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THESIS ABSTRACT

An analysis of a survey on the perception/work attitude of
parents was conducted with the participation of working
parents of Citibank, Nevada and The Palace Station
Hotel/Casino in Las Vegas. An evaluation of the results was
used to determine if a positive relationship exists between
the perceptions/attitude of parents who have access to child
care at theilr work place and those who do not have child care
benefits at work. The results show that parents who have child
care at their place of work or have access to child care close
to their place of work will suffer less distraction than those
who have to make other child care arrangements. The results of
this”study will help employers determine the benefits that

will attract and retain high quality employees.
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CHAPTER 1

INTRODUCTION

The basic belief that is found in "excellent"
companies is a very real respect for the in-
dividual. They don't just say that people are
their most important asset - they mean it and
show it! The best companies treat people as
adults, treat them as partners, and treat them
with dignity.

Tom Peters and Robert Waterman, Jr.

In Seaxrch of Excellence

Significant social and economic transformations in the
preceding decade have influenced the way parents care for
their children. The most critical factor of these changes is
the growth of women with young children in the labor force
along with the dramatic growth of single-parent families
(primarily headed by women). The increased participation in
the labor force of mothers with young children has led to
concern and even anxiety about the effects of child care on
the attitude of working parents.

The assumption that increased employment of women has a
negative impact on the attitude of working mothers appears to

be broadly accepted by researchers. More often cited is the
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concern that working mothers frequently complained about not
spending adequate time with their children than non-working
mothers (Berndt, 1983).

In the past decade, there has been an increasing demand
from society for the work place to assist parents in allevia-
ting child care stress. In 1980, the White House Conference on
Families recommended that employers become more sensitive to
the needs of their employees with family responsibilities
(Kamerman, 1983). Women's groups all over the country have
made similar recomﬁendations.

Employers cannot ignore the child care issue. Research
indicates that by 1995, three-fourths of all school-age
children and two-thirds of all preschool children in the
nation will have mothers in the work force (State of Nevada,
Bulletin No. 91-1). This information is of even more signifi-
cance to employers in the State of Nevada. In 1988, Nevada had
the highest rate of women in the work force -- 66 percent. The

national average is currently 56.6 percent.

CHILD CARE IN NEVADA
In the October 7, 1991 issue of the Las Vegas Sun,
Nevada Governor Robert Miller was quoted as saying that the
state of Nevada has the highest percentage of working mothers
in the nation. The Governor emphasized that "Nevada, of all

states, needs to have an effective and easily accessible child
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care system." (Figure 1 on page 3 shows the female labor force

‘participation rates in 1986.)
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In December, 1989, Nevada had more than 693 licensed child
care facilities able to accommodate approximately 22,815
children (State of Nevada, Bulletin No. 91-1, 1990).
A 1990 survey conducted by the State Bureau of Services
for Child Care revealed that:
* A limited number of facilities, especially in Clark
County, offer weekend or evening coverage for shift workers.
* Child care facilities licensed to accommodate a large
number of children are more available in Clark County than in
the rural areas of the state.
* Affordable child care for low income workers is scarce

in the Nevada.

COST OF CHILD CARE
A 1990 survey conducted jointly by the Bureau of Services
for Child Care and the Research Division of the Legislative
Counsel Bureau for Nevada revealed that child care is
expensive in the state of Nevada. The report states:

Child care is expensive at all economic levels, gene-
rally coming after food, housing and taxes as the
fourth largest budget item for families with children.
It comprises 10 percent of most working families' bud-
gets. For families with two children under 6 years of
age, it can consume 30 percent of the budget. Families
spend an average of $3,000 per child per year for full-
time child care. This figure is equivalent to one-third
of the income for a family of three at the poverty le-
vel (State of Nevada, Bulletin No. 91-1, 1990).

Figure 2 on page 5 shows child care cost in the state of
Nevada). The cost of child care in the state is of great

concern to employees working for the state of Nevada.



FIGURE 2

ESTIMATED WEEKLY COST OF CHILD CARE IN NEVADA,
STATEWIDE AND BY REGION, FOR LICENSED PROVIDERS

(1990)
Range Range
Ages 0-2 Ages 3 ¢ Up Average
Statewidel $65-§125 $50-590 $65
Clark County? $50-590 $42-580 563
Washoe County3 $50-595 $40-$87 565
Rural Counties?  §40-5125 $40-$125 565

l statewide figures based on testimeny during October 27,
1989, meeting of the Legislative Commission's Subccmmittee
to Study the Availability of Affordable Child Care in
Nevada, by Patricia Hedgecoth, Chief, Bureau of Services
for Child Care in the Youth Services Division of Newvada's
Cepartment of Human Resources, updated by personal ccmmu-
nication on May 30, 1990. Cost may not include additiczral
registration, food service, transportation or special
service charges.

2 sSource of Clark County data is a survey submitted to the
subcommittee by the Clark County Child Care Associaciosn,
dated November 30, 1989 (excludes low~income center).
Average was computed for cost of care for a 2-year-cld
in 112 facilities.

3 source of Washce County data is information from trne
United Way resource and referral service, perscnal
communication on May 31, 1990,

4 Figures for rural and nonurban counties based upon testi-
mony received by the subcommittee at its meeting on
March 16, 1990, The data excludes the partially subsi-
dized care provided by the Smohkey Valley Child Care Center
in Round Mountain, Nevada.

Source: Bulletin No. 91-1
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In a 1990 survey of state employees, 74 percent of the
respondents supported state government involvement in child
care for employees' children. A surprisingly high number, two-
thirds of those without children, supported state involvement.
(state of Nevada, Bulletin No. 91-1, 1990). The greatest
support for the service, the survey showed, was in Las Vegas,
Carson City and Washoe County (70 percent). Elko and the rural
areas were less supportive (37 percent and 54 percent
respectively). By a two-to-one margin, employees favored state

staffing over contracting with private child care providers.

STATE GOVERNMENT ROLE
The state has, over the years, implemented a number of
federal government child care programs that reimburse parents
for the cost of child care. Most of these programs are
administered by the welfare division as part of welfare
assistance programs or employment training programs geared
towards helping the recipients leave the welfare system.

The state legislature is considering several child care
measures involving employers. SB354 requires certain employers
to provide care at or near the place of employment, and ACR1l4
urges employers to adopt strategies to assist their employees
with child care. BAB240 establishes a program to provide
monetary assistance for working parents to obtain child care

and AB243 provides for grants to allow children of low-income
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families to participate inlatchkey programs. (See Appendix A,
B, C for details of SB354, ACR14 and AB240).

The state government is currently considering the
implementation of two child care development projects in
Carson City and Las Vegas. In a November 26, 1990 memo to
Governor Miller, Glenn B. Rock, Director of Personnel for the
state justified the project:

Changes in the work force composition reflect an ever

increasing number of families where the parent(s) work

outside the home. In a recent survey of our State emp~

loyees . . . 85 percent indicated the parent(s) work

outside the home. Studies show that high quality child

care provides improvement in employee recruitment and

retention, increases employee morale, productivity and

public image. Child care services are becoming a prior-

ity with large employers who recognize the need to at-

tract and retain quality employees.. . .

An investment in quality child care enables single

mothers to work and become self sufficient, helps fami-

lies improve their standard of living, and provides

children with a healthy head start.

The state model child care program will serve as an

example for other employers who may be considering ways

in which to meet the child care needs of their employ-

ees.

THE IMPACT OF CHILD CARE CONCERNS

Child care concerns have a negative impact on the work
attitude of working parents, single heads of households and
female employees. Nevada has the highest rate of single-parent
households of any state in the nation (State of Nevada, Bulle-
tin No. 91-1). What is the impact of child care (or lack of
it) on the attitudes of working parents? In an attempt to

understand the employee child care issue, this question was
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addressed in the context of what hospitality employers expect
from their employees. Generally, hospitality employers expect
their employees to:

a. be pleasant and courteous to guests;

b. give prompt service to guests;

c. maintain eye contact during all guest interactions;

d. work with colleagues as a team;

e. report to work as scheduled; and

f. have reliable attendance.
Very little systematic research has focused on the impact of
child care on the work attitude of parents in the hospitality

industry.

THE PROBLEM AND ITS SETTING
Statement of the Problem
The purpose of this research has been to study the impact
of availability of child care on the work attitude of the
hospitality industry employee/parent and to determine how an
industrial child care center will affect the work attitude of
these parents. In order to achieve the purpose of the study,
the survey examined the work attitude of parents who use an
Industrial Child Care Center and the work attitude of those

who currently do not have any type of child care benefits.




Hypothesis
Working parents in the hospitality industry will have a

more positive work attitude if they have industrial day care
centers since the centers will help reduce employee distra-

ction.

Purpose and Objectives of the Study
The results of this study will, among other things, help
increase hospitality industry managers' knowledge of the types
of child care benefit packages that can be implemented and how

these benefits can be used as a recruitment tool.

Delimitation
The study did not attempt to evaluate the moral or
corporate values of the hospitality operations or what the
operators think about the role of women in our society. The
research into the corporate philosophies of organizations is

too broad a subject to be covered adequately in this study.

Justification
The labor force composition shows that, increasingly, more
parents work outside the home. This has led to a great demand
for child care programs and the involvement of employers in
the child care issue. The increase in commitment to child
care issues by corporations has largely been attributed to

increasing research {and their findings) over the years into
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the problems of child care and work. Does any difference be-
tween the work attitude of parents who have industrial child
care centers and those who have to make their own child care
arrangements with no support from their employers? If a signi-
ficant difference exists, emplovers should seriously consider

providing industrial child care centers for their employees.

Definition of Terms

Work attitude - For the purpose of this study, work attitude
was defined as a person's general attitude to and perception
of his/her paid profession; the quality and amount of time and
effort that is put into the job for which he/she is being
paid.

Child Care Center - A facility where a service is provided
for parents in behalf of children to supplement daily parental
care.

Industrial Child Care Center - A day care center provided by

corporations for the children of their employees.

THE STUDY
The remainder of the study consists of the following chapters:
* Chapter II covers the literature review.
* Chapter III is an explanation of the methodology.
* Chapter IV reports responses to a series of survey
questions examining parents attitude in relation to their

employment, a brief report of interviews with government
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officials, and an analysis of survey results.
* Chapter V is a discussion of the findings and conclu-

sions of the study.
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CHAPTER 1II

LITERATURE REVIEW

INTRODUCTION
Important socio-economic changes in the past two decades
have resulted in a dramatic increase in the number of working
mothers. Today, more than half the children in the U.S. under
18 have a working mother.

The fastest growing segment of the labor force is composed
of mothers of pre-school children (Washington and Oyemade,
1984). Many of these women have the primary or sole responsi-
bility for their families; at least 43 percent of the working
women in the U.S. are single, widowed, separated or divorced
(Ananth and DeMicco, 1991). This statistic has at least one
important implication--employers will have to start examining
issues concerning the linkage of work and family. The most
important issue is child care. Employers in the United States
have, in the past, not participated in the care of their work-
ers' children (State of Nevada, Bulletin No. 91-1, 1990). How-
ever, with more women entering the work force, employers can
no longer ignore the child care issue. Some employers have
realized the implications of the child care issue in the work
place. Child care problems may precipitate absenteeism, low
morale, tardiness and low productivity. The hospitality indus-
try especially cannot not escape this problem considering the

number of single parents entering the work force and the pro-
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blem of a labor shortage in the hospitality industry. Hospi-
tality operators will have to lure workers into the industry
with attractive benefits.

In the past, employers have responded to the labor short-
age with pay increases, better working conditions and flexible
hours, but these have not ameliorated the labor problem (Huff-
man and Shrock, 1987). The time has come for the hospitality
industry to offer an innovative benefit to working parents to
induce them to apply for jobs in the hospitality industry.

This chapter will review the pertinent literature on the
impact of child care on the work habits of parents, especially
mothers, followed by a discussion of various studies done by
other authors who have previously investigated similar subject
areas. A literature review of these articles and studies inc-
ludes:

1. Work and Family: A Historical Perspective.

2. Work and Child Care.

3. Sponsors of Day Care Facilities.

4., Impact of Child Care on the Work Habits of Parents.

5. Government Support for Child Care.

6. Diverse Forms of Child Care Assistance.

WORK AND FAMILY: A HISTORICAL PERSPECTIVE
Women, historically, have always played a crucial role in
the economy of nations all over the world. Until the Indus-

trial Revolution, most jobs were performed by both men and
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women. All members of the family had to work. The question of
child care was not an issue since the family worked together
for the support of the members (Magid, 1983).

The farm was the center of economic production. Children
were fed, sheltered. educated, trained and cared for on the
farm. The roles of parents as workers and nurturers of the
young precipitated little or no conflict. "Individuals were
not separated geographically and socially, and as a result,
work and family did not constitute two separate worlds,"
(Magid, 1983). The Industrial Revolution changed all this.

In response to industrialization, farm families migrated
to the expanding cities because of economic necessity. Women
left their homes to work in the factories. Work and home be-
came separated, creating geographic and social distance be-
tween families and work.

Also, in response to industrialization, millions of immi-
grants flocked to the United States from Europe and other
parts of the world. Many immigrant women had to work to sup-
port their families. In 1890, 36 percent of black women and 14
percent of white women worked outside their homes; in 1930,
these figures increased to 39 percent for blacks and 20 per-
cent for whites. In 1948, these figures jumped to 46 percent
for blacks and 31 percent for whites. 1983 figures showed that
71 percent of black women were working compared to 64 percent
of white women (Fernandez, 1986). This information reveals

that the labor force participation of women is increasing
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rapidly with no indication that it will subside. On the con-
trary, these numbers will increase at a rapid rate in the

years ahead. In fact, many women hold two jobs.

WORK AND CHILD CARE

The results of a study published by Huffman and Schrock
(1989) on single parents reveal that:

* By 1990, at least 50 percent of working women will
return to work within one year of childbirth.

