arguments about staff

turnover and the quality of care: if the most quahfied teachers
arc unable to stay in the ficld, it's the children who suffer.
Share with parents the latest rescarch findings that the con-
sisteney and training of statf are the key to quality child care
(Howes, 1986). Hold parent mectings at centers. if the staff
are uncomfortable about raising these ssues, an outside
speaker may help If parents resist a fee inerease. talk about
fundraising activitics, creating a sliding scale to make fees
more equitable, and joining in a letter-writing and lobbying
ampaign for better public funding. Sharce copies of NAEYC's
pamphlet, “Where Your Child Care Dollars Go,” and CCEl's
brochure, “What Every Parent Should Know About Child
Carc Providers.”
Legislators and Policy Makers: Arguments focused on the
economics of child care will make the most sense to this
audicnee. If vou are asking for more public funding. point
out the ways in which child care saves money: fewer families
dependent on welfare, a deereased need for remedial services
during children’s school years. Comparisons with the poverty
level, local medien income, and salaries in other ficlds —
both unskilled and wita comparable skills — will be especially
effective. Keep your presentation eve-catching and short,
using charts whenever possible: these people are already
besicged daily with too much to read.

Legislative lobbying for improved salaries has begun to
“pay off” in the past few years. Advocates in Massachusetts
obtained a $5 million increase in the 1986 state child care
budget earmarked for upgrading child care worker wages in
state-funded centers; the same vear, Connceeticut workers
won a $3.7 million increase. In the spring of 1987, Minnesota
passed legislation to reward state-funded centers which pay
higher salaries: centers which pay 110% of their county’s
average salary can now receive up to 125% of the standard
reimbursement rate.

O
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Recent headlines in the New York Times and the Washington
Post reflect changing awareness of child care worker’s plight.

Community Groups: Sharc vour data with other groups in-
terested in children’s and women's issucs, such as NOW, the
Junior League, the YWCA and YMCA, churches, unions, and
major emplovers The YWCA, for instance, has made ras-
ing child care salaries onc of its national prioritics. Unions
and emplovers nced to be educated about the true costs of
child carc if they are considering a program for members
or emplovcees.

All these groups may also have access to resources which
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are not traditionally available to child care programs. Raising
their awareness may gein vou powerful new allies.

Community Grougs: Share vour daza with other gronps in-
terested in children’s and women's issues. such as NOW, the
Junior League, the YWCN and YMCA, churches. unions, and
major emplovers The YWCA, for instance, has made ras-
ing child care salarics one of its natonal priorities Unions
and emplovers need to be educated about the true costs of
child carc if they are considermg a program for members
or emplovees.

All these groups may also have aceess to resources which

are not traditionally availlable to child care programs. Raising
their awarceness may gamn vou powerful new allies.
The Media: Be thorough in contacting local newspapers. both
large and small, as well as radio and television stations In
qach one, locate those writers or producers who routiely
cover “human interest” stories, labor issues. women, chil-
dren, and fanulies You may have a hard time catching therr
interest, but he persistent: making vour survey results part
of a larger event or senies of actions will help Reporters may
be especially reeeptive if they are parents and child care
consumers themselves When vou send out copies of vour
news release, include the names and phone numbers of
people who can be called for personal interviews For more
suggestions . see NAEYC's booklet. “Making News: An Affiliate
Guide to Working with the News Media,” and CCEP's booklet,
“Managiny, the Mcedia Maze ™

Salary surveys arc one of the best tools to form the public
about the conditions child care workers face The facts gen-
crated can help explain why there is ashortage of lugh-quality
child care for the growing number of children in need. By
demonstrating how workers subsidize the child care dehvery
svstem through their low wages, and hov these wages make
it difficult for programs to recruit and retain a quahfied staff,
salary survevs can be used to build public support for a better
child carc system We hope this guide has been useful to
vou, and that you will share vour experiences and survey
results with the Child Care Emplevee Projeet Write or call
us at P.O. Box 5003, Berkeley, CA 94705: (415) 653-9889.
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Part of a brochure produced by a Portland group to raise
community awareness about child care workers.
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CHILD CARE STAFF SALARY AND WORKING CONDITIONS SURVEY

WIIAT WE'RE ASKING YOU TO DO:

* Please read and follow all directions carefully. Never
check more than one answer to a question unless the instruc-
tions tell you to check more than one. Although this survey
appears long, it takes less than 30 minutes to complete.

