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of work experience on labor composition. An important
reason for this increase is that the average age of the work
force has been slowly moving upward in the 1980’s, after
rapidly declining in the 1970’s. The rise in the average age
toward the years of peak productivity is expected to con-
tinue until at least the year 2000, and it is likely to have a
positive effect on the growth of labor composition and
labor productivity.* |

FOOTNOTES

'The methodology and results of these studies are described in the
following: Job Performance and Age: A Study in Measurement, Bulletin
1203 (Bureau of Labor Statistics, September 1956); Comparative Job
Performance by Age: Large Plants in the Men’s Footwear and Household
Furniture Industries, Bulletin 1223 (Bureau of Labor Statistics, Novem-
ber 1957); Ronald E. Kutscher and James F. Walker, *“Comparative Job
Performance of Office Workers by Age,” Monthly Labor Review, Janu-
ary 1960, pp. 39-43; and James F. Walker, “The Job Performance of
Federal Mail Sorters by Age,” Monthly Labor Review, March 1964, pp.
296-300.

*Because the construction of the profiles involves earnings data for
just one year, 1986, inflation is not an issue here. The shapes of the
profiles give an indication of what happens (on average) to the real
hourly eamings of individuals over the course of their working lives.

A complete discussion of the methodology and results of the labor
composition study will be available in a future Bureau of Labor Statistics
publication.

“See Ronald E. Kutscher, “Overview and implications of the projec-
tions to 2000,” Monthly Labor Review, September 1987, pp. 3-9; and
Howard N Fullerton, Jr., “Labor force projections: 1986 to 2000,”
Monthly Labor Review, September 1987, pp. 19-29.

Employers and child care:
what roles do they play?

HOWARD V. HAYGHE

As more and more mothers are joining the ranks of the
employed, child care has become one of today’s most
widely debated social and political issues. Awareness of
the problem has spread dramatically, as demonstrated by
the recent report by the Secretary of Labor and by child-
care initiatives presently in the Congress.! Employers,
too, are beginning to be involved in the search for solu-
tions.

As in the past, American employers on the whole still
do not play an active role in the care of their workers’
children. However, with mothers becoming a more im-

Howard V. Hayghe is an economist in the Division of Labor Force
Statistics, Bureau of Labor Statistics.
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portant part of the work force, some employers are
coming to realize that the difficulties that their employees
face in arranging care for their children may result in
absenteeism, tardiness, low morale, and productivity
problems. This may be exacerbated in some areas by
worker shortages. Consequently, there is some evidence
that employers are looking at steps they can take to help
their employees who are parents.”

To determine what employers were doing, the Bureau
of Labor Statistics conducted a special nationwide survey
of approximately 10,000 business establishments and gov-
ernment agencies in the summer of 1987.> Results from
this survey show that direct aid to working parents is still
very limited. Only about 2 percent, or 25,000, of the Na-
tion’s 1.2 million nonagricultural establishments with 10
or more employees actually sponsored day-care centers
for their workers’ children while an additional 3 percent
provided financial assistance towards child-care ex-
penses.* But, as this report will show, employers are doing
a number of other things to aid employees with growing
children.

Scope of the issue

The potential demand for child care is immense. As of
March 1987, there were 10.5 million children under the
age of 6 whose mothers were in the labor force—more
than half of all children these ages.” In addition, there
were 15.7 million youngsters ages 6 to 13 whose mothers
were in the labor force and who required some sort of care
or supervision before and after school or on school holi-
days. A total of 26.1 million children under age 14 lived in
homes where both parents or the lone parent was in the
labor force.

How are these children being cared for? The following
tabulation, which is based on data collected by the Bureau
of the Census in the winter of 198485, shows a percent-
age distribution of children under age 15 in terms of the
institution or person primarily responsible for their super-
vision while their mothers worked:®

Percent
Total ....ccovvniiiniiiiiiii i 100.0
Inownhome ..................cooeiinaal 17.8
Inothers’ home ................coovenene 14.4
Day-care facility .......................... 9.1
School ..uvviniiiii i 52.2
Child cares forself........................ 1.8
Parent ..........oviiiiiiiiii 4.7

The survey also showed that there were more than a mil-
lion children ages 5 to 14 who cared for themselves after
school—the so-called “latch-key” children.” These data
simplify the actual complexity of today’s child-care ar-
rangements: parents working different shifts; transporting
the children to and from the day-care providers; and cop-
ing with breakdowns in the arrangements or other
emergencies. However, child-care arrangements are not