* More men will have child care responsibilities due to
the increase in dual-career families.

* Employee/parents, on an average, are absent five days
a year due to child care.

* Employee/parents spend an average of ten hours per
year, mostly at work, looking for new child care.

* Nearly half of all employee/parents have considered
quitting their jobs because of child care difficulties.

Although family responsibilities affect employees'’
productivity, employers have always assumed that employees
leave their family concerns behind when they report for work.

This assumption is erroneous. As Huffman and Schrock (1987)

state:

. .in reality, families are not invisible, and
they are never totally left behind, because peo-
ple generally have to balance work and home res-
ponsibilities. The balancing act between job and
family inevitably spills over into the work
place.
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Many employees take into consideration the availability of
child care before deciding whether to accept a job offer.
Family problems also affect employees' attitudes at work.
Family problems have often caused employees to show up late,
leave early or take time off in the middle of the workday.
Since the hospitality industry relies heavily on women
employees, industry operators need to take special interest iﬁ
employees' family needs, especially child care needs.
Employers across the nation have recognized the importance of
this issue and are offering child care as a benefit (Lansdale,
PA, 1984).
Child care can no longer be a minor concern to employers.
It has become an important employee benefit. Ralph S. Larson,
the Chairman of Johnson and Johnson, is convinced that when
employers support the child care responsibilities of employ-
ees, they are also investing in their own future (Exchange,
July/Aug., 1991). Commenting on why his company introduced an
employee child care center, Earl H. Hess, president of Lancas-
ter Laboratories, explained that his company introduced the
child care program to help employees. Hess also added that the
center has become good business strategy as well, because it
helps the company recruit in a tight labor market, keep valued
employees and increase job satisfaction. Expressing his own
opinion on the child care issue, Ted Childs, a manager at IBM,

said:
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If you have a problem with an elderly relative

or a child that is a care-giving problem, no ma-

tter what your commitment to work is, that pro-

blem will be your prilority. It will present you

with a distraction in the work place. And we

ought to respond to your problem so that we can

eliminate your distractions. It's not altruistic

(Exchange, July/Aug., 1991).
Many employers are increasingly recognizing the need to have
some form of child care assistance for their employees. Today,
it is corporations that make up the majority of employers who

recognize child care assistance as an important issue (Fernan-

dez, 1986).

WHO TAKES CARE OF THE CHILDREN?

Over the past decade, a great deal has been written
concerning the plight of working mothers. No matter where this
literature is published, be it America, Europe or Africa, the
articles all have one central theme: working mothers are going
through a great deal of stress managing work and parenting.

Working mothers lead complicated and demanding lives.
This is a truth universally acknowledged. Who takes care of
the children when mothers are away at work? Kamerman (1980),

states:

It is generally believed that most working moth-
ers continue to have primary responsibility for

their children - and for child care - regardless
of whether they are married and living with their
husbands or living alone.

For women with preschool-age children, this situation is even
more troublesome than for women with school-age children.

School age children are in school for part of the day. But
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this does not solve the problem completely since most bus-
inesses have hours which extend beyond school hours and also
operate on weekends, summer days and legal holidays. Arranging
for preschool-age children and for those who are out of school
on holidays and other hours presents an insurmountable problem
for many women.

The complex nature of child care for preschool children
has made it impossible to grasp an accurate picture of how
children are cared for when their parents are working. Surveys
on this issue have, in the past, omitted educational facili-
ties and reported only on children in centers and family day
care as "cared for" outside the home (Kamerman, 1980).

Kamerman reports that in 1976, about 50 percent of the 9.7
million three-to five-year-old children were enrolled in pre-
primary schools; about 1.5 million (15.5 percent) were in cen-
ters or family day care; and one-third attended some type of
school. Four million children under age three had mothers who
worked in 1976, and two-thirds of these women worked full-
time.

The National Infant Day Care Study reports that 121,500
children under three were in a day care center. A consumer
survey of parents found that 180,000 three-year-old children
of spent an average of thirty hours a week in centers and, in
addition, about 364,600 were cared for in family day care

homes (Kamerman, 1980).
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SPONSORS OF DAY CARE FACILITIES

The Child Welfare League of America (1984) defines day
care as a service for families provided for children and their
parents to supplement daily parental care.

Magid (1983) reports that health care facilities are the
largest supporters and providers of services to working women
in the area of child care. Friedman (1981) and Senn-Perry
(1978) had earlier attributed this to the large female work
force in the health care industry and the acute shortage of
nurses and the continuing need to recruit and retain health
care personnel.

Today, however, it is not only the health care industry
that is experiencing a labor shortage. All sectors of the
economy are experiencing labor shortages. Sponsored child
care is one way to decrease the labor shortage in the hospi-

tality industry.

DEMOGRAPHICS REVEAL THE NEED FOR CHILD CARE
PROGRAMS

The need for child care is acute and growing. About two-
thirds of all women with children under 14 years of age are
working today and this figure is increasing (Werther, Jr.
1989).

A report published in the "American Demographics"
magazine revealed that the labor-force participation rates for

women under 65 increased from 65 percent in 1980 to 78 percent
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in 1990. According to a U.S. Department of Labor report women
currently comprise 45 percent of the country's labor force and
about 70 percent of these women are between the ages of 18 to
44. The U.S. Census Bureau has revealed that 51 percent of
women who have children remain in the job market. A report by
the Nevada Employment Security Department revealed that in
1989, 43 percent of multiple job holders in the United States
were women, (see Figure 4) . This report states that the
number of female multiple job holders increased from 1.5

million in 1980 to 3.1 million in 1989.

Figure 4
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The large increase in female multiple job holders
is due, in part, to the historically lower wage
rate for women as compared to men. Additionally,
real wages have failed to keep up with increases
in cost of living, especially for individuals in
lower paying jobs. This makes living on a 40-hour
paycheck today even more difficult, especially
for women (Nevada emp. Sec. Dept. 1990).
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The report reveals further that the reason most often
given for working more than one job in 1989 was to meet
household expenses. Thirty-six percent of all "moonlighters,"
and 57 percent of widowed, divorced or separated moonlighting
females cited this as primary reason. What seems to exacer-
bate this problem is the increase in the number of single-
parent families with women as the head of household. Many
single mothers find it hard to pay both living expenses and
child care on a 40-hour paycheck, and work a second job as a
matter of necessity.

In 1988, over 70 percent of all women participated in
the labor force. This represents a 30 percent increase from
1950. Again,this is attributed to the rise in cost of living
and to the changing roles of women in society. Women no longer
believe in foregoing careers to stay at home and raise babies.
As demonstrated in Figure 5, 57 percent of women with pre-
school also held jobs in 1988, as compared to only 20 percent
in 1970.

Women are hit harder than men by lower wages, and since
mothers are likely to maintain custody of their children after
divorce, the labor force participation of women will continue
to rise.

A feasibility study by the United States Department of
Labor in 1976 on industrial child care services for the
children of hospital employees found that both employers and

employees benefit enormously from the service (Magid, 1983).
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Figure 5

FEMALE LABOR FORCE
PARTICIPATION RATES

PERCENT
100 e
1870
e, T L e i -l ...
i e LS e
60
40
20
Q1 6-19) (20-24) (25-34) (35-44) (45-54) ( ) (65+)
AGE GROUP

Source: Nevada Employment Security Department, 1990.

The service lowered absenteeism among employees and also
promoted easier recruitment and increased employee retention.
As the result of the findings, businesses were encouraged by
federal legislation to sponsor in-house child care centers.
The legislation allowed companies a tax write-off for both
the construction and operating costs of an in-house child care
facility for a period of five years.

By 1973, 13 companies had work-site child care centers for
the children the employees in their surrounding communities.

Polaroid was one of the first companies to attempt a
creative solution to the employee child care issue. In 1971,
the company set up one of the first child care voucher systems

for employees earning less than $20,000 to assist with child
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care expenses. Illinois Bell Telephone in Chicago helped its
working parents by establishing an information and referral
service for child care arrangements, making it the second

company to assist employees with child care problems.

IMPACT OF CHILD CARE ON THE WORK HABITS OF
PARENTS

A great deal of research has been done on the effects of
parenting on employee productivity. A Labor Department report
on the issue of child care shows that close to a quarter of
the 64 million households in the United States are likely to
have work-related child care needs (McLaughlin 1988).

Under the auspices of the American Management Associa-
tion, Dr. Magid conducted and published the results of a sur-
vey entitled "Child Care Initiatives for Working Parents: Why
Employers Get Involved." Published in 1983, the results
revealed, among other things, that employers get involved
because of the need to attract a talented, stable work force.
Respondents revealed that employer-supported child care pro-
grams improved recruitment advantages, improved employee
morale, and decreased turn over and absenteeism. Almost 100
percent of the respondents saw the benefits as far outweighing
the cost (Magid 1983). Dr. Magid did not survey the impact of
children on their mothers' work habits.

In the chapter entitled "Child Care Problems: Impact on

Employee Productivity," Fernandez revealed that child care
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problems directly influence employee productivity: employees
missed work, arrived late at work, left work early, spent
unproductive time at work due to child care problems and
suffered stress both on the job and at home because of child
care concerns. In addition, employee- child care problems
resulted in scheduling problems. "All child care scheduling
problems lead to a cost to the corporation in terms of lost
productivity. . . ." (Fernandez 1986).

A survey of 400 men and women conducted by the Bank
Street College of Education in conjunction with the Gallup
organization "found that problems with child care were the
most significant predictors of absenteeism and lost product-
ivity . . ." (Employee Benefit Plan Review, May 1990). The
cost of work-family conflicts to industry has been estimated
by the Congressional Office of Technology at $137.6 billion a

year (Employee Benefit Plan Review May 1990).

General Mills 1980 Survey
Entitled "Families at Work: Strength and Strains," the
1980 study surveyed 1,503 adult family members (ages 18 and
over), 235 teenagers (ages 13 to 18), 104 executives from
Fortune 1300 Corporations, 56 labor leaders, 49 tradition-
alists and 52 feminists. The survey revealed that:
* Marriage and child rearing not withstanding, a majority

of women will continue to work outside their homes.
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* Meeting the demands of job, home and family places a
heavy burden on working mothers.

* Benefits such as maternity leave and a leave of absence
to attend to family and children would be of great help to
working parents.

* A desire for employer recognition of the conflicting

demands of work and family was cited by family members.

Catalyst Career and Family Center

In 1980, the Catalyst Career and Family Center surveyed
chief executives of Fortune 1300 corporations and 815 two-
career couples on matters relating to two-career families. The
results included the following:

* Corporations are concerned about two-career families
because such a condition could affect recruitment, employee
morale and productivity.

* Wives reported more physiological and psychological
symptoms of stress than did husbands.

* Both husbands and wives indicated satisfaction with
their marriages but were somewhat less satisfied with the way

they were combining work and family.

Survey Results of "Parents in the Work Place"
A survey of human resources personnel focusing on child
care benefits, effects of child care on employee morale, and

the employer's knowledge of child care by Parents in the Work
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Place of 5,000 Minnesota businesses in St. Paul, Minnesota,
revealed that:
More than two thirds of respondents felt that
employer support for child care would have a
positive effect on higher productivity, lowered
absenteeism, easier recruitment, better reten-

tion, higher morale and less tardiness (Magid,
1983).

The Appalachian Regional Commission Survey
The Appalachian Regional Commission conducted and published a
research report in 1982 entitled "Employer-Supported Child
Care Study." The purpose of the survey was to determine the
degree to which employers were involved in child care in the
Appalachian states (Magid 1983). The highlights of the find-
ings include:

* Characteristics such as employer size, status in the
community, employer type, community size and the proportion
of female employees all seem are associated with employer
involvement and interest in child care.

* An employer's perception of need is one of the major
considerations affecting the reasons employers choose to
support or not support child care.

* Cost-benefit considerations seem to be the most impor-
tant factors encouraging employers or discouraging them from

starting a child care program.
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WHY HAVE EMPLOYERS DELAYED ACTION ON THE CHILD CARE
ISSUE?

According to Roger Brown, employers in the past were
reluctant to get involved with employee child care issues due
to the fear of 1liability costs. Today, however, there are
enough successful models to neutralize these fears (Child Care
Information Exchange, July/Aug., 1991).

Optimism regarding successful models appear to be justi-
fied by the result of an employer survey reported in "American
Demographics" (June 1991). More than one third of the surveyed
companies predicted they will set up an on-site or near-site
center by the year 2000, and more than half said that they
would subsidize child care expenses.

The 1990 International Foundation of Employee Benefits
survey of its 1,865 members detailed the benefits theses
employers currently provided and hoped to support by the year
2000. Below is the percentage of the 463 responding companies

that offer or will offer the following benefits:

1990 2000
Child care resource and referral 29% 74%
Elder services resource and referral 12% 52%
Subsidies for child care expenses 12% 52%
On-site or near-site centers 7% 35%
Sick child care 3% 28%
Subsidies for elder care expenses 3% 23%
Elder respite care 1% 19%
Adult day care 1% 11%

Source: Child Care Information Exchange, July/Aug., 1991
An increasing number of companies are examining the child

care issue today because of the availability of information on
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this issue. James Evans, the president of Sunrise Preschool,
which has child care contracts with 21 firms in the Phoenix
area, recalls that just a few years ago, he had always found
himself building a case for the importance of child care
during meetings with employers. Today '"companies already
understand the whys - they are ready to talk about the hows".
(Exchange, July/Aug., 1991).

As employers gain experience in dealing with child care,
they also gain a better understanding of the complexities of
the child care issue. As a result, they are adopting a broader
approach to the solution of the employee child care issue.
According to Dana Friedman (Exchange, August 1989), the most
important development in employer-supported child care has
been employer acknowledgment that not just one answer is going
to solve everyone's problem. Employers are adopting a variety
of approaches to the child care issue. In addition to this,
employers are stressing high quality child care because of the
recognition that if their child care benefits do not meet‘emp—
loyee expectations and standards, employers are only treating

the symptoms and not the problem (Exchange, July/Aug., 1991).