* Please do NOT write your name anywhere on the questionnaire.
We have given each questionnaire a number to help us keep
track of which centers have returned their forms and which
need reminders, but all the information you provide will be
held in strict confidence, including that describing your own
job.

* Please try to answer every question (except those that w= ask
you to skip). If you're not sure of the answer, give us your
best estimate. If you think an answer might be misleading,
feel free to add explanatory notes.

* 1f there are any questions you prefer not to answer, please
omit those and answer the rest. Given the importance of this
survey to the child care community, we will appreciate your
answering most, if not all, of the questions.

* Please fill out the questionnaire and mail it back ir the
enclosed eunvelope as soon as possible.

* Below are definitions of the job titles we have used in the
survey. Please read them carefully. Then, if you have any
questions about this definition, please call us at the
number indicated on our cover letler, and we'll try to
clarify what I- meant. If this involves a toll call, feel
free to call collect. (Be sure to complete those questions
which describe your job in addition to those questions about
people you supervise.)

What We Mean by Different Job Titles: For the purposes of this survey :
TEACHER refers to persons in charge >f a group of children, often with
staff supervisory responsibilities; including head or lead teachers.
ASSISTANT TEACHER refers to persons working under the supervision of a
teacher who help with care & ediication of a group of children.
TEACHER-DIRECTOR refers to rersons with both teachirg and administrative
duties.

DIRECTOR refers to persons who have primary responsibility for admini-
stration of the program.

Ve appreciate your cooperaticn in this important research prcijact.

“PERMISSION TO REPRODUCE THIS
MATERIAL IN MICROFICHE ONLY ID#
HAS BEEN GRANTED BY o

cee? CAT
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THE FOLLOWING QUESTIONS ARE ABOUT TEACHERS. REMEMBER BY TEACHERS
WE MEAN A PERSON IN CHARGE OF A GROUP OF CHILDREN, OFTEN WITH STAFF
SUPERVISORY RESPONSIBILITIES.

1. How many teachers are on your pa/roll?

TEACHERS [ 1 NONE ----» PLEASE SKIP TO QUESTION 12
5-8
2. We are interested in the length of time different teachers have
been working in your program. For each space below, indicate the
number of teachers who have been employed for that time period.
) less than six months 9-11
at least six months but less than a year 12-14
___at least 1 year but less than 2 years 15-17
. at least 2 years kit less than 3 vears 18-20
at least 3 years but less than 5 years 21-23
more than 5 years 24-26
3. FHow many teachers, if any, have left your program in the last 12
months?
TEACHERS [ ] NONE ----»» PLEASE SKIP TO QUESTION 6
- 27-29
4. Of those who have left in the last 12 months, how many fall into
each of the following cateqories? IF NONE IN A CATEGORY, WRITE "0".
fired or dismissed for inadequate performance 30-32
___laid off because of low e, rollment 33-35
laid off for reason other than low enrollment 36-38
voluntary (employee terminated of own accord) 39-41

(14 none Left voluntarnily, SKIP TO QUESTION 6)
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There are many reasons teachers have for leaving child care
programs voluntarily. For each reason listed below, please
indicate whether or not it was a reason for teacher(s) leaving
your program in the last 12 months.

A major A minor Not a
reason reason reason

Accepted a job in another early
childhood education program

Accepted a job in an elementary school. [ ]

Accepted a job unrelated to early
childhood services. . « « ¢« « ¢ « « . .

Disatisfied with the pay. . . . . . . .
Dissatisfied with the benefits. . . . .

Dissatisfied with program policies and
Procedures. . . . + o 4 o o & o 4 o e .