Table 1. Provision of child-care benefits and work-schedule policies aiding child care by establishments with 10 or more
employees, by establishment size and industry, summer 1987
Have neither benefits nor work-schedule policies
Size a0d ind atabion onts ""’.?e.'ﬁu"i.".l"“‘ Riripordint Percent
s and Industry 3 men benefits policies aiding Number Percent of total considering
(in thousands) or services child care (In thousands) benefits
or policies
Total .o, 1,202 11.1 61.2 442 36.8 24
Size
1010 49 @MPIOYBES........coveiuiriiririeiiiienriiernarrene e eieeaens 919 9.0 62.0 337 36.7 1.8
50 to 249 employees 236 15.3 58.1 90 38.1 3.6
250 emMplOyees OF MOTB..........cvvireuriinereiireerrerniineeeraeenns 47 31.8 58.4 15 325 9.0
Private, total 1,128 10.1 614 413 36.6 2.4
Goods-producing 272 8.3 51.3 126 46.4 20
Service-producing 856 11.3 64.6 288 335 26
Transportation an 59 11.8 54,2 25 429 2.5
Trade, total ....... 427 7.6 67.1 136 316 1.9
Wholesale 124 8.5 55.4 55 434 23
Rotail.......cooiviiiiiiciii e e 303 7.3 7.8 81 268 1.6
Finance, insurance, and real state ................c..ccc.uee.. 80 18.4 60.6 28 349 48
SOIVICES ... .eeueeiniiiiiic it ertre sttt e e et e e r e et as 290 14.7 64.3 98 33.8 3.0
GOVEIMMENE ... ....eeiiiiiiiiiireirieniinrereeanrieereereanrnenreeraens 74 26.4 57.2 29 39.6 29
Industry by size
Private:
101049 6MPlOYBOS .........oocenviiiiiiiiieiiieireirn e e erraae 879 8.3 62.2 321 36.5 1.8
50 to 249 employees ..... 213 141 58.6 80 37.6 3.6
250 employees or more 36 31.6 58.5 12 331 2.9
Goods-producing:
1010 48 employees.............cc.oeveiveeviiiiniiiinniiieinennnns 186 35 53.9 88 45.1 1.1
50 to 249 employees ..... 62 9.8 44.8 32 511 3.6
250 employees or more 14 29.9 44.5 6 448 71
Service-producing:
10t0 48 @mployees.................ccvvrveireireiniiinnerieenninans 683 9.7 64.6 233 34.1 2.1
50 to 248 employees 151 15.8 64.3 48 32.0 3.6
250 eMPlOYBBS OF MOMO .......cceiverniiirriierriirerriesirens 22 327 87.7 ] 25.6 13.1
Government:
1010 49 MPlOYeBS........c.veeuiiiiiriiriiiirieeiieereenaana, 40 24.1 57.9 16 40.2 1.8
50 to 249 employees ..... 23 27.2 53.7 10 43.0 3.9
250 employees or more 11 32.7 62.0 3 30.7 5.6

the concern solely of parents, children, and day-care pro-
viders; employers are also affected in terms of worker
reliability and productivity.?

What employers reported

In the survey conducted in the summer of 1987, about
11 percent of the establishments with 10 employees or
more reported that they provided at least some employees
such direct benefits as employer-sponsored day care, fi-
nancial assistance toward it, or information and referral
services to guide employees to child-care providers in
their communities (table 1). Typically, large establish-
ments (250 employees or more) were far more likely than
small ones to offer such child-care benefits to their em-
ployees. Private employers in the service sector and
government agencies were much more likely than goods-
producing establishments to offer child-care benefits to
their employees.

About three-fifths of the establishments reported that
at least some of their workers could take advantage of

indirect benefits in the form of work-schedule or leave
policies that could aid them in fulfilling their family obli-
gations including child care. Such policies—which
include flexitime, flexible leave, and voluntary shifts to
part-time work schedules—may or may not have been
initiated with child care in mind.

Small establishments were just as likely as the large
ones to provide such “liberal” work-schedule/leave poli-
cies, while private service sector establishments (which
include day-care providers) were more likely than either
goods-producing firms or government agencies to have
them in place. Moreover, when both industry and size of
establishment are taken into account, flexible work-sched-
ule/leave policies were more prevalent among large
private service sector establishments and government
agencies than among large goods-producing establish-
ments. One reason for this difference may be that in order
to coordinate the production processes and maximize effi-
ciency, large establishments in goods-producing in-
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dustries are more likely to adhere to rigidly standardized
work schedules.’

Work force composition—especially the proportion of
women—is undoubtedly a major factor underlying the
extent of child-care assistance (either benefits or work-
schedule policies) by industry. In the summer of 1987,
53 percent of payroll employees in private service-produc-
ing establishments were women, as were 51 percent in
government agencies. In contrast, just 28 percent of the
workers in goods-producing establishments were women,
including only 11 percent in mining and construction
(combined).