CHILD CARE PROVIDERS
A look at "The Child Care Information Exchange Top 25,"
the nation's largest employer child care management firm,
reveals that a variety of sources of help is becoming avail-

able to employers and employees. Independent child care con-
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sultants, employee benefit consultants and resource and ref-
erral agencies are working with employers to help develop
benefit packages, subsidy plans and resource and referral
programs. While some employers are implementing on-site or
near site-centers, others are turning to employer child care
companies and national service companies (Neugebauer, 1991).

Employer child care companies provide consultation and
manage child care centers exclusively for employers.

National service companies provide transportation, food,
laundry and janitorial services for major corporations and
have added child care to their array of services. Key players

now include ARA Services, the Marriott Corporation and Service

Master.

GOVERNMENT SUPPORT FOR CHILD CARE
The child care issue has received the attention of both
the federal and state governments. Almost every state in the
nation is examining the child care issue and adopting strate-

gies to address potential problems.

Federal Government
One of the boldest steps taken by the federal government
in support of child care was the initiation of the Dependent
Care Assistance Program (DCAP) in 1981. Introduced as part of
the Economic Tax Recovery Act of 1981 (ERTA), the program

provides help to working parents by increasing tax benefits to
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employers. Employers and employees who become involved in
child care are allowed to treat child care expenses as a tax-
free benefit. To qualify for the tax-free status, the employer
can do one of three things: initiate an on-site child care
service; give direct payment to child care providers; or per-
mit direct reimbursement to employees. The cost of this
service is not treated as part of employee wages. This allows
employers to save money by not paying FICA or other payroll
taxes on the amount given employees for child care. In addi-
tion to these benefits, most of the funding for current child
care programs in the individual states comes from federal pro-
grams involving federal-state matching funds. These revenue
sources include:

1. Aid for Dependent Child Care (Title IV-A)

2. Child Welfare Services (Title IV-B)

3. The Federal Job Opportunities and Basic Skills (JOBS)
program under the 1988 Family Support Act

4, Title XX Social Services Block Grants

Several major child care policies have been introduced
and implemented at the national level by the United States
Congress. In 1990, Congress authorized $2.5 billion over a
three-year period to allow states to provide available and
affordable high quality child care. The state of Nevada
receives a $6 million share of the Child Care and Development
Block Grant (Dunteman, 1991). Under this pro-gram, low-income

parents receive up to 95 percent of their child care costs.
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Government reports have estimated that 2,000 parents will be

served state-wide.

STATE ACTIVITIES
The approach to the child care issue by state governments
has been identified either '"target groups" in which specific
groups are identified for child care assistance; or "compre-
hensive in nature" where state agencies make programs or
policies geared at improving the child care situation (State

of Nevada, Bulletin No. 91-1, 1990).

Target Groups

When deliberating child care issues, state legislatures
have traditionally recognized specific target groups for
consideration. These include:

1. Early childhood education efforts, such as the federal

Head Start program.
2. Support for working parents including:
* policies that reduce the cost of care programs for low
income workers; or provide assistance for other fami-

lies through state income tax relief and tax incen-
tives.

* policies that promote expansion, accessibility and
quality of services, including loan and grant programs
to cover facility start-up costs, liability insurance
relief and funding of resource and referral systems.

3. Child care and welfare reforms including:
* Child care for parents in literacy programs.

* Preschool programs for infants.



32
* Programs for school age children, such as after school

"latch-key" programs.

Comprehensive Strategies

Between 1984 and 1988, 48 states passed 347 laws in an
attempt to help alleviate the child care needs of working
parent(s). These laws may be grouped in five categories:

1. Agency coordination of child care services.

2. Financial incentives such as tax credits, grants and
loans.

3. Programs linking public school systems with before and
after school "latch-key" systems.

4, State model employer programs, with the state offering
child care assistance to its own employees.

5 Technical assistance programs that provide printed
information or direct employer consultations, usually by a
state child care coordinator who is the liaison to the private
sector.

Some states have taken additional steps to ensure that
child care is available to all citizens. For example, the San
Francisco requires all office structures of 50,000 square feet
or more to provide day care on the premises or within two
blocks (Planning Code, City of San Francisco, Sections 314-
315). Office buildings containing 100,000 square feet or more

must provide at least 3,000 square feet or one percent of the
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total floor space for child care. Hotels are exempt from these
requirements.

Boston, Massachusetts is in the initial stages of execu-
ting an extensive downtown rezoning plan to incorporate child
care. The rezoning regulation requests developers to build
child care facilities to increase the availability of chiid
care for employees of the companies that occupy those build-
ings. The bill requires that low- and moderate- income fami-
lies be given priority for child care considerations (Child
Care Action Campaign, 1990).

An ordinance is currently being considered in Pittsburgh,
Pennsylvania, that would require developers to build on- or

near-site child care facilities.

DIVERSE FORMS OF CHILD CARE ASSISTANCE
Place and Wise (1988) outline various forms of child care
assistance programs that are gaining popularity. These

include:

* Before and after-school programs and summer ‘camps.

These programs; often available to school-age children,
are frequently municipally funded and operated but have also
been implemented by companies and organizations.

* Cafeteria Benefit Plans

"Flexible" benefit plans allow employees a "menu" of

available benefits. Such flexibility gives the employees the
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option of selecting a benefit plan that best fits their indi-
vidual circumstances.

* On or near-site child care center

On their own or in association with other 1local
companies (forming a consortium), a number of companies offer
licensed day care facilities for their employees' children. In
some cases, the company provides start-up costs and subsidizes
the center on an on-going basis. In others, the companies pro-
vide seed money, and is expected to be self supporting.

* Child care vouchers and reimbursement programs

The employer can help subsidize all or a portion of the
employees' child care expenses; this can be implemented
through payroll deduction or by direct payment to the child
care providers.

* Dependent-care-assistance plan (DCAP)

DCAP 1is a federal salary-tax-reduction program
through which an employee can pay for child care expenses up
to $5,000 annually with pre-tax dollars set aside from his or
her paycheck. The employer also receives tax exemptions from
DCAP program.

* Emergency child care

Child care arrangements are provided by the company
for those times and only those times when regular child care
ariaﬂgements fall through. For example, this could include
during a baby sitter's illness, snow days or termination of a

care-giving arrangements before another is in place.
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* Family day care homes and networks

Each state has its own licensing requirements for
day care in private homes. A family day care network is a
group of such homes, managed and supervised by a local
administrative agency which provide support and backup
services. For example, this would include substitute care
givers, food subsidies, support groups, referrals, group
discounts, training and business seminars, and equipment and
toy exchanges. These networks can be formed by care givers or
local agencies or employers.

* Family sick time

Officially sanctioned policy in some companies
recognizes the need for employees to take time off when a
family member is sick. Such policies allow for a certain
amount of paid time off for this purpose, in addition to an
employees's personal sick days.

* Information, education, and referral programs

The company provides resources and information to
help employees cope with family responsibilities. Among the
services frequently offered are listings of local licensed day
care facilities and openings; printed and video materials;
work place informational and community service fairs; and work
place seminars on parenting and subjects given by trained

professionals and employee support groups.
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* Sick child services

Some programs provide care for mildly ill children
during their parents' working hours. Such care may be given at
home, in the child's regular day care facility, or in a sepa-
rate facility for sick children. In some cases, sick child
programs are funded through the community or private business;
in others, they are sponsored by a corporation for its employ-
ees.

* Support for local child care centers and agencies

Through financial or other types of donations, an
employer can arrange to help a local child care center or
community agency. Such support can be provided purely as a
public relations effort or can be arranged to provide employ-

ees with a discount for child care.

CHILD CARE IN PRIVATE INDUSTRIES

The changing demographics and costs of family related work
problems are drawing the attention of employers. Many employ-
ers are taking up this challenge and acting proactively in
response to these problems. Some employers have established a
variety of child care help for employees. The most common
forms of child care help are financial assistance, information
referral and day care programs. Some companies go to the ex-
tent of researching the impact of child care needs on their

employees before developing child care programs.



37

An increasing number of employers and organizations have,
in recent years, been addressing work and family issues. There
has been a dramatic increase in the number of companies taking
concrete steps toward resolving these issues.

Morgan and Tucker (1991) report that the number of compa-
nies offering child care assistance to their employees grew
from 200 in 1971 to more than 5,000 in 1990.

Dana Friedman, co-president of Families and Work Insti-
tute, reported at a Conference Board meeting that the number
of companies offering some form of child care increased from
2,500 in 1986 to 5,000 in 1990 (Scott, 1990). About 1,300 of
these companies have set up on-site or near-site centers.
These include 220 businesses, 200 government agencies and 900
hospitals. The other companies provide assistance through
flexible benefit plans and resource and referral services.

While this growth continues to increase, it does not
justify unbridled optimism about the future. Friedman points
out that the 5,000 companies represent only 10 percent of our
nation's large employers.

According to Evon Emerson, president of the National
Association of Bank Women, this issue is of particular concern
to commercial banks and savings institutions since approx-
imately 70 percent of the labor force of these businesses are
women. Emmerson warned "the implication is that we need to be

paying attention to what our labor force is going to look like
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in the year 2000 if we want to be competitive and successful"
Emerson warned (Savings Institutions, Oct., 1988).

According to Christine Bonero, an employee child care
benefits advocate, employers are now looking beyond operating
on-site child care centers. "Major players in the employer
child care field, such as IBM and AT&T, have demonstrated that
their preference in future endeavors will be to build upon
what already exists in the community" she stated (Neugebauer,
1991). Many child care firms are working in close cooperation
with businesses to provide employees with child care assist-
ance. Companies such as Developmental Day School Management,
Kinder-Care and The Learning Tree Association of Pittsburgh

administer child care centers for employers.

COMPANIES THAT CARE
Companies that have child care assistance in place
include Colgate-Palmolive, Apple Computer, Eastman Kodak,
Hoffman-La Roche, Lincoln National and Citibank.

Hoffman-La Roche, a company based in New Jersey, was named
by "Working Mother" magazine in 1987 and 1988 as one of the
top five companies in the United States for working mothers.
The company plans to expand the capacity of its on-site child
care center from 55 to 122 children. With the expansion,
Hoffman-La Rouche will increase its subsidy to the center by
about 50 percent, to $1,600 per child. Leonard S§. Silverman,

vice-president in charge of human resources for the company
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said "Our contributions to our employees in the form of child
care assistance have resulted in a number of intangible bene-
fits, but also measurable ones, including increased product-
ivity and reduced sick leave, tardiness and turnover," (Per-
sonnel, Sept. 1989).

Lincoln National, the largest financial insurance company
in Indiana, has a unconventional approach to the child care
provision. According to Anne Skagen, an American Management
Association executive, the company's child care administrator
has set up a program to teach parents what they need to know
about high quality child care and to help them find it. The
program offers an encouraging environment by way of seminars,
support groups, counseling and referral, a bimonthly news
letter, and an annual child care fair. The company sees its
recruitment advantage as an important return of the program.

Remedy Temporary Services, with 60 offices nationwide,
offers a child care payment plan to all its employees with
children under the age of 13. This plan is called RemedyCare.
Commenting on the advantages of the plan, chairman Bob
McDonough revealed that:

Not only do we feel good about providing some-
thing special for our employees but it is also
good business. Having the best benefits attracts
the best temporaries and we think RemedyCare is
the best child care plan available for our people
(Werther Jr. 1989).

RemedyCare is a payroll-deduction voucher plan whereby deduc-

tions for child care expenses are taken before taxes are com-
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puted. RemedyCare also puts more take-home pay in an emp-
loyee's check. Consider the following comparison between a
procedure that pays child care expenses with after-tax dollars

and the RemedyCare approach:

After-tax example:

Weekly pay $300
Taxes (25%) 75
Net take—-home 225
Child care 100

Actual earnings $125

RemedyCare's before-tax example

Weekly pay $300
Child care 100
Net taxable 200
Taxes (25%) 50

Actual earnings $150
Source: Personnel, Sept. 1989.
The second example shows $25 extra cash every week, or about
$106 more per month with RemedyCare.

RemedyCare also allows parents to choose the kind of child
care they think best: A relative, nanny, day care center, even
summer camp.

McDonough warns that eventually most companies will have
to offer some kind of child care plan to their employees or
face a labor shortage. Some companies are already accepting
this challenge, but only after researching the needs of their
employees. Here is a sample of what some companies are doing

to help their employees solve the child care problem.
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Colgate-Palmolive Survey

A survey conducted by Colgate-Palmolive revealed that its
employees in the New York City area spent an average of $102
per week for child. Typically, these child care arrangements
were eight miles from home and 25 miles from the work place.
Eighty percent of the parents reported problems such as absen-
teeism, tardiness, stress, concern with lost time,
flexibility, supervisor attitude and management attitude. "In
response to its finding, Colgate-Palmolive initiated a flex-
ible spending account for dependent care . . ." (Employee

Benefit Plan, Sept. 1988).

Apple Computer
After studying the child care issue for almost two years,
Apple Computer in Cupertino, California, opened its child care
center in April 1988. What makes the company's program unigque
is that the center is staffed by Apple employees. ". . . Many
parents like knowing that their children are being cared for

by coworkers," (Employee Benefit Plan, Sept. 1988).

Warner-Lambert Survey
In 1987, Warner-Lambert sent a work and family survey to
27,000 employees (Employee Benefit Plan Review). There was a
50 percent response rate. Eight hundred employees indicated a
partial need, but another 800 were eager for support. Due to

these results the company decided to develop a more family-



42
oriented work environment. Steps toward this goal included:

1. Expanding the resource and referral program to have a
counselor on-site once each month.

2. Developing resources in the community; this included
encouraging school districts to develop programs for children
to attend before and after school.