Dissatisfied with the working conditions
Job too stressful . . . .
Conflict with coworkers .

I'] health. . . . . . . .

Maternity/paternity leave

Family mocve .« « « ¢ ¢ v ¢ ¢ ¢ & o« o .
Problems with own family's child care
arrangem nts (e.o. too costly, trans-
portation, etc.). . . . . . . . . ..

Other personal reasons. . . . . . . .

Return to school in early childhood
education .« ¢ ¢ 4 ¢ 4 4 e 4 e e 4 e e

Return to school in elementary education

Return to school in field unrelated to
early childhood . . . . . . . « ¢« « . .

Additional comments:




6. Thinking about the last time you tried to fill a teacher vacancy,
how long was it from the time the teachei left and a replacement
was hired?

CHECK ONE ANSWER:

[ J] .. . less than a week

L]. .. 1o0r 2 weeks

[ 1. .. 3 o0r 4 weeks

[ J]. . . more than a month

7. Do you require any education, experience or credential beyond what
is required by licensing regulations for your teachers?

1] No ----» PLEASE SKIP TO QUESTION 9
(1] Yes for head teachers only
L] Yes for all teachers

8. If yes, what do you require?

9. Indicate the number of teachers in your program who are:

IF NONE IN A CATEGORY, WRITE "0".

male

female

59

60

61

62-64




10. Indicate the number of teachers in your program who are:
1, NONE IN A CATEGORY, WRITE "0".

Black

White,'Caucasian

Asian/Pacific Islander

Hispanic

American Indican/Alaskan Indian

Other

11. 1Indicate the number of teachers in your program who are:
1F NONE IN A CATEGORY, WRITE "0".

under 20 years of age
between 20-24 years old
between 25-29 years old
between 30-39 years old
between 40-49 years old
over 50 years old

THE FOLLOWING QUESTIiONS ARE ABOUT ASSISTANT TEACHERS. REMEMBER BY

ASSISTANT TEACHERS WE MEAN A PERSON WORKING UNDER THE SUPERVISION OF A
TEACHER.

12. How many assistant teachers are on your payroll?

ASSISTANT TEACHERS [ ] NONE ----»» SKIP TO QUESTION 23

ool

65-67

¢8-70

71-73

74-76

77-79

11-13

14-16

17-19

20-22



13. We are interested in the length of time different assistant

teachers have been working in your program. For each space below,
indicate the number of assistant teachers who have been employed

for that time period. TIF MONE IN A CATEGORY, WRITE "0".

less than six months 23-25
at least six months but less than a year 26-28
at least 1 year but less than 2 years 29-31
at least 2 years but less than 3 years 32-34
at least 3 years but less than 5 years 35-37
more than 5 years 38-40

14. How many assistant teachers, if any, have left your program in the
last 12 months?

ASSTISTANT TEACHERS [ ] NONE ----» SKIP TO QUESTION 17

41-43

15. Of those who have left in the last 12 months, how many fall into
each of the follow ing categories? IF NONE IN A CATEGORY, WRITE "¢".

fired or dismissed for inadequate performance 44-46
laid off because of low enrollment 47-49
laid off for reason other than low enrollment 50-52

voluntary (employee terminated of own accord)
(1§ none Legt voluntarnily, SKIP TO QUESTION 17) 53-55

(GO TO NEXT PAGE ----p» )
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16. There are many reasons assistant teachers have for leaving child
care programs voluntarily. For each reason listed below, please
indicate whether or not it was a reason for assistant teacher(s)
leaving your program in the last 12 months.