Direct benefits

The direct child-care benefits that some employers pro-
vide fall into five basic categories: employer-sponsored
day care; assistance with child-care costs; information and
referral to community child-care resources; counseling
services; and a variety of miscellaneous benefits. Employ-
er-sponsored child care includes a variety of arrangements
such as onsite day care or care at a nearby location and
consortia (that is, several employers joining together to
establish a day-care center for use by their employees).
Also included are day-care providers that accept their
own employees’ children.

Likewise, employer assistance with child-care costs
comes in many different forms. These include flexible
spending accounts, contractual arrangements with day-
care providers that allocate space for employees’ children
or give them discounts, or giving employees vouchers (or
checks) to defray their expenses. The voucher method
may be included as part of the regular benefits package or
may be an option in a “cafeteria” or flexible compensation
plan.

Child-care information and referral services provided by
employers can range from something as simple as main-
taining a list of child-care providers all the way up to staff
assistance in locating and evaluating the providers and
even matching the employees with the most appropriate
provider. Counseling services include advice and informa-
tion on parenting and parenting problems, while the
“other” or miscellaneous category includes such dispa-
rate—and often informal—benefits as payment for extra
child-care expenses incurred because of overtime or illness
of the child to bringing the child to work (school bus
drivers are an example of the latter).

As already noted, relatively few employers provide
such direct benefits. The most frequently provided— 10
percent of the establishments—are information, referral,
and counseling services (table 2). Only 2 percent of estab-
lishments provided day-care facilities (either onsite or
through a consortium); some of these employers turned
out to be day-care businesses which made their facilities
available to the children of their employees. An additional

40

® Research Summaries

3 percent of the establishments, while not providing day-
care facilities, assisted with child-care expenses.

There are several reasons why employers seldom pro-
vide day care. One is, of course, cost. The employer has to
be able to make a determination that a day-care center
will increase productivity sufficiently—by, for example,
reducing absenteeism, boosting morale, or improving re-
cruitment and retention—to offset its cost. Another is
that establishing a day-care center requires dealing with
issues of legal liability as well as a thicket of State and
local regulations governing such undertakings. Finally, a
firm may not believe that it has a sufficient number of
employees with day-care needs to justify the benefits at
all.

Providing financial assistance to employees who are
parents also presents problems. Employers as well as em-
ployees may not be very familiar with the methods of
setting up flexible spending accounts as permitted by the
Economic Recovery Tax Act of 1981.1° Another method
for assisting employees with child-care expenses are so-
called “cafeteria” style, flexible compensation plans under
which employees are allowed to select from a “menu” of
benefits those that they feel are most appropriate to their
life-cycle stage. Such plans were authorized under Section
125 of the Internal Revenue Code in 1978. However, the
Internal Revenue Service subsequently challenged some
versions of this arrangement, and, perhaps because of this,
or because many employers may still be unfamiliar with
such plans, relatively few establishments aid their employ-
ees with their child-care expenses. !

As might be expected, the type and frequency of child-
care benefits varies by firm size. Relatively few
establishments with less than 50 employees (10 to 49) of-
fered any benefits: 2 percent sponsored day care, another 2
percent gave financial assistance, and 8 percent provided
information, referral, or counseling services (or a combina-
tion of these). In contrast, 14 percent of those with at least
250 employees sponsored day care or provided financial
assistance toward it, and 31 percent provided information,
referral, or counseling services (or a combination).

Child-care support benefits appear to be almost unheard
of in goods-producing establishments. Undoubtedly, this
reflects the fact that relatively few women work in these
industries. Among private service-producing establish-
ments, 2 percent sponsored day care, and 4 percent gave
some form of financial assistance, while about 10 percent
provided information, referral, or counseling.

Among government agencies (Federal, State, and lo-
cal), however, the proportion supporting some form of
day care and information, referral, or counseling was
much higher than was the case in private industry, largely
because of legislative and executive initiatives. For in-
stance, California has mandated its agencies to provide
information and referral services to State employees, as
well as the general public. Michigan has established a