3. Stocking the library with information on child care
and elder care issues.

4. Implementing a dependent care and flexible spending
account.

5. Adopting a parental leave policy and part-time job-

sharing program.

Eastman Kodak Survey

In 1986, the Kodak Work/Family Task Force was formed with
representatives from the company's personnel relations,
policy, government, affirmative action and employee assistance
programs. It examined child care and elder care issues through
consultants, focus group interviews with employees and super-
visors, and a survey of 2,000 employees. The survey revealed
the following about working parents:

1. They prefer day care near home.

2. They miss a significant amount of work because of
‘dependent problems.

3. They felt that their family problems affected their

work environment and their coworkers.
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4. They expressed a need for more flexibility from their
employers.

As result of the survey, the company implemented child
care benefits which included the following (Employee Benefit
Plan Review, 1988):

1. Employees may take up to 17 weeks of unpaid, job
guaranteed, family leave over two years.

2. Kodak implemented a resource and referral program for

-

its 75,000 employees nationwide.

Nationwide Survey Results
In a telephone survey on child care conducted by Louis
Harris and Associates, Inc. for Phillip Morris Companies, Inc.
in 1989, the target sample (4,050 people) was asked for
reactions to two child care proposals being considered by
Congress. Printed in the September 1989 issue of "Personnel,"
the results shows that: J
* 76 percent of parents and 21 percent of non-parents
prefer the program proposed by President Bush, in which
families with children under four would receive tax credits up
to $1,000, with the amount of credit received based on a
sliding scale. For instance families who pay little or no tax
credit but would receive refundable credit for child care
expenses.
* 72 percent of parents and 26 percent of non-parents

also prefer the program proposed by the Democrats in Congress,
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in which direct financial assistance is given to families who
earn below the state median income to pay for child care ser-
vices for children up to age 15. This act would also provide
funding to upgrade salaries and provide training for child
care workers and make money avail-able for low-cost loans to
upgrade child care facilities so that they will meet licensing
requirements. (Exhibit 1 on page 45 shows how much surveyed

parents were paying for child care in 1989).

CHILD CARE IN THE HOSPITALITY INDUSTRY

On-site <c¢hild care centers for children of hotel
employees are being implemented all over the country. Faced
with labor scarcity, hotels from Honolulu to Atlantic City are
opening centers for infants and toddlers, children of general
managers as well as housekeepers. "The hotel industry is
apparently taking the lead in a nationwide trend that is
spurred both by labor shortages and the entry of women into
the work-force" (Hotel and Motel Management, Dec., 1990).

The child care movement in the hospitality industry is
spreading:

* In September, 1990, a center opened on Hawalii's Big
Island for employees of three local hotels.

* The "Children's Express at the Sands" opened at the

Sands Hotel, Casino and Country Club in Atlantic City in 1990.



Exhibit 1

Paying for Childcare
{Amount Paid by Parents per Year)

Total Parents

$2.280

income $50.000 + ‘
L d e R - oo
Postgraduate Degree
e .
Blacks
R ;0o
Separated Parents
A ; 57
Business Executives
$2.928

Parents 40-49 Years Oid
[ W
Big-City Residents
e
Professionals

$2,712
Yuppies

$2.688
Four-Year Col)ﬁe Graduates

$2,640
White-Collar Workers
$2.580
Single Mothers
e -
Married Couﬁes

$2.220
Suburban Residents
$2.136
income $35.000-550.000
$2.088
%0 $1 $2 $3 $4
Thousands

Base 2.009 parents with children six years old and under.

Source. Phillip Moms Companies, Inc.. Family Survey i: Childcare.
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* The Westin William Penn in downtown Pittsburgh opened a

center for children of employees, guests and employees of area
businesses in 1989.

* In October, 1990, Marriott Corporation opened a center
at its Bethesda, Md. headquarters. Marriott is also studying
the feasibility of opening centers at the Marriott Hotel in
Washington D.C., and at several other properties.

* The Opryland USA Inc. Daycare Center at the Opryland

Hotel in Nashville has been open since 1986.

Operation

The child care centers serving hotel employees share
several characteristics. They are all operated under contract
by outside providers. Responding to hotel schedules, these
centers open earlier than most child care centers, stay open
later and operate on weekends and holidays. The Children's
Express at the Sands, for example, is open from 7 a.m. to 9
p.m.; the Mauna Lani School, serving children from three
hotels on Hawaii's Big Island, is open from 6:30 a.m. to 10:30
p.m. The Opryland center operates from 5 a.m. to midnight.

Many children are sent to the site, depending on their
parents' work schedules. In some cases, employees use the

centers only to supplement other child-care arrangements.
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Subsidies
Fees charged by these centers are relatively low because
most of these centers are heavily subsidized by the hotels.
Employees at Mauna Lani pay $300 a month for infants and $175
a month for toddlers. Fees at the Sands are between $70 and

$95 a week.

Marriott Corporation

In October, 1990, Marriott, through its partnership with
Corporate Child Care, begun operating a day care facility at
its headquarters. The center, which provides care for children
ages six weeks to 36 months, has a maximum capacity of 60
children. The cost to the employees for the Marriott Center
ranges from $110 to $160 per week depending on age (Carlino,
1991).

The participating hotels report that the subsidies are
worth it. These subsidies have improved hiring and increased
retention rates and a noticeable rise in morale. Many people
are interested in seeking work in these hotels because of the
child care centers (Seal 1990).

A study conducted after the Opryland's center had
operated for one year found a 19 percent improvement in the
turnover rate among employees at the hotel. Patricia Wright,
the human resources director, confirmed this statistic.

The general labor shortage is also encouraging food

service employers to entice employees with day care programs.
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As the food service industry looks for methods to improve emp-
loyee recruitment and retention levels, a growing number of
operators are enhancing their career appeal by offering emp-
loyees various forms of child care assistance (Carlino, 1990).

In a survey conducted by the National Restaurant Asso-
ciation, 11 percent of the canvassed food service companies
said they offered child care assistance as part of their
benefits package for salaried employees. "We have a lot of
single parents working for us, and we feel it's a real bene-
fit," noted Joe Smith of Rocky Mount, a North Carolina based
business in connection with Boddie-Noell Enterprises, a Har-
dee's franchisee (Restaurant News, 1991).

Other operators help employees obtain child care benefits
by subsidizing the cost of day care, offering flexible sche-
duling, establishing a resource referral service (which inclu-
des a telephone hot line and literature detailing the child
care facilities available in the immediate area), structuring
an arrangement with a national day-care provider, pooling
their resources with neighboring businesses to establish a
child care consortium and or establishing a center directly
on-site.

Commenting on the impact of the child care assistance
offered by employers in the food service, Marguerite Sallee,
president of the Nashville, Tennessee-based Corporate Child
Care Inc., told "Restaurant News" (July 1991) that in many

cases day-care assistance has reduced absenteeism and turn-
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over, and employees with children usually feel better working
for a company that cares about this issue. "Combine that with
the increase in the number of working mothers, and it becomes
an attractive benefit." Sallee's company has a joint venture
with Marriott Corp. to provide day care for the corporation's
clients and employees at Marriott's Washington, D.C.

headquarters.

BBD CONSULTANTS

BBD Consultants, a Burger King franchise, pays employees
a subsidy of $1 per hour, up to a maximum of $32 per week, for
child care provided through agreement with Community Coordi-
nated Child Care (4-C), a regional child care specialist. BBD,
one of the first employers in western Michigan to offer day
care assistance, established the program specifically to lure
working mothers. Since it introduced the child care program,
the company has slashed the turnover rate of hourly employees
to under 50 percent, compared with the industry-wide average
of 150 percent to 200 percent (Carlino, 1991).

A Burger King franchisee who operates 23 units and emp-
loys approximately 1,200 people in Grand Rapids, MI., pays the
entire cost of day care for all employees. The program, imple-
mented in 1986, was developed as a recruitment and public

relations tool but has since helped to reduce turnover and

absenteeism.
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CHILD CARE IN LAS VEGAS
The National Association of Working Women notes that
child care is the fourth-highest household budget item,
following food, housing and taxes. Annual costs of keeping a
child in day care ranges from $2,400 to $9,000, depending on
the region of the country (Carlino, 1991).
Working parents in Las Vegas also rate child care as the
fourth highest expense after food, housing and taxes. Reports
in the news media reveal that working parents in Las Vegas are

having a difficult time obtaining reliable and affordable

child care facilities for their children. The Las Vegas Sun
reported in its May 19, 1991 issue that:

There is a lot of care available, but many people
can't afford it. At an average cost of $3,000 to
$4,000 a year, child care is more affordable in
Las Vegas than in Los Angeles, New York and Chi-
cago, where costs can run between $7,000 and
$8,000. Still a two-parent family earning minimum
wage with two children would end up spending half
their income on child care. For many poor single
parents, any kind of child care is out of the
question. One-third to two-thirds of the parents
on the welfare rolls stay there instead of get-
ting jobs because of child care problems.

Particularly hard hit by child care expenses are working
single parents who devote a larger portion of their paychecks
to child care expenses. The cost of child care affects the
more than 57 percent of womén in Las Vegas who are employed
outside of the home. "This figure represents 143,000 women
that are either self-employed or work full or part-time,"

(Assembly Bill 240). A large portion of these working women
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are also mothers. Thus, child care costs are of great concern

to them.

Safekey Program

The Clark County Parks and Recreation Department operates
a safekey program for latch key kids with the support of the
school district. About 90 percent of area schools have Safekey
on site. At $20 to $25 a week, Safekey offers parents a low-
cost alternative to centers that charge between $45 and $80
depending on the age of the child for similar programs (Las
Vegas Sun).

Low Standards

Licensed child care has been available in Southern Nevada
since December 1990. Licensing is conducted by the state,
county and city and is enforced on a regular basis. However,
child care experts warn of unlicensed operations which could
endanger the safety and well-being of children.

Although all licensing entities have strict rules about
the number of children a facility can take, some people feel
the rules are not tough enough. The licensing requirement is
only three hours of training per year for care-givers.

Experts suggest that if parents really want high quality
care, they should demand that more centers become accredited
by the Naticnal Academy of Early Childhood Programs. Nevada

has only two such facilities, one of which is in Las Vegas at
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the Community College of Southern Nevada's Child Development

Lab (Las Vegas Sun, May 19, 1991).

Time Restraints

Some people simply cannot find child care to fit their
schedules. In an interview with the Las Vegas Sun (May 19,
1991), Janet Branstetter, an former Las Vegas hotel employee,
said, "Most centers are open from 6 a.m. to 6 p.m. I don't
know whether they meet the average person's needs. They
certainly didn't fit my needs so I had to quit my job."
Despite its reputation as a 24-hour town, Las Vegas offers

relatively few opportunities for around-the-clock child care.

Child Care Benefits

To most Southern Nevada employers, child care is the
parents' responsibility. With the exception of Citibank,
Humana Hospital, Sunrise and America West, most employers do
not offer child care benefits (Dunteman, 1991).

Dunteman reports in the Las Vegas Sun (May 21, 1991) that
casinos are the most conspicuous non-participants. "While many
offer baby-sitting services for tourists, they provide virtua-
l1ly nothing for their employees." Debbie Palmer, a child care
expert, thinks the real issue is money:

Licensing requires you to have 35 square feet of space
per child. A casino looks at that in terms of how many

slot machines will fit into that space (Las Vegas Sun, May
21, 1991).
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Audrey Arnold, President of the Nevada chapter of the
Coalition of Labor Union Women, said casinos will not be able
to ignore the problem indefinitely because it is hurting their
work forces and ultimately, their bottom lines. She note:

The biggest reason for absenteeism or stress on

the job is because of child care problems.

Parents have to lie to employers and say "I am

sick" because they can't call in and say, "My

child is sick" (Las Vegas Sun).

To explore Las Vegas employers' attitudes toward child
care, the United Way surveyed 1,189 local employers in 1988.
The results were "a tepid response and not much has changed
since then." (Las Vegas Sun, May 1991). Of the 143 respon-
dents, only six offered any type of child care benefits. Yet,
most rated absenteeism as their biggest problem, followed by
employees spending work time on the phone because of child
care concerns.

The notable exception among Las Vegas employers is Citi-
bank, which in February, 1991 opened an on-site child care
center exclusively for its employees. The center is designed
for children aged 10 weeks to 8 years. The facility offers
subsidized child care for parents who work for Citibank. The
rates charged are estimated to be 30 percent below market
prices (Las Vegas Review-Jdournal, Dec. 14, 1991).

The Mayor of Las Vegas, Jan Jones, impressed by Citi-

bank's example, stated during a December 1991 tour of the

center that the city of Las Vegas would enlist the help of
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Citibank in creating a similar program for casino and govern-

ment employees.

DIFFICULTIES INHERENT IN OPERATING IN-HOUSE
CHILD CARE CENTERS
Installing an in-house child care center is not without
difficulties. It requires a large capital investment and
significant ongoing expenses. In addition, such centers are
subject to state and local regulations as well as liability

exposure.

Capital Costs

The capital investment and ongoing expenses in a child
care facility would include a director, teachers, educational
materials, conference fees, supplies, insurance and renovation
of space. This would require a large amount of money to be
invested initially as well as considerable monthly expenses
(Huffman and Schrock, 1987). (See Appendix D for an example of
projected investment and operating costs for a child care pro-

gram).

Regulation
State and local regulations may be the most difficult
obstacles. The state of Texas, for example, requires child
care centers be located on the first floor of a building, and

that emergency evacuation time be in less than three minutes.
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Other states regulate the type of structure that can house
such a center. For example cinder block or concrete constru-
ction are permitted, whereas wood frame is not.

Child care centers must be licensed and must meet certain
regulations set by a state agency to obtain a license. These
regulations involve the size of the center, child-to-adult
ratios, staff credentials, children's planned activities and
the equipment in the facility.

Standards vary from state to state and city to city. A
state licensing agency or local child care council is usually
the best source of information on standards to be met (Huffman

and Schrock, 1987).