A major A minor Not a

reason reason reason

A. Accepted a job in another early

childhood education program . . . . . . . (] (] 56
B. Accepted a job in an elementary school. [ ] (] L] 57
C. Accepted a job unrelated to early

childrood services. « e e . [ ] [ ] [ ] 58 |
D. Disatisfied with the pay. « « « « « . . | ] L] L] 59
E. Dissatisfied with the benefits. . . . . [ ] [ ] [ ] 60
F. Dissatisfied with program policies and

procedures. « « « +« + s+ o « o+« o o . [ ] [ ] [ ] 61
G. Dissatisfied with the working conditions [ ] (] L] 62
H. Job too stressful . . . . « v « v o . . [ ] [ ] [ ] 63
I. Conflict with coworkers . . . . . . . . [ ] [ ] [ ] 64
J. I1l health. . . . . +« +v ¢« ¢ ¢« v v« « . [1] [ ] [ ] 65
K. Maternity/paternity leave . . . . . . . [ ] [ ] [ ] 66
L. Family move . « « ¢« v v ¢ 2 ¢ ¢« o« « « .« [ ] [ ] [ ] 67
M. Problems witl: own family's child care

arrangement.s (e.g. too costly, trans-

portation, <tc.). .+ . . .o o . . .. L . [ ] [ ] [ ] 68
N. Other perscral reasons. . « « ¢« « « « . [ ] [ ] [ ] 69
O. Return to school in early childhood

education + + + + 4 4 4 e e v e oo o [] (] (] 70
P. Return to school in elementary education [ ] [ ] [ ] 71
Q. Return to school in field unrelated to

early childhood . . . . . . . . . . . . [ ] (] ] 72

Additional comments




17.

18.

19.

20.

Thinking about the last time you tried to fill an assistant teacher
vacancy, how long was it from the time the teacher left and a
replacement was hired?

CHECK ONE ANSWER.

[ 1. . . less than a week

[ J...1o0r 2 weeks

L 1. . . 3 or 4 weeks

[ J]. .. more than a month

Do you require any education, experience or credential beyond what
is required by licensing regulations for your assistant teachers?

L] No ----p» PLEASE SKIP TO QUESTION 20

[ ] Yes for all assistant teachers

If yes, what do you require?

Indicate the number of assistant teachers in your program who are:
1F NONE IN A CATEGORY, WRITE "(".

male

female

73

74

75

76




2l1. 1Indicate the number of assistant teachers in your program who are:
IF NONE IN A CATEGORY, WRITE "o".

Black 2-4
White/Caucasian 57
Asian/Pacific Islander 8-10
Hispanic 11-13
American Indican/Alaskan Indian 14-16
Other

22. 1Indicate the number of assistant teachers in your program who are:
IF NONE IN A CATEGORY, WRITE "0".

under 20 years of age 17-19
between 20-24 years old 20-22
between 25-29 years old 23-26
between 30-39 years old 27-29
between 40-49 years old 30-32
over 50 years old 33-135

THE FOLLOWING QUESTIONS ARE ABOUT TEACHER-DIRECTORS. REMEMBER BY
TEACHER-DIRECTORS WE MEAN A PERSON WITH BOTH TEACHINC AND ADMINISTRATIVE
RESPONSIBILITIES.

23. How many teacher-directors are on your payroll?

TEACHER-DIRECTORS [ ] NONE ----» PLEASE SKIP TO QUESTION 31

36-38

> 40




24. We are interested in the length of time different teacl.r-directors
havs: been working in your program. For each space below, indicate
the number of teacher-directors who have been employed for that
time period. IF NONE "N A CATEGORY, WRITL "¢".

iess than six months

at least six months but less than a year
at least 1 year hut less than 2 years

at least 2 years but less than 3 years

at least 3 years but less than 5 years

more than 5 years

25. How many teacher-directors, if any, have left your program in the
last 12 months?

TEACHERS JIRECTORS [ ] NONE ----» SKIP TO QUESTION 28§

26. Of those who have left in the last 12 months, how many fall into
each of the follcwing categories? IF NONE IN A CATEGORY, WRITE "¢".

fired or dismissed for inadequate performance
laid off because cf low enrollment

laid off for reason other than low enrol lment

voluntary (employee terminated uf own accord)
2§ none Legt voluntarnity, SKIP TO QUESTION 2§)

39-41

42-44

45-47

48-50

51-53

54-56

57-59

60-62

63-65

66-68

69-71




27.

There are many reasons teacher-directors hav for leaving child
care programs voluntarily. For each reason listed below, please
indicate whether or not it was a reason for teacher-director(s)
leaving your program in the last 12 months.

A major A minor Not a

reason reason reason

A. Accepted a job in another early

childhood education program . .. ... [ ] [ ] (]
B. Accepted a job in an elementaryv school. [ ] (] L]
C. Accepted a job unrelated to early

childhood services. . . . . . . . . . . [ ] L] (]
D. Disatisfied with thepay. . . . . . . . [ ] [ ] [ ]
E. Dissatisfied with the benefits. . . . . [ ] [ 3 (]
F. Dissatisfied with program policies and

procedures. . . . . . ¢ s 4 o e o ... [ ] (] L]
G. Dissatisfied with the working conditions [ ] [ ] [ ]
H. Job too stressful ... ... ... .. . [] [ ] [ ]
I. Conflict with coworkers . . . . . . . . [ ] [ ] (]
J. Illhealth. . . . .. .. .. .. ... [] L] L]
K. Maternity/paternity leave . . . . . . . [ ] ] (I
L. Familymove . . . . . « v v « ¢ « « « . [ ] [ ] L]
M. Problems with own family's child care

arrang:=ments (e.g. too costly, trans-

portation, etc.). . .+ . . 4 . o v v .. [ ] [ ] [ ]
N. Other personal reasons. . . . « . . . . [ ] L] L]
O. Return to school in early childhood

educacion . . . . . 4 4 4 e e e e o .. [ L] (]
P. Return to school in el- -~ntary education [ ] L] [ ]
Q. Return to school in field unrelated t.

early childhood . . . « v v v v v v . « [ ] (] [ ]

Additional comments:
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28. Thinking about the last time you tried to fill a teacher-director
vacancy, how long was it from the time the teacher-director left
and a replacement was hired?

CHECK ONE ANSWER.

[ 2. . . 1less than a week

[ J]. . .1 or 2 weeks

L) ... 3 o0or 4 weeks

[ J]. . . more than a month

29. Do you require any education, «xperience or credential beyond what
is required by licensing regulations for your teacher-directors?

(I No ----p PLEASE SKIP TO QUESTION 31

[ ] Yes

30. If yes, what do you require?

THE FOLLOWING QUESTIONS ARE ABOUT DII'SCTORS. REMEMBER BY DIRECTORS WE
MEAN A PERSON WITH BOTH TEACHING AND ADMINISTRATIVE RESPONSIBILITIES.

3l. How many directors are on your payroll?

DIRECTORS [ ] NONE ----» PLEASE SKIP TC QUESTION 39

43
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32. We are interested in the length of time different directors have
beer working in your program. For each space below, indicate
the number of directors who have been c.iplcved for that time
period. T1F NONE IN A CATEGORY, WRITE "0".

less than six months

at least six months but less than a year
at least 1 year but less than 2 years

at least 2 years but less than 3 years
at least 3 years but less than 5 years

more than 5 years

33. How many directcrs, if any, have left ycur program in the last 12
montrs?

___ DIRECTORS [ ] 'ONE ----» PLEASE SKIP TO QUESTION 34

34. Of those who have left in the last 12 months, how many fall into
=zach of the following categories?

fired or dismissed for iradequate performance
laid off because of low enrollment
laid off for reason other than low enrollment

volunitary (employee terminated of own accord)

44
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35. There are many reasons directors have for leaving child care
programs voluntarily. For each reason listed beloss, please
indicate whether or not it was a reason for director(s) ieaving
your program in the last 12 months.
A major A minor Not a
reason reason reason