Liability
Most hotels have liability insurance that would meet the
standards of state and local governments. The premium for such
insurance might increase, however, due to the type of child
care facility. Many employers in the state of Nevada who have
contemplated a child care program for their employees consider
liability exposure a great hinderance (State of Nevada, Bulle-
tin No. 91-1, 1990).
There are two types of insurance policies for child care
facilities:
1. Coverage for in-home day care, which is purchased by a
care-giver in addition to his or her homeowner's insurance

policy. The average cost to care for one to four children is
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$80 per year. The rate for six children ranges from $150 to
$350 per year.

2. Coverage for day care centers which serve seven or more
children. A child care center with about 160 children can

expect to pay approximately $5,000 per year.

Fees and Permits

A major ongoing expenditure of child care facilities
includes local government fees and permit expenses. Costs for
special use permits in Nevada for family care and group care
facilities could be as high as $150 per year, depending on the
area in the state. Also, depending on the area, business
licenses can cost up to $160 per year. An additional cost is
performing background checks for child care workers. Curren-
tly, the cost for a background check in Las Vegas is $44 per

employee.

Staffing and Financing

Partly due to low wages, many child care centers have a
high turnover. Staff attrition is a perennial problem for
facility operators. It is very expensive because of the costs
involved in performing background checks, training and keeping
qualified staff.

In terms of financing, child care operators often encoun-
ter problems in securing funds for expansion or for the cost

of a new facility (State of Nevada, Bulletin 91-1, 1990).
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Since child care facilities do not generate high revenue,
operators often do not qualify for many types of 1loans.
Additionally, the low rate of return makes it unattractive for
investors under equity financing arrangements.

The issue of financing presents a contradiction. Rates
that would make a center profitable and thus attract investors
are usually too expensive for parents. Low rates, on the
other hand, do not produce sufficient revenue to attract in-

vestors.

CONCLUSION
Child care is one of the most difficult and stress-filled
areas of concern for parents and employers. Over the next
decade, it is anticipated that child care will become an
important issue. Projected labor shortages will make child
care a significant issue work-place.

Currently, there is a lack of affordable, reliable and
quality child care in many parts of the nation including the
state of Nevada. This is a dilemma for all working mothers
since affordable child care is of vital importance to parents
who combine parenting with earning a living. The child care
problem is even more acute for single mothers.

Employers are beginning to understand that child care is
more than a personal and social issue; it has become a corpo-

rate issue as well.
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While employer-provided child care centers comprise a small
part of the child care world, much of what is happening is
innovative. With the growing sophistication of employers
concerning child care and increasing participation by the
government, there is a chance that greater attention will be
devoted to resolving the child care issue. In order for this
to happen, employers need to be well-informed about the
existing alternatives to in-house <child care centers.
Generally, when companies think of child care, they always
think of the expensive proposal of building and operating a
child care center.

Although an in-house center may be a viable solution for
some companies, there are many less expensive alternatives
that have been accepted by employees. Options include working
with local agencies to refer employees to qualified child care
providers, payroll deductions for child care, financial sup-
port for specific child care centers or underwriting a portion
of an employee's child care expense.

Whatever option a company selects, both the company and
the employees will benefit from the child care program.
Companies involved in child care programs report their efforts
have paid off in reduced absenteeism, increased productivity,
better retention, increased employee loyalty and improved

recruitment.



59
CHAPTER III

METHODOLOGY

INTRODUCTION

In 1991, Citibank opened a 1 million on-site child care
center for its employees. The center, which is designed for
children who range in age from 10 weeks to 8 years, is sub-
sidized at a cost of $400,000 annually. This subsidy, paid to
Kinder-Care (the company which manages the center), is for
supplies and equipment. The rates charged parents is estimated
to be 30 percent below the market rate.

In an interview with Ms. Gail Carmona, Employment Manager
for Citibank, she confirmed that the benefits in terms of
productivity, employee retention and employee work attitude
outweigh the $400,000 annual subsidy Citibank pays to Kinder-
Care to manage the center. Citibank also enjoys some intan-
gible benefits from operating the child care center for its
employees. As Ms. Carmona states, "We have always advertised
our company as the best place to work. Our child care center
is one of those benefits that makes Citibank the best place to
work, from a corporate perspective, in Las Vegas." Citibank
also enjoys a great deal of goodwill from the community. Since
the center began operations, Citibank has been recognized as
the leading employer in the Las Vegas area. Many companies
have visited the center to acquire first-hand knowledge of

child care center management procedures.
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The purpose of this study has been to evaluate the impact

of child care on the work attitude of parents who are employed

in the hospitality industry and to determine how an industrial

child care center would affect the work attitude of these
parents.

The Tafa Attitude Survey (TAS) was used to gather data

for the study.

SURVEY DESIGN

The researcher constructed the survey questions in the
context of what hospitality employers expect from their
employees. Generally, hospitality managers expect their
employees, among other things, to have good work attendance,
be reliable, be able to participate in team work and be
pleasant to guests.

In constructing the initial survey questions, the re-
searcher used the criteria suggested by Summers, 1970 as a
guide. Some of the important criteria are as follows:

1. The statements should be as brief as possible so as not
to fatique the subjects.

2. The statements should be such that they can be endorsed
or rejected in accordance with their agreement or disagreement
with the attitude of the reader.

3. Every statement should be such that acceptance or
rejection of the statement indicates something regarding the

reader's attitude about the issue in question.
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4. Double-barreled statements should be avoided . . .

Double~-barreled statements tend to have a high ambiguity.

TEST OF VALIDITY

With the consultation of faculty members at the UNLV Co-
llege of Education, Dr. Jeff Gelfer, Child-development specia-
list, and Dr. Peggy Perkins, Instruction Designer, Department
of Instructional Psychology, the statements were constructed
on a five point Likert scale. To find the commonly shared vo-
cabulary of the study population, the statements were prete-
sted on employees of a local labor union and employees of a
local hospitality operation. All the employees have profiles
similar to the subjects in the target survey. At the end of
the initial pretesting, the statements were given to the same
evaluators who came up with ways to improve them. The state-
ments were then piloted again. The actual survey was admi-
nistered after the pretest and necessary adjustments were made

to the questionnaire.

TEST OF THE HYPOTHESIS
At the conclusion of the survey, the hypothesis was tested
by using the t-test to score the data from the two groups--
the control group (Palace Station) and the independent group
(Citibank). The statistical examination of the hypothesis
included descriptive analyses as well as means, standard

deviations, and modes of the scores.
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In using the t-test to test the hypothesis, two statistical
assumptions were employed:
1. The distributions of observations (X's), both in
population 1 and in population 2, are normal.
2. The observations in population 1 are independent of the

observations in population 2.

SAMPLE SELECTION
Subjects were randomly selected from two companies,
Citibank of Nevada and the Palace Station Hotel and Casino, to
participate in the study. Subjects from Citibank, the inde-
pendent group, use a company-provided industrial day care
center. Subjects from the Palace Station, the control group,
do not have a child care center. Both companies are based in

the Las Vegas area.

RESPONDENT PROFILE
The respondents from Citibank and the Palace Station were
parents with a work history of at least six months of regular
employment with the same company. They all had children whose

ages fall between newborn and twelve years of age.

PROCEDURE
With the permission of the Human Resources Departments of
both companies, the questionnaires were mailed to the managers

of both companies under a cover letter guaranteeing anonymity.
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(See appendix E, F, G and H for copies of the letters @nd sur-
vey questions.) The surveys were entitled "Parent Attitude
Survey." The survey in appendix F was used at Citibank and the

survey in appendix H was used at the Palace Station.

ADDITIONAL INVESTIGATIONS

In addition to the employee attitude survey, interviews
with government officials involved in policy making and
execution were conducted to obtain insight into the govern-
ment's position on the child care issue.

In recent times, the child care issue has been featured
prominently in the media - both print and broadcast. It has
become a political issue. The literature review reveals that
some states have enacted various laws requiring employers and
developers to implement some form of child care program. It is
ironic that, as the state with the highest number of female
employees, Nevada has no such laws.

The unstructured interviewing technique was used in an
attempt to find out the position of government officials in
Nevada on the child care issue. This technique was used
because it places few restrictions on respondents' answers and
also enables the researcher to gain insight into the intensity
of respondent's attitudes, motives, feelings, and beliefs.

The results of the surveys and interviews conducted with

officials are presented in Chapter Four.
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CHAPTER IV

DESCRIPTIVE ANALYSIS OF THE FINDINGS

INTRODUCTION

The survey for the Palace Station Hotel/Casino in Las
Vegas was given to the Human Resources Department on March 30,
1992. The managers distributed the surveys to their employees
on April 3, 1992. The employees were given four days to
complete the survey and return them to the Human Resources
Department. On April 9, the researcher picked up the completed
surveys from the hotel.

The surveys for Citibank of Nevada were distributed to the
employees on April 23, 1992. The employees completed and
returned the surveys to Citibank's Human Resources Department
between April 23 and May 15, 1992.

Twenty-seven out of 100 surveys (27 percent) were returned
by the parents surveyed at the Palace Station and 14 out of
146 surveys (9.6 percent) were received from Citibank.
Fourteen out of the 27 surveys received from the Palace
Station were randomly selected by the researcher to match the
fourteen surveys received from Citibank.

Results of the survey are presented in Tables 1-A, 1-B and
2 along with the statistical analysis of the data. The letters
A to N are used to code the fourteen completed surveys

received in order to facilitate data input and analysis.
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Results of the Survey

Table 1-A

POPULATION RESULTS FROM
THE PALACE STATION HOTEL/CASINO

Codes: (Sample Total: 14)

ABCDEFGHTIJEKLMN MEAN ST.DVT. MODE

QUEST:
1 4 2224343444425 3.36 1.0082 4
2 4 2222242342225 2.71 1.0690 2
3 4 4544434345445 4.07 0.6157 4
4 542353524555 45 4.07 1.1411 5
5 4 5434112314543 3.14 1.4064 5
6 5413535424344 4 3.64 1.1507 4
7 551451543455 45 4.00 1.4142 5
8 1124111121151 1 1.64 1.2777 1
9 521555523545 144 3.92 1.3847 5
10 55455 354445544 4.42 0.6462 5
11 5545355334554 4 4.28 0.8254 5
12 4 5442544444543 4.0 0.7844 4
13 555555544545 44 4.64 0.4972 5
14 4 4514454454544 4.07 0.9972 4
15 1241255535252 4 3.28 1.5898 5
* Questions numbered from 1 to 15 were scaled from 1 to 5.

1. Strongly Disagree 2. Disagree 3. Not Sure 4. Agree
5. Strongly Agree
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——————— - — ———

POPULATION RESULTS FROM
CITIBANK, NEVADA

Codes: (Sample Total:14)

ABCDE F G H I JKLM N MEAN STD.DVI. MODE
QUEST:
1 314444 4 4 4341423 3.43 0.9376 4
2 212222 4 4 211222 2.07 0.9168 2
3 4 24444 4 4 444454 3.93 0.6157 4
4 215254 5 5 514545 3.78 1.5776 5
5 333331 5 1 433334 3.00 1.0377 3
6 4 21211 5 1 524545 3.00 1.7097 1
7 314455 5 4 534414314 3.93 1.0716 4
8 115424 5 1 141111 2.29 1.6837 1
9 335254 5 1 521545 3.57 1.5548 5
10 545355 5 5 554555 4.71 0.6112 5
11 545444 4 4 4445145 4.64 0.4972 5
12 545455 4 5 5544434 4.50 0.5188 5
13 545454 5 5 55451414 4.57 0.5135 5
14 454444 4 4 254445 4.07 0.7300 4
15 244533 5 4 2421124 3.21 1.2513 4

* Questions numbered 1 to 15 were scaled from 1 to 5.

1. strongly Disagree 2. Disagree 3. Not Sure 4. Agree
5. Strongly Agree
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COMPARISON OF
SURVEY SCORES FROM
CITIBANK, NEVADA VRS. THE PALACE STATION HOTEL/CASINO

CITIBANK PALACE STATION

Question # MEAN ST.DVT. MODE MEAN ST.DVT. MODE t-test

1 3.43 0.9376 4 3.36 1.0082 4 -.9915
2 2.07 0.9168 2 2.71 1.0690 2 4.2058 *
3 3.93 0.6157 4 4.07 0.6157 4 -
4 3.78 1.5776 5 4.07 1.1411 5 0.6643
5 3.00 1.3377 3 3.14 1.4064 5 2.0378
6 3.00 1.7097 1 3.64 1.1507 4 -1.1444
7 3.93 1.0716 4 4.00 1.4142 5 0.2043
8 2.29 1.6837 1 1.64 1.2777 1 1.6009
9 3.57 1.5548 5 3.92 1.3847 5 -2.0576
10 4.71 0.6112 5 4.42 0.6462 5 ~-8.2057
11 4.64 0.4972 5 4.28 0.8254 5 -1.0960
12 4.50 0.5188 5 4.00 0.7844 4 -1.8825
13 4.57 0.5135 5 4.64 0.4972 5 -4.2944
14 4.07 0.7300 4 4.07 0.9972 4 --
15 3.21 1.2513 4 3.28 1.5898 5 0.2067

N = 28 (df = 27, .05 t 27 = 2.05)

* 4.2058 makes a significant difference.

The responses from the two companies reveal some simi-
larities as well as differences in employee perceptions and

work attitudes.
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QUESTION CITIBANK PALACE STATION

1. I always look forward to
going to work.

Mean 3.43 3.36
Mode 4 4
Range 1 3

Parents from both companies agree to this statement. They

all look forward to going to work.

Citibank Palace Station

2. I have never missed a
day's work.

Mean 2.07 2.71
Mode 2 2
Range 3 3

Parents from both companies disagreed. They have all mis-
sed a day's work, however, the t-test score of 4.2058 shows

that the difference between the scores is statistically signi-

ficant.

Citibank Palace Station
3. I am happy with my job.