A. Accepted a job in another early

childhood education proaram . . . . .. (] L] L] 56
B. Accepted a job in an elementary school. [ ] L] L] 57
C. Accepted a job unrelated to early

childhood services. . . . . « . « . .. [ ] L] L] 58
D. Disatisfied with the pay. « « « « « . . [ ] L] L] 59
E. Dissatisfied with the benefits. . . . . [ ] (1] L] 60
F. Dissatisfied with program policies and

procedures. . . +« « 4 4+ o o « « « o o« [ ] [ ] L] 61
G. Dissatisfied with the working conditions [ ] Lo [ 3] 62
H. Job too stressful . . . . .« « « ¢ v+« « [1] [ ] L] 63
T, Conflict with coworkers . . . . . « . . [ ] L] L] 64
J. Ill health. « v v v ¢« v v v v o o . .. [1 L] L] 65
K. Maternity/paternity leave . . . . . . . [ ] [ 3 L] 66
L. Familymove . « ¢« ¢« ¢« ¢ ¢ v « ¢ o« « « « [13 L] [ ] 67
M. Problems with own family's child care

arrangerents (e.g. too costly, trans-

portation, etc.). + + ¢« + ¢« ¢ ¢« o o . . [ ] L] [ 3] 68
N. Other personal reasons. . . . « . « « . L[ ] L] L] 69
0. Return to school in early childhood

education « + « « + . 4 . e . .. .. [ L] L] 70
P. Return to school in elementary education [ ] L] L] 71
Q. Return to school in field unrelated to

early childhood . . . « « « « « « « « . [ 1] L] L] 72

Additional comments:
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36. Thinking about the last time you tried to fill a director vacancv,
how long was it from the time the director lett and a replaceme.t
was hired?

CHECH ONE ANSWER.

[ J. . . less than a week
[ J. .. 1or 2 weeks
[ J. .. 3 or 4 weeks
( J.. . more than a month
37. Do you require any education, experience or credential beyond what
is required by licensing reqgulations for your directors?

L] NO ----p» PLEASE SKIP TO QUESTION 39

L] Yes

38. 1If yes, what do you require?

(GO TO NEXT PAGE ----»» )
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39. Working Conditions

Below is a list of working condtions that are sometimes provided to
teaching staff. For each one, please indicate in the first column
whether or not you offer it to assistant teachers at your center.
In the second column, please indicate whether or not you offer it
to other teachers.

Provided for Provided for
Te' -hers \ssistant Teachers

A. Paidbreaks . « « « « « « « « « . [ ] yes [ 1] no, [ ] yes [ ]no
15

B. Paidlunch. . . . . . .+ .+ .. .[1yes [ ]nc [ Jyes [ ]no
16

C. Paid preparation/planning time. . [ ] yes [ ] no_ [ Jyes [ ]no
17

D. Payment for attendance at

staff meetings. . . . . . . . . . [ Jyes [ Jno [ Jyes [ Jno

[ N

E. Payment for attendance at
on-site inserviece training. . . . [ Jyes [ ] no L

(o)

ves [ ] no
19

F. Paid release time fcr off-site

training, workshors, etc. . . . . [ Jyes [ ] no [ Jyes [ ] no
20

G. Written job description . . . . . [ lyes [ ] no [ Jyes [ ] no

e

H. Formal grievance procedure. . . . [ yves [ ] no [ Jyes [ ] no

e

no [ Jyes [ ]no
10 23

I. Written contract. . « «. « «. « . « [ ] ves L

J. Written saiary schedule . . . . . [ Jvyves [ ] no [ Jyes ¢ ] no
i1 24
K. Yearly cost of living increase
inwages. . . .+« . ¢ 4 e v o . o[ ] vyes [ ]no [ ] yes L ] no
12 25
L. Periodic merit increases in wages [ ] yes { 1 no [ ] ves [ ] no
13 26
M. Compensation (either financial
or time off) for overtime . . . . [ Jyes [ ] no [ Jyes [ ]no

14 27
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40. Benefits

Below is a list of benefits that are sometimes provided to teaching
staff. For each one please indicate in the first column whether or
not you offer it to teachers at your center. 1In the second column,
please indicate whether or not you offer it to assistant teachers.