Mean 3.93 4.07
Mode 4 4
Range 3 2

Parents are happy with their jobs in their respective

companies.
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Citibank Palace Station

4. In the past 12 months, I
have missed work less than
four times due to personal

problems.
Mean 3.78 4.07
Mode 5 5
Range 4 3

Parents from both companies have missed work less than

four times due to personal problems.

Citibank Palace Station

5. I do think my supervisor
understands my own problems.

Mean 3.00 3.14
Mode 3 5
Range 4 4

Parents from the Palace Station feel very strong about

this statement, however, parents from Citibank are not sure.

Citibank Palace Station

6. In the past 12 months, I
have stopped work to take
care of my personal pro-
blems more than four times.

Mean 3.00 3.64
Mode 1 4
Range 4 4

Some parents from Citibank "strongly disagree" with this
statement. Parents from Palace Station "agree" with the

statement. These responses shows that on the average, Palace
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Station employees are more distracted than employees of
Citibank.
Ccitibank Palace Station

7. I rarely consider quitting
my job so that I can stay

at home.
Mean 3.93 4.00
Mode 4 5
Range 4 4

Parents from both companies rarely consider quitting their
job.

Citibank Palace Station

8. In the past 12 months, I
have changed jobs.

Mean 2.29 1.64
Mode 1 1
Range 4 4

Parents from both companies "strongly disagree"” with this
statement.

Citibank Palace Station

9. In the past 12 months, I
have left work early less
than four times due to
personal problems.

Mean 3.57 3.92
Mode 5 5

Range 3 4
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Parents from both companies agreed with this statement.

Citibank Palace Station

10. I always report to work
as scheduled.

Mean 4.71 4.92
Mode 5 5
Range 2 2

They all report to work as scheduled.

Citibank Palace Station

11. I work well with my
co-workers.

Mean 4.64 4.28
Mode 5 5
Range 1 2

They all work well with their co-workers.

Citibank Palace Station

12, I am always pleasant and
courteous at work.

Mean 4.50 4.00
Mode 5 4
Range 1 3

Citibank employees "strongly agree;" Palace Station

employees "agree."
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Citibank Palace Station

13. I promptly do the job I am
required to do.

Mean 4.57 4.64
Mode 5 5
Range 1 1

Parents from both companies "strongly agree" with this

statement.

Citibank Palace Station

14. I sometimes think about my
private problems at work.

Mean 4.07 4,07
Mode 4 4
Range 3 4

They all "agree" that they sometimes think about their

private problems at work.

Citibank Palace Station
15. My mornings at home are
always hectic.

Mean 3.21 3.28
Mode 4 5
Range 4 4

Several Palace Station employee "strongly agree;" most

Citibank employees "agree."

OTHER FINDINGS
Since the Palace Station Hotel/Casino does not operate an

on-site day care center for its employees, the parents were
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asked about their current child care arrangements. The results

are as follows.

Current Child Care Arrangements of Parents at the

Palace Station

Yes No
1. I have child care outside my home. 21 6
Twenty-one parents have child care arrangements
outside their homes.

2. Regarding the location of child care provider, I
prefer child care close to my job.

23 4
Twenty-three parents prefer child care close to
their place of work.
3. What shift do you work?
Day Swing Graveyard
18 6 3

Eighteen parents work day shift; six swing and three work
graveyard.

Out of the 23 parents who prefer child care close to their
place of work, 17 work a day shift and four work a swing
shift. The three graveyard shift parents prefer child care at
home.

4. Are you satisfied with your current child care
arrangement?

Very Somewhat Very
satisfied satisfied dissatisfied

13 5 9
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Even though 23 parents prefer child care close to their
place of work but do not enjoy this luxury, 13 reported they
are satisfied with their current child care arrangements. Five
parents are somewhat satisfied and nine parents are very
dissatisfied with their child care arrangements.

5. In the past twelve months, how many times have you changed
your child care arrangements?

None - 14

1 -3

2 - 7

3 - 0

4 or more - 3

Fourteen parents have not changed their child care arran-
gements; three have changed their child care arrangements
once; seven have changed it twice; and three have changed

their child care arrangements more than four times.

INTERVIEW WITH GOVERNMENT OFFICIALS

Government employees and city officials alike agree that the
child care issue in the city should be confronted effectively
for the benefit of the community. Mr. Morris James, manager at
the State of Nevada Employment Security Department, is of the
opinion that the employment pool would be greatly improved if
employers could offer child care assistance to working
parents.

The problem of child care is partly attributed to govern-
ment rules and regulations. These rules and regulations have

often discouraged private enterprises from entering the child
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care business. This has contributed to the high cost of child
care in Nevada.

One of the ways the government could help solve the pro-
blems of child care in Nevada, Mr. James said, is to include
child care in the budget for the school district. The budget
should include newborn children until the twelfth grade be-
cause mothering and caring for a child is important to their
education. Mr. James believes that education and child care
are inseparable for a child's well-being. If this is done, it
will include the public school system in a child's life begi-
nning with infancy and hopefully, as part of the child's life
away from school.

Employers should not be left completely out of this pro-
cess. They should be involved in the child care issue because
a satisfied employee is more productive. Those who are invol-
ved in labor issues, Mr. James said, are aware of child care
problems. The biggest road block, he said, is the expense
involved in providing child care. "This is where I feel it
will be ideal for government to subsidize child care costs"
Mr. James concluded.

Mrs. Karen Hayes, Vice-Chairman, Board of County Commi-
ssioners in Clark County, said that "more realistically, we do
have to have more child care centers because reliable child
care help is hard to find. It gives parents peace of mind to
know that their children are being properly cared for, that

they are not being molested, abused or harassed. "We are doing
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everything we can to improve the child care situation in the
city through our parks and recreation, but obviously, this is
not enough. We are working with United Way's Success By Six to
find out how best the city could help improve the city's child
care situation.”

The location of child care centers near the place of work
is the way of the future because such a location benefits both
parents and employers.

Legislating child care by making it compulsory for emp-
loyers to provide it is an issue which needs to be researched
before such a measure is taken. Employers should be encoura-
ged to provide child care for their employees instead of
making it mandatory.

Paul J. Christensen, Commissioner, Board of County Commi-
ssioners in Clark County, said that in this community, there
is a strong service industry dominated by women who work as
waitresses and guest room attendants for 75,000 hotel rooms.
It is always a problem for employers whose workers need to
leave for long periods of time, come to work late, or leave
early to take care of child care problems.

The child care issue has a direct impact on the community
because if these children are not taken care of properly, they
may fall into the wrong patterns that precipitate juvenile
delinquencies. Invariably, these troubles impact negatively on

the community and the businesses.
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A viable child care system, Mr. Christensen continued,
will be advantageous to this community and this could easily
be done with private enterprise if the state child care laws
were relaxed and the red tape reduced. Some of these laws, he
said, are overly stringent and this makes it difficult to
offer child care without making it expensive to comply with
all the rules.

Las Vegas, Mr. Christensen added, should not be in the
tax-paid child care business. If hotels cannot get employees
because employees need child care, then the hotels must open
child care centers, not the state, not the county. What the
state could do is enact laws that will make it possible for
employers to be in the child care business without all the red
tape and regulation.

Commenting on the child care issue, Las Vegas City
Councilman Mr. Frank Hawkins, revealed that the city 1is
currently looking at providing child care for city employees
and employees of other companies in the downtown area. The
city will use Citibank of Nevada child care center as a model.

Mr. Hawkins stated that the reason why employers in the
country have not looked at the child care issue as a problem
is that historically, employers have always hired men before
women. Women who have babies during active employment had to
take time off from work, and stay at home to take care of
their children until they were ready to go back to work.

Today, Mr. Hawkins explained, there is an emergence of pro-
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fessional women who want to go back to work as soon as possi-
ble after they have had their babies. In addition to this,
companies have moved away from the trend of hiring only men as
executives.

The current economic conditions in the country dictate
that both husband and wife work to make ends meet. This, in
effect, means that more women will be joining the work force.
Child care is therefore, going to be a very important issue
for employers in the near future. "I think it will be bene-
ficial to employees, employers and the community as a whole,
for employers to have child care in close proximity to the
parents' place of work because it will help attract high
quality employees" Mr. said.

In conclusion, he pointed out that,there is clearly a need
for affordable and reliable child care because everybody bene-
fits.

Mr. Arnie Adamsen, a Las Vegas City Councilman, revealed
that the city is currently working on a master plan child care
center that will involve the hotels/casinos, Centel, Valley
Bank and other employers in the downtown area of Las Vegas.
The city will provide a site for the child care center
building. "We hope to make this convenient and cost effective
that by economic necessity, all other employers will have to
join this master plan child care center," Mr. Adamsen said.

Mr. Adamsen does not support the idea of legislating child

care and making it a law for employers to provide child care
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for their employees because, as he stated, it will be clearly
goverment intervention in private enterprise. What the govern-
ment can do, he said, is provide an incentive, for example, a
tax-break, for employers to provide child care. He agrees that
child care is an idea which is long over due. Already several
progressive companies are providing on-site child care centers
for their employees. Mr. Adamsen stated it 1s a great

recruiting tool and it increases productivity.

STATE GOVERNMENT POSITION ON CHILD CARE

A joint interview with Ms. Nancy Dunn, Executive Assistant
to Governor Bob Miller, and Ms. Patricia Hedgecoth, Child Care
Licensing chief in the governor's office, revealed that the
state government is actively involved in finding a solution to
the child care problem in Nevada.

In 1990, a committee of state officials was formed, at the
request of the governor, to investigate the feasibility of
state- government provided child care services for state emp-
loyees.

The committee's survey results revealed that 74 percent of
the employees surveyed supported state involvement in child
care for employees' children. The survey reflected the great-
est to be in Las Vegas, Carson City and Washoe County.

Ms. Dunn and Ms. Hedgecoth also revealed that 17 percent
of the surveyed employees are dissatisfied with their child

care services and many employees have changed their child care
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arrangements more than once. Employees are also very concerned
about the location of their child care. About 80 percent of
the employees surveyed prefer the service near their place of
work. The committee recommended that:

1. The state should develop two child care demonstration
projects, one in Carson City and a second in Las Vegas with
the hope that this might encourage employers in private in-
dustry to provide child care for their employees.

2. Employers should pay a portion of their employees'
child care costs.

3. There should be a cafeteria benefits for employees.

4. There should be personnel policies (such as family sick
leave, and flex time) that will help diminish employee child
care CONcCerns.

5. Employers should implement model programs to assist
employees in locating child care providers.

Ms. Dunn and Ms. Hedgecoth also revealed that government
studies have shown that acceptable child care causes im-
provements in employee recruitment and retention, and in-
creases employee morale, productivity and public image. On-
site child care facilities may also be able to reduce employ-
ees' time away from the work place due to a child's illness
especially, if the center provides generous parental visita-

tion opportunities.
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TEST OF THE HYPOTHESIS

A comparison of the survey results from the Palace Station
Hotel/Casino in Las Vegas, Nevada and Citibank, Nevada, shows
some similarities as well as differences in the work attitudes
of the parents surveyed. While the scores from both surveys
did not show a very significant difference in their attitudes,
as the t-test results show, generally the findings support the
hypothesis of this study.

The researcher had argqued that, "Working parents in the
hospitality industry will have a more positive work attitude
if they have industrial day care centers since the centers
will help reduce employee distraction." The scores of parents
employed by the Palace Station show that, generally, they have
a positive work attitude similar to that expressed by Citibank
employees. However, those from the Palace Station suffer more
distractions than those at Citibank. Scores for question two
support the hypothesis. In answering question two of the
survey (I have never missed a day's work) parents from both
companies disagreed. The mean score of survey results for
Citibank on question two is 2.07; that of Palace Station is
2.71. The t-test score is 4.2058; this difference between the
scores is statistically, significant.

Answers to question number six provide additional support
to the hypothesis. The mean score for Citibank is 3.00; the
mode is 1; the mean and mode of the score for Palace Station

is 3.64 and 4 respectively. While the t-test score (-1.4444)
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for question six is not statistically significant, it appears
from these responses that on the average, Palace Station
employees are more distracted than employees of Citibank.

It is important to note that a survey of the child care
arrangements of parents at the Palace Station 23 of the
twenty-seven respondents prefer child care close to their
place of work. This could be interpreted cautiously to mean
that a child care arrangement close to their work place would
help minimize their distraction.

The positions of Nevada government officials on the child
care issue in Nevada further indicate that adequate child care
has positive impact on the work attitude of working parents
and also that it would encourage other parents to enter the

work force.
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CHAPTER V

CONCLUSION AND RECOMMENDATIONS FOR FURTHER RESEARCH

INTRODUCTION

The purpose of this study has been to study the impact of
availability of child care on the work attitude of parents who
are in the hospitality industry and to determine how an indus-
trial child care center would affect the work attitude of
these parents. In order to achieve the purpose of the study,
a survey was used to examine the work attitude of parents who
use an Industrial Child Care Center and the work attitude of
those who currently do not have any type of employer-sponsored
child care benefits.

The most important conclusion from this study is that
parents who have child care at their place of work or have
access to child care close to their place of work will suffer
less distraction than those who have to make other child care
arrangements. Caution must be exercised, however, in accepting
this hypothesis because:

1. The study involved two different companies in two
different industries.

2. The management style of these two companies was not
taken into consideration.

3. The wages and benefits of the two companies were not

considered.



84

In addition to these cautionary measures, it is important

to note that the results of this survey might not be appli-
cable to the hospitality industry in general because of the
unique nature of the hospitality industry in Las Vegas. Even
though managers in the industry generally agree that child
care is a problem in the industry, other factors such as the
arrival of a celebrity or a big roller, might be responsible
for the distraction that employees were found to experience on

the job.

RECOMMENDATION FOR FURTHER RESEARCH

This study was designed to examine the impact of child
care on the work-habits of parents in the Las Vegas hospi-
tality industry. The findings show that the availability of
child care at work place will help reduce parents' distra-
ction. However, this conclusion was drawn from a small sample.
To arrive at a more valid conclusion, it is recommended that
future research use a larger sample. In addition to this, the
study should involve population groups in similar industries.

Another issue this study did not address is the wages and
benefits in the industries involved. Future research should

take these two factors into consideration.
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OBSERVATION

The issue of child care in the Las Vegas Hospitality
industry is further complicated by the following mitigating
factors:

1. A majority of the hotel/casinos are located on the Las
Vegas Strip.

2. There are traffic problems on the strip.

3. There is a problem with parking.

4. There are several types of employee child care
problems.

These four factors could be ameliorated if the major
employers on the strip could work together, acquire a piece of
property outside the city and build a child care center with
a parking lot and a shuttle bus from the center to the strip.
This child care center should be staffed by qualified perso-
nnel at a subsidized rate to the employees. When this is done,
employees will have affordable and reliable child care. This
will also help solve the traffic problem because when parents
take their children to the center, they will park their cars
and ride the shuttle bus to work. At the end of their shifts,
they ride the shuttle bus back to the center, pick up their
children, and drive home.

While the implications and intricacies of this suggestion
have yet to be investigated, the researcher thinks that such
a project is conceivable and will be beneficial to the city

hotels as well as the strip properties.
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CONCLUSION

The general findings of this study show that on-site child
care centers will help reduce employee distraction, improve
employee morale and help entice eligible workers to seek
employment with companies who have this benefit.

Many companies have been reluctant to get involved with
the child care issue. This is because, generally, when compa-
nies think of child care, they often think of the expensive
proposition of building and operating a child care center.
They seem to be unaware of the fact that employers can con-
tract with private child care operators who will manage the
centers for them, thereby reducing their involvement in the
administration of the centers. Citibank and Marriott Corpora-
tion have successfully contracted with professional child care
providers and by doing so, have avoided all the problems rela-
ted to the operation of a child care center.

Employers are also unaware that while an on-site center
may a viable solution for some companies, there are many less
formidable and 1less expensive options. These include:
information and referral services that provide information
about qualified child care providers; payroll deductions for
child care; vendor systems where employers contract with child
care providers to purchase a number of spaces for the care of
their employees' children; and financial support of specific
child care centers or underwriting a portion of employees'

child care expenses.
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SENATE BiLL NO. 354 —SENATOR NEAL
MARCH 20, 1991

Referred to Committee on Commerce and Labor

SUMMARY ~Requires certain employers to provide child care st or near place of employment.
(BDR $3-322)

FISCAL NOTE: Effect on Local Government: No.
Effect on the State of on Industrial Insurance: No.

-
EXPLANATION ~ Macser In italics lo acw; motier in brackets { | s mascrial ' bn emiried.

J—

AN ACT relating 1o labor; requiring employers with 1,000 or more employees in private
employment to provide an on-site child care facility for the children of an employec or
to provide reimbursement of “he sctual cost to the employee 1o place his children in
the closest available child care facility; providing a penalty; and providing other
matters properly relating thereto.

THE PEOPLE OF THE STATE OF NEVADA, REPRESENTED IN SENATE
AND ASSEMBLY, DO ENACT AS FOLLOWS:

Section 1. Chapter 608 of NRS is hereby amended by adding thereto a
new section to read as follows:

1. An employer who has 1,000 or more emplayees in private employment
shall provide for an employee, in addition to any wages or other compensa-
tion that the employee is entitled:

(a) The complimentary use of an on-site child care facility, licensed pursu-
ant 1o chapter 4324 of NRS, for the employee’s children at the place of his
employment; or

(b} Reimbursement of the actual cost to the employee to place his children
in the closest available child care facility to the place of employment which is
licensed pursuant to chapter 4324 of NRS,
during his hours of employment. Payments pursuant to paragraph (b) must be
made in the same manner and at the same time as the payment of wages or
other compensation.

2. Every employer who willfully fails to comply with the requirements of
this section is subject to a fine of 350 per day for each eligible child for which
the requirements of this section are not met, to be recovered with costs by the
state, before any court of competent jurisdiction, by an action at law to be
prosecuted by the attorney general, the speciol counsel as provided by NRS
607.06S, or by the district attorney of the county in which the action or
proceeding to recover the fine is prosecuted.

Sec. 2. NRS 608.012 is hereby amended to read as follows:

608.012 **Wages’’ means:

1. The amount which an employer agrees to pay an employee for the time
the employee has worked, computed in proportion to time; and
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2. Commissions owed the employec,
but excludes any bonus, [or] arrangement to share profits [.], and payments
or other benefits provided pursuant 10 section | of this act.

Sec. 3. NRS 608.180 is hereby amended 1o read as follows:

608.180 The labor commissioner or his representative shall cause the
provisions of NRS 608.005 to 608.170, inclusive, and section I of this act, to
be enforced, and upon notice from him the district attorney of any county in
which a violation of those sections has occurred or the special counsel, as
provided by NRS 607.065, shall prosecute the action for enforcement accord-
ing to law,

Sec. 4. NRS 608.195 is hereby amended to read as follows:

608.195 Every person violating any of the provisions of NRS 608.005 to
608.190, inclusive, except section 1 of this act, is guilty of a misdemeanor.

Sec. 5. NRS 612.190 is hereby amended to read as follows:

612.190 1. ““Wages” meaas:

{a) All remuncration paid for personal services, including commissions
and bonuses and the cash value of all remuneration payable in any medium
other than cash; and

{b) Income from tips reported for an employee pursuant to NRS 612,343,

for which the employer has paid the required contributions.
The reasonable cash value of remuncration payable in any medium other than
cash must be cstimated and determined in accordance with regulations
adopted by the executive director. To determine insured status only, awards
of back pay [awards] must be allocated to the quarters with respect to which
they were paid.

2. “Wages' does not include:

(a) The amount of any payment made (including any amount paid by an
employing unit for insurance or annuities, or into a fund, to provide for any
such payment) to or on behalf of a person or any of his dependents under a
plan or system established by an employing unit which makes provision
generally for persons performing service for it (or for those persons generally
and their dependents), or for a class or classes of those persons (or for a class
or classes of those persons and their dependents), on account of:

(1) Retirement;

(2) Sickness or accident disability;

(3) Medical or hospitalization expenses in connection with sickness or
accident disability; or

(4) Death.

(b) The amount of any payment made by an employing unit lo a person
performing service for it (including any amount paid by an employing unit for
INsurance or annuities, or into a fund, to provide for any such payment) on
account of retirement.

(c) The amount of any payment on account of sickness or accident disabil-
ity, or medical or hospitalization expenses in connection with sickness or
accident disability by an employing unit to or on behalf of a person perform-
ing services for it after the expiration of 6 calendar months following the last
calendar month in which the person performed services for the employing
unit.
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{d) The amount of any payment made by an employing unit (o or on behalf
of a person performing services for it or his beneficiary:

(1) From or to a trust described in Section 401(a) which is exempt from
tax under Section S01(a) of the Internal Revenue Code of 1954 at the time of
the payment unless the payment is made to a person perfarming secvices for
the trust as remuneration for his services and not as a beneficiary of the trust;
or

{2) Under or to an annuity plan which, at the time of the payment, meets
the requirements of Section 401(a)(3), (4}, (5) and (6) of the Internal Revenue
Code of 1954.

{e) The payment by an employing unit, without deduction from the remu-
ncration of the person in its employ, of the tax imposed upon a person in its
employ, under Section 3101 of the Internal Revenue Code of 1954 with
respect 1o services performed for the employing unit.

(f) Remuneration raid in any medium other than cash to any person who
performs agricultural labor or 10 a person for service not in the course of the
employing unit’s trade or business.

(g) The amount of any payment (other than vacation or sick pay) made to a
person after the month in which he attains the age of 65, if he did not perform
services for the employing unit in the period for which the paymeat is made.

(h) The amount of any payments made or the cash value of any other
benefits provided to an employee pursuant to section 1 of this act.

Sec. 6. Chapter 616 of NRS is hereby amended by adding thereto a new
section to read as follows:

““Wige'’ does not include any payments or oiher benefits provided to an
employee pursuant to section I of this act.

Sec. 7. NRS 616.015 is hereby amended to read as follows:

616.015 As used in this chapter, unless the context otherwise requires, the
wards and terms defined in NRS 616.020 to 616.120, inclusive, and section 6
of this act have the meanings ascribed to them in those sections.

Sec. 8. NRS 432A.020 is hereby amended to read as follows:

432A.020 [For purpascs of this chapter:] As used in this chapter, unless
the context otherwise requires:

1. **Board’ means the board for child care.

2. “'Bureau’’ means the bureau of services for child carc of the youth
services division of the department.

3. **Chicf"* means the chief of the bureau,

4. **Child care facility’” mecans an cstablishment operated and maintained
{for the purpose of furnishing) to furnish care on a temporary or permanent
basis, during the day or overnight, for compensation, to five ar more children
under 18 years of age. **Child care facility’” includes a facility provided by an
employcr pursuant (o secsion 1 of this act, and does not include:

{a) The home of a natural parent or guardian, foster home as defined in
chapter 424 of NRS or maternity home; or

(b) A home in which the only children received, cared {or and maintained
arc related within the third degree of consanguinity or affinity by blood,
adoption or marriage o the person operaling the facility.

5. **Department’” means the department of human resources.
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A.C.R. 14

ASSEMBLY CONCURRENT RESOLUTION NO. 14—COMMITTEE ON
HEALTH AND WELFARE

JANUARY 29, 1991

Referred to Committee on Health and Welfare

SUMMARY —Urgcs employers 10 adopt sirategies to assist their employees with child care.
(BDR R-251)

D

EXPLANATION — Maticr |n Ralics is sew; manier in bracien [ ] is moierial 0 be omisted.

ASSEMBLY CONCURRENT RESOLUTION-Urging employers 1o sdopt straicgics 10 assist
their employees with child care.

WHEREAS, A major portion of the workforce in Nevada consists of single
parents and parents who both work; and

WHEREAS, These parents need to be able to find and retain dependable and
affordable child care; and

WHEREAS, These parents must have a sufficient amount of time away from
employment to attend personally to some of their children’s needs; and

WHEREAS, Employers in this state could reduce their costs of conducting
business by adopting available strategics to assist their employees with child
care which could reduce the amouat of absenteeism and tardiness among their
employees; and

WHEREAS, The adoption of such strategies would also increase the employ-
ers’ ability to recruit and retain valuable employees and enhance the morale
of their employees; now, therefore, be it

RESOLVED BY THE ASSEMBLY OF THE STATE OF NEVADA, THE SENATE CON-
CURRING, That the Nevada Legislature urges the employers of this state to
adopt available strategies to assist their employees with child care, such as,
providing employees with:

1. Information and assistance in locating and choosing child care;

2. Flexible policies for time away from employment to atiend to chil-
dren’s needs;

3. Cafetenia plans established pursuant to 26 U.S.C. § 125 to pay for child
care; and

4. Financial assistance with the cost of child care.

®
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A.B, 240

ASSEMBLY BiLL NO. 240—~COMMITTEE ON HEALTH AND WELFARE
JANUARY 25, 1991

Referred to Concurrent Committees on Health and Welfare
and Ways and Means

SUMMARY —~Establishes program 10 provids monctary sssistance {or working pacents to obtain
child care. (BDR 38-278)

FISCAL NOTE: Effect on Locsl Goverament: No.
Effect on the State or oa Industrial [sswraace: Contsins Appropriation.

-

DXFLAMATION ~ Matet fs Salbs I 2ow; mumew be Wwadhem | ) Is meoeried 00 b ocnitied.

S A 7 Py ey SR

AN ACT relating 10 child care; establiching o provide monciary sesistancs for
working parests 10 oblaie child care; m o sppropristion; and providing cther
matters propesly celating thereto.

THE PEOPLE OF THE STATE OF NEVADA, REPRESENTED IN SENATE
AND ASSEMBLY, DO ENACT AS FOLLOWS:

Section 1. Chapter 432A of NRS is hereby amended by adding thereto a
new section to read as follows:

1. The office of community services shall:

{a) Establish and administer a program io reimburse working parents, in
whole or in part, for their cost (o obtain child care at child care facilities
licensed (0 NRS 432A4.131, 432A.141 or 4324.160;

() lg regulations setting forth a sliding scale based upon financial
nad Jor the amount of reimbursement, to be provided to parents enrolled in

m; and
n.q{md E and mnwa’;lnb':n l:eﬂice with a toll-free telephone number to
to inquiries conce: program.
2. The office of community services rmypmvzdefor the local operation of
the , under its supervision, by a county agency.
¢c¢ of community services may provide monetary granis (o agen-
cies of local governments, and to private entities formed for educational or
charitable e.t, Jor the provision of informational and referral services
regarding child care in the community.
Sec. 2. NRS 432A.070 is hereby amended to read as follows:
432A.070 1. The chief shall:
2 ; Establish sppropriate administrative units within the bureau;

b) Appoint such personnel and prescribe their duties as he deems neces-
sary for the proper and efficient performance of the functions of the burcau;
(c) Prepare and submit to the governor, through the director, before Sep-
tember 1 of each even-numbered year for the biennium ending June 30 of lhat
year, reports of activities and expenditures and estimates of sums required to
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arry out the purposes of [this 1] NRS 4324.010 to 4324.310,
Ty oul chapter;]

(d) Make centification for disbursemeat of money svailable for carrying
oul(u;e ut mt::h[thu chapter;] NRGS; 4324.010 t0 432A.310, inclusive; and
¢ () er action as may be necessary or a riate for coopera-
tion with public and private agencies and otherwise mm out the purposes
of [this chapter,] NRS 4324.010 to 4324.310, inclusive.
b 2. mcﬁmwegt%&woﬁmwmplmﬁmmu such of
is powers ues a8 nocessary 1o carty out the purposes of [this
chag:.] NRS 4324.010 0 4324.310, inclusive. ¢
3. NRS 432A.077 is hereby amended to read as follows:
432A.077 1. The board shall sdopt:

a) Licensing standards for child care facilities.