Provided for Provided for
Teachers Assistant Teachers
A. Reduced child care fee for
parent employees. . . . . . . . . [ Jyes [ ] no [ 3yes [ ] no
28 47
B. Educational stipend to cover
works nops, conferences, etc. . .[ ] yes [ ] no [ ] vyes [ 1] no
29 48
C. Paid maternity/paternity leave. . [ ] yes [ J] no [ ] yes [ ] no
30 49
D. Unpaid job protected maternity/
pateinity leave « « « . . . . . . [ Jyes [ 1no [ Jyes [ ] no
31 50
E. Sick leave. . . . . . . . . . . . [ ] yes [ ] no [ Jyes [ ] mno

32 51

F. Paid holidays « . « « v « « « « . . Jyes [ ] no [ Jyes [ ] no
* 33 * 52
How many days do How many days do
you offer? you offer?
days per year. days per year.
34-35 53~54
G. Annual paid vacations . . . . . . [ Jyes [ J no [ Jyes [ ] no
* 36 * 55
1
How many days do How many days do |
you offer? you offer?

days per year. days per year.
37-38 56~57




Benefits (cont.) Provided fdr Provided for
Teachers Assistant Teachers

H. Health coverage . . . . . . . . . [ Jlyes [ 3] no [ Jyes [ Jno
| 39 [ 58

Y u

Available but unpaid. . . . . [ ] yes [ ] no [

—d

yves [ ] .o

Ld

Fully paid by program . . . . [ Jyes [ ] no [ Jyes [ 1no
Partially paid by program . . [ J yes [ ] no [ Jyes [ ]no

Available to dependents . . . [ Jyes [ ] no [ Jyes [ ] no
40 59

I. Dental coverage . . . . . « . . . [ ] yes [ J no [ ] yes [ ] no

]
| —

Available but unpaid. . . . . [ ] yes [ Jno [ ] yes no
Fully paid by program . . . . [ Jyes [ ] no [ Jyes ( ] no

Partially paid by program . . [ J yes [ ] no L Jyes [ ] no

Available to dependents . . . [ Jyes [ ] no [ Jyes [ ] no
a2 61
J. Life insurance . . . . . . . . . [ ] yes [ J no [ ] yes [ J o

Available but unpaid. . . . . [ Jyes [ ] no [ Jyes [ ] no

Fully paid by program . . . . [ Jyes [ ] no i Jyes [ ] no

Partially paia by program . . [ J yes [ ] no f Jyes [ ] no

Available to dependents . . . [ Jyes [ ] 10 [ Jyves [ ] ro

a4 63

K. Pension Plan. . « « « « « « « « . [ ] yes f J no [ ] yes [ 3 no
l 45 I 64

Available but unpaid. . . . . [ ] yes [ J no L] yes [ J no

Fully paid by program . . . . [ Jyes [ ] no [ Jyes [ ] no

Partially paid by program . . [ J yes [ ] no [ Jves [ ] no

™
et

no [ Jyes [ ] no
a€ 65

Available to dependents . . . [ ] yes

Additional comments on benefits:
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Salaries

(To estimate an hourly wage, divide gross earnings for each

pay period by the number of hours worked during that time)

41.

42.

43.

Do all teachers receive the same starting salary regardless of

qualifications?

[ ] Yes

\

What is the starting hourly

[ ] No 66

\

What 1is the starting hourly

wage for all teachers? range for teachers?
$ per hour S to $ per hour
67-71 77-76 2-6
Do all assistant teachers veceive the same starting salary
regardless of qualificati.ns?
[ 2 Yes [ ] No 7

\

f

What is the starting hourly

Wnat is the starting hourly

wage for all assistant teachers? range for assistant teachers?
$ per hour S to $ per hour
8-12 13-17 18-22
Do all teacher-directors receive the same starting salary
tegardless of qualifications?
[ ] Yes [ J]No 23

\

\

What is the starting hourlv
wage for all teacher-directurs?

$ per hour
24-28

What is the starting hourly
range for teacher-directors?
S to $ per hour

29-33 34-38

19




44. 1Is there a starting salary range for the director?