Such other regulations as it doems necessary or cogvenient (o carry out
the provisions of [this chapter.] NRS €324.010 to 4324.310, inclusive.

2. board shall that the practicos and policies of each child care
facility ¥ ﬁ\m‘y‘"f;!bm«dnwmmdulewmdmc
ahy: , moral meatal well-being of cach child accommodated in the

ality.

3. If the board finds that the practices and policies of & child care facili
are substantially equivalent to those required byp?)liemboud in its mgulniom.z
mhg; waive compliance with a particular standard or other regulation by that

ity.

Sec. 4. NRS 432A.080 is hereby amended to read as follows:

432A.080 The depsrtment trough the division may make agreements,
arrangements or plans to:

1. Cooperate with the Federal Government in carrying out the purposes of
[this chapter] NRS 4324.010 1o 432A4.310, inclusive, or of any federal stat-
utes pertaining to child care services and programs , and to this end may
adopt such methods of administration as are found by the Federal Govern-
ment to be pecessasy for the proper and efficient operation of such agree-
ments, arrangements or plans; and

2. with such conditions as may be necessary to secure benefits
under those federal statutes.

Sec. 5. NRS 432A.100 is hereby amended 10 read as follows:

432A.100 1. The state treasurer is designated as custodian of all money
received from the Federal Goverament for carrying out the purposes of [this
chapter] NRS 4324.010 50 432A.310, inclusive, or any agreements, arrange-

ments or plans authorized thereby.

2. The stats tressurer shell maks disbursements of suck money and from
all state funds evailsble for the of [this chapter]) NRS 4324.010 to
gu.sm. inclusive, upon certi by the designated [official] officer of

e bureas.

Sec. 6. NRS 232.320 is hereby amended to read as follows:
232.320 1. Except as otherwise provided in subsection 2, the director:
(u) Shall appoint, with the consent of the governor, chiefs of the divisions
of the runent, who are respectively designated as follows:
F(1) administrator of the aging services division;
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(2) The administrator of the division for review of health resources and

3) The administrator of the heslth division;

4) The administrator of the rehabilitation division;
S) The state welfere edministrator; and

6) The administrator of the youth services division.

(b) Shall edminister, through the divisions of the department, the provi-
sions of chapters 210, 422 to 427A, inclusive, 432, 4328 to 436, inclusive,
439 to 443, inclusive, 446, 447, 449, 450, 458 and 615 of NRS, NRS
4324.010 to 4324.310, inclusive, 444.003 to 444.430, inclusive, 445.015 to
445.038, inclusive, and all other provisions of law relating to the functions of
the divisions of the department, but is not respoasible for the clinical activi-
gp_qf the health division or the professional line activities of the other

ivisions,

(c) Shall, upon request, provide the director of the department of general

a list of organizations and agencies in this state whose primary
pu is the training and employment of handicapped persons.

gd) Has such other powers and duties as are provided by law.

. The governar shall appoint the administrator of the mental hygiene and
mental retardation division.

Sec. 7. 1. There is hereby appropriated from the state general fund to the
office of ermmunity services to carry out the provisions of section 1 of this
act:

For the fiscal year 1991-92.......ceevuiiieenecenrncenrnenornanns $5,000,000
For the fiscal year 1992-93 .......... seesessrrrneresesitasinesees $5,000,000

2. Any balance of the sums appropriated by subsection 1 remaining at the
end of the respective fiscal years must not be committed for expenditure after
June 30 and reverts to the state general fund as soon as all payments of money
committed have been made.

1998‘«. 8. This section and section 7 of this act become effective on July 1,

®
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Food expense includes the cost of providing breakfast, lunch and two snacks.
Telephone expense is estimated at $100 per month.

Educational Supplies include such items as paper, pencils, crayons and paint at a
cost of $15 per month per child.

Staff Training and Travel is estimated at the minimum in anticipation of State
Personnel and the University of Nevada providing training classes a2t no cost or
at a reduced cost.

Field Trips expense is self-explanatory.

Accounting expense is estimated to pay the Department of General Services for
their services.

Utilities are estimated at a cost of $150 per month and includes the utilization
of propane, electricity and water.

Office Supplies are estimated at a ¢ost of $50 a month.

Maintenance covers services provided by the Division of Buildings and Grounds.

Contract Services are provided to cover the cost of substitute personnel when
sick leave, annual leave or other appropriate time off is required of regular
staff ..embers.

Medical Insurance expense is estimated at approximately $7 per child.

Other Expense:

Equipment expense includes both indoor and outdoor playground equipment, office
equipment and other equipment necessary to operate a child care program.

Renovation expense ls provided for any building that would require removing walls
and obstacles, upgrading kitchen facilities, carpeting and fire alarms necessi-
tated by code regulations,
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FIRST YEAR
CARSON CtTY LAS VEGAS TOTAL
REVENUE :
Appropriation $83,303 $134,143 217,446
Food Reimbursement 6,344 3,172 9,516
Payments 112,320 36,180 168,480
TOTAL FUNDS AVAILABLE: $201,967 $193,473 $395,442
SALARIES AND FRINGE
BENEFITS:
Director 27,544 27,544 55,088
Teacher 36,490 18,245 54,735
Assistant Teacher 22,572 30,096 52,668
Cook -0- -0- -0-
Management Asgistant | 16,87¢ 16,874 33,748
Fringe Benefits 30,287 20,866 51,133
TOTAL SALARIES AND
FRINGE BENEF1TS: $133,767 $113,628 $247,392
OPERAT ING EXPENSE:
Rant ~0- 18,000 18,000
food 10,400 7,800 18,200
Teslophone 1,200 1,200 2,400
Educational Supplies 7,200 3,600 10,800
Statt Training & Trave! 900 900 1,800
Field Trips 1,000 1,000 2,000
Accounting 2,000 2,000 4,000
Utllities 1,800 1,800 3,600
Office Supplies 600 600 1,200
Mainteaance 1,800 1,800 3,600
Contract Services 1,000 1,000 2,000
Medica! Insurance 300 130 450
TOTAL OPERATING
EXPENSES: $28,200 $39,850 368,050
OTHER EXPENSE:
Equipment 20,000 20,000 40,000
Renovation 20,000 20,000 40,000
TOTAL OTHER EXPENSE: $40,000 $40,000 380,000
TOTAL AGENCY EXPEND!TURE : $201,967 $193,473 $395,442
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SECOND YEAR

CARSON CITY LAS VEGAS TOTAL
$46,303 $97,143 $143,446
6,348 3,172 9,516
112,320 56,160 168,480
$164,967 $156,478 $321,442
27,544 27,544 55,088
36,490 18,245 34,738
22,572 30,096 52,668
-0- -0- -0-
16,874 16,874 33,748
30,201 20,866 51,183
$133,767 $113,625 $247,392
-0- 18,000 18,000
10,400 7,800 18,200
1,200 1,200 2,400
7,200 3,600 10,800
900 900 1,800
1,000 1,000 2,000
2,000 2,000 4,000
1,800 1,800 3,600
600 600 1,200
1,800 1,800 3,600
1,000 1,000 2,000
300 150 450
120,200 $39,850 358,050
2,000 2,000 4,000
1,000 1,000 2,000
$3,000 $3,000 36,000
$164,967 $156,475 $321,442
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APPENDIX E

Joseph Sola Tafa
College of Hotel Administration
University of Nevada, Las Vegas

April 14, 1992

Dear Employee:

My name is Joseph Tafa. I am a student of UNLV working on my
thesis. The topic I have chosen is "Child Care and Working
Parents".

The Citibank Human Resources Department has allowed me to select
employees for participation in a parent attitude survey for

my thesis. Please take the time to complete the enclosed
questionnaire and return it to the Human Resources Department
on or before April 23 , 1992.

Your name will not appear on the survey so all your responses
are strictly confidential.

Your cooperation is greatly appreciated. Thank you.

Sincerely,

he

Joseph S. Tafa
UNLV Student
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PARENT ATTITUDE SURVEY

Do not write your name. Please circle the best number.

1.

7.

I always look forward to going to work.

o1 2 3 4 5
Strongly Disagree Not Agree Strongly
Disagree Sure Agree

I have never missed a day's work.

1 2 3 4 5
Strongly Disagree Not Agree Strongly
Disagree Sure Agree

I am happy with my job.

1 2 3 4 5
Strongly Disagree Not Agree Strongly
Disagree Sure Agree

In the past 12 months, I have missed work less than four
times.

1 2 3 4 5
Strongly Disagree Not Agree Strongly
Disagree Sure Agree

I do think my supervisor understands my own problems.

1 2 3 4 5
Strongly Disagree Not Agree Strongly
Disagree Sure Agree

In the past 12 months I have stopped work to take care of
my problems more than four times.

1 2 3 4 5
Strongly Disagree Not Agree Strongly
Disagree Sure Agree

I rarely consider quitting my job so that I can stay home.

1 2 3 4 5
Strongly Disagree Not Agree Strongly
Disagree Sure Agree



8.

9.

10.

11.

12.

13.

14.

15.

In the past 12 months, I have changed jobs.

1 2 3 4
Strongly Disagree Not Agree
Disagree Sure

In the past 12 months,

four times.

1 2 3 4
Strongly Disagree Not Agree
Disagree Sure

I always report to work as scheduled.

1 2 3 4
Strongly Disagree Not Agree
Disagree Sure
I work well with my co-workers.

1 2 3 4
Strongly Disagree Not Agree
Disagree Sure
I am always pleasant and courteous at work.

1 2 3 4
Strongly Disagree Not Agree
Disagree Sure
I promptly do the job I am required to do.

1 2 3 4
Strongly Disagree Not Agree
Disagree Sure

I sometimes think about my private problems when I

work.

1 2 3 4
Strongly Disagree Not Agree
Disagree Sure
My mornings at home are always hectic.

1 2 3 4
Strongly Disagree Not Agree
Disagree Sure

107

5
Strongly
Agree

I have left work early less than

5
Strongly
Agree

5
Strongly
Agree

5
Strongly
Agree

5
Strongly
Agree

5
Strongly
Agree

am at

5
Strongly
Agree

5
Strongly
Agree
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Thank you

The Tafa Attitude Survey
College of Hotel Administration
The University of Nevada, Las Vegas

Copy Right Control
tas, 1992
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APPENDIX G

Joseph Sola Tafa
College of Hotel Administration
University of Nevada, Las Vegas

March 30, 1992

Dear Employee:

My name is Joseph Tafa. I am a student of UNLV working of my
thesis. The topic I have chosen is "“Child Care and working
Parents".

The management of Palace Station has allowed me to select emp-
loyees for participation in a parent attitude survey. Please
take the time to complete the enclosed questionnaire and return
it to the Human Resources Department (across from the Station
Break Cafe) on or before Tuesday April 7, 1992.

Your name will not appear on the survey so all your responses
are strictly confidential.

Your cooperation is greatly appreciated. Thank you.
Sincerei?,
Lt 7=

Jogeph S. Tafa
UNLV Student
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Do

PARENT ATTITUDE SURVEY
not write your name. Please circle the best number.

I always look forward to going to work.

1 2 3 4 5
Strongly Disagree Not Agree Strongly
Disagree Sure Agree

I have never missed a day's work.

1 2 3 4 5
Strongly Disagree Not Agree Strongly
Disagree Sure Agree

I am happy with my job.

1 2 3 4 5
Strongly Disagree Not Agree Strongly
Disagree Sure Agree

In the past 12 months, I have missed work less than four

times due to personal problems.

1 2 3 4 5
Strongly Disagree Not Agree Strongly
Disagree Sure Agree

I do think my supervisor understands my own problems.

1 2 3 4 5
Strongly Disagree Not Agree Strongly
Disagree Sure Agree

In the past 12 months I have stopped work to take care of

my personal problems more than four times.

1 2 3 4 5
Strongly Disagree Not Agree Strongly
Disagree Sure Agree

I rarely consider quitting my job so that I can stay home.

1 2 3 4 5
Strongly Disagree Not Agree Strongly
Disagree Sure _ Agree

1
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8. In the past 12 months, I have changed jobs.

1 2 3 4 5
Strongly Disagree Not Agree Strongly
Disagree Sure Agree

9. In the past 12 months, I have left work early less than

four times due to personal problems.

1 2 3 4 5
Strongly Disagree Not Agree Strongly
Disagree Sure Agree

10. I always report to work as scheduled.

1 2 3 4 5
Strongly Disagree Not Agree Strongly
Disagree Sure Agree

11. I work well with my co-workers.

1 2 3 4 5
Strongly Disagree Not Agree Strongly
Disagree Sure Agree

12. I am always pleasant and courteous at work.

1 2 3 4 5
Strongly Disagree Not Agree Strongly
Disagree Sure Agree

13. I promptly do the job I am required to do.

1 2 3 4 5
Strongly Disagree Not Agree Strongly
Disagree Sure Agree

14. I sometimes think about my private problems when I am at

work.

1 2 3 4 5
Strongly Disagree Not Agree Strongly
Disagree Sure Agree

15. My mornings at home are always hectic.

1 2 3 4 5
Strongly Disagree Not Agree Strongly
Disagree Sure Agree



16.

17.

18.

19.

20.

I have child care outside my home.

Yes No

Regarding the location of child care provider, I prefer
child care close to my job.

Yes No

What shift do you work?

pay Swing Late Night

Are you satisfied with your current child care arrangements?
____ Very satisfied
Somewhat Satisfied
____Very Dissatisfied
In the past twelve months, how many times have you changed

your child care arrangements?

None 1 2 3 4 or more

Thank you

The Tafa Attitude Survey
College of Hotel Administration
The University of Nevada, Las Vegas

Copy Right Control
tas, 1992
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