[ ] Yes

\

[ ] No

\

39

range for diirectors?

What is the starting hourly wage

range for directors?

What is the starting hourly

$ per hour S to s per hour
40-44 45-49

45. What hourly wage does the highest paid person in each category

currently earn? -

A. Teacher . . . . . . . $ ____ per hour 50-54

B. Assistant Teacher . . § per hour 55-59

C. Teacher-Director. . . $ per hour 60-64

D. Director. . . . . . . $ per hour 65-69
46. What hourly wage does the lowest paid person in each category

currently earn?

A, Teacher . . . . . . . . § per hour 2-6

B. Assisian: Teacher . . . $ per hour 7-11

C. Teacher-Director. . . . $ _ per hour 12-16

D. Director. . . . . . « « § per hour 17-21

ol
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47.

48.

How severe are the following problems in your center?

CHECK ONE BOX FOR EACH PROBLEM.

This is not
a problem

L]

Much less
qualified

L]

L]

L]

L]

This is a
This is a problem but This is a
major problem not major minor problem
Retaining L] L] L]
staff
Finding L] L] L]
substitutes
Filling L] L] L]
teaching
vacancies
Finding L] L] L]
trained staff
Securing [ ] L] L]
training
resources
Thinking about the last time you tried to fill a vacancy, how did you
feel the gualifications of the replacement compared to those of the
staff you hired one to two years ago?
PLEASE CHECKX ONE ANSWER FOR EACH CATEGORY OF STAFF.
Much more About the Somewhat less
qualified Same qualified
Teache~ ] ] L]
Assistant L] L] L]
Teacher/Aide
Teacher-Director [ ] L] L]
Director (I L] L]
21
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49.

50.

51.

52.

53.

Do teachers in your center work nnder a collective bargaining agreement?
CHECK ONE.

[ ] Yes [ ] No 31
Do assistant teachers in your center work under a collective bargaining
agreement? CHECK ONE.

[ 1 Yes [ ] No 32
Does your center participate in the Center Accreditation Project of
the National Association for the Education of Young Children?

[ J Yes [ J No 33

Are you accredited?
[ ] Yes [ ] No 34
How many children does your center currently serve in each of the

following age groups? WRITE "0" IF NO CHILDREN OF A PARTICULAR AGE
GRO''P ARE SERVED.

A. Infants 6 weeks to 12 months 35-37
B. Young Toddlers 13 months to 23 months 38-40
C. Two Year Olds 41-43
D. Preschoolers/Three and Four Year Qlds 44-46
E. Kindergarteners/5 Year Olds 47-49
F. School Age/over 5 years oid 50-52

What is the average weekly full time parent fee (or equivalent cost if
subsidized) for each of the following age groups. WRITE "0" IF NO
CHILDREN OF A PARTICULAR AGE GROUP ARE SERVED.

A. _  per week for Infants 6 weeks to 12 months 2-6
B. per week for Young Toddlers 12 months to 23 months 7-11
C. per week for Two Year Olds 12-16
D. per week for Preschoolers/Three and Four Year Olds 17-21
E. per week for Kindergarteners/5 Year Olds 22-26
F. per week for School Age/over 5 years old 27-31

22 53




54. Are your staff/child ratios more stringent (more adults per children)
than reguired by state standards?

[ ] Yes [ ] No -—--4 »  PLEASE SKIP TO QUESTION 56
] 32

\J

What are the ratios for each group served? A33-35
B36-38

C39-41
D42-44
E45-47
F48-50

55. Do you have smaller groupings of children than required by state

standards?
[ ] Yes [ ] No 51
i

What is the group size for each age of children served? A52-53
BS4-55
C56-57
D58-59
E60-61
F62-63

56. What percentage of your program revenue comes from each of the following
public sources?

IF NONE IN A CATEGORY, WRITE "o".

reimbursement rate 64-66
public voucher 67-69
direct funding 70-72
other

57. Position of person filling out survey:

73

THANK YOU FOR YOUR TIME AND EFFORT
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