Table 2. Characteristics of establishments with 10 or more employees providing child-care benefits or services, by type of
benefit or service, summer 1987
Percent providing:
" Total
Characteristic of ; Child-care Oth
establishments Employer- Assistance with informatio Counselin or
establishment (in thousands) sponsored child-care Iand ; | urvlmg c::ld-caru
day care expenses sarvices nefits
B L - PP PIT PP 1,202 21 31 5.1 5.1 1.0
Size
1010 49 @MPIOYEBS. ......ivvuinrirnnriareiiirerinreiesarieaaan 919 1.9 24 4.3 3.8 7
50 to 249 employees ... . 236 2.2 4.7 6.3 7.6 1.6
250 eMPIOYEeS OF MMOTO..........utverneririerrrirnerreernenerinnaies 47 5.2 8.9 14,0 171 29
Industry
Private, total......ccooiuiiieieii i 1,128 1.6 3.1 4.3 4.2 9
Goods-producing, total ... . 272 3 19 23 3.0 6
Mining and construction.. 109 3 15 20 7 5
Manufacturing, total..... 163 3 22 25 46 7
Durable goods .... . 94 2 24 2.3 4.9 7
Nondurable goods............coeeeveiiiiiiiiniann, 69 4 1.9 2.7 4.2 .8
Service-producing, total..............coociiiicnn 856 20 35 5.0 46 1.0
Transportation and public utilities . 59 A 41 35 6.1 1.2
Trade, total ........c..coeeeennnns .. 427 A 23 4.0 31 4
Wholesale .. 124 {1) 3.1 41 3.6 5
Retail............cooviniiiennnai 303 A 20 3.9 28 4
Finance, insurance, and real estate 80 6 7.9 8.5 8.1 1.9
Services 290 56 4.0 5.9 5.8 1.5
GOVEIMMENE ... ..ottt e e ra e rs s crnenenes 74 9.4 29 15.8 18.2 23
Industry by size
Private:
101049 OMPIOYOOS......cuviviiiiniiiiiecr 879 1.5 24 3.6 3.1 7
50 to 249 employees .... . 213 1.8 4.8 5.5 6.4 15
250 emMployees OF MOT@..........ccuvirriirirniieeririeeiireseennens 36 27 10.3 146 17.0 2.7
Goods-producing:
1010 49 OMPIOYEES .....vvevvveeerreerereanrinnnreeieeineesernonns 196 2 1.3 9 1.3 5
50 to 249 employees .... . 62 8 2.4 4.2 5.1 7
250 8MPIOYBOS OF MOTO .......cvuurriinnirrierenriertiieareionanns 14 3 8.9 13.3 17.9 21
Service-producing:
10 to 49 employees ...... . 683 1.9 2.7 4.4 3.7 7
50 to 249 employees . . 151 2.2 5.9 6.0 71 1.8
250 employees OF MOrG ........couvvveeniniiiieneniiiiiiininiees 22 4.3 1.3 15.4 16.5 31
Transportation and public utilities:
10 to 49 employeses ... 45 0 24 2.4 4.4 9
50 to 249 employess.... 12 4 7.9 4.8 8.8 1.0
250 employees or more 2 3 16.4 17.2 23.2 78
Trade:
10t0 49 employees ............cooviiiiiiiinnenieeaa 351 0 2.2 3.9 2.8 3
50 to 249 employees. 69 4 25 3.6 4.4 1.0
250 employees or mor 7 5 4.6 1.8 11.9 11
Finance, insurance, and real estate:
1010 49 BMPIOYBOS ....c.vveeevvreeeeirrriennieeeeieaeaannes 61 5 6.1 7.2 5.8 1.9
50 to 249 employees.... 16 .8 121 103 143 1.5
250 employees or more 3 1.5 24.2 25.9 245 56
Services:
101049 eMPlOYEBS ......covveiiriiniiiiinei s 226 5.5 2.7 5.0 45 1.1
50 to 249 employess.... 54 5.3 7.9 8.0 7.8 3.1
250 employess Or MOre ..........o.ovvveviiiininiaceniianans 10 9.0 11.2 14.3 158 2.6
Government:
1010 49 EMPIOYOOS......coeeeeecerieiieieeeeinnarnareens 40 10.2 25 17.9 18.6 1.5
50 to 249 employees . 23 6.1 28 141 17.7 29
250 emMPlOYOeS OF MOFB........ciivviriinreririnrinenrniiasaiieienins 1" 13.2 43 12.0 174 3.7
*Less than 0.05 percent.

pilot day-care program to serve the children of State em-
ployees, while New York State, in conjunction with its
State employee unions, has created 30 day-care centers
and is planning on establishing 50 or more by the end of
1988.12 Meanwhile, the General Services Administration

of the Federal Government has appointed an official with
the specific task of creating more child-care facilities at
Federal agencies.'?

When both the number of employees and the type of
industry are taken into account, some interesting patterns
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in the availability of child-care benefits emerge. Among
goods-producing industries, the proportion of establish-
ments with day-care centers remains very low regardless
of the number of employees, but the larger the firm the
more likely it was to offer information, referral, and coun-
seling services. Among service-producing establishments,
the availability of all four major benefit categories also
increases with size. It is notable, however, that in finance,
insurance, and real estate, in which only 1.5 percent of
establishments with 250 employees or more had day care,
about 25 percent had at least one of the following: finan-
cial assistance, information and referral, and counseling
benefits. Trade establishments, however, despite having a
high proportion of female employees, were infrequent
providers of benefits. Instead they offered a great deal of
schedule flexibility, Service industry establishments with
250 employees or more had the highest proportion pro-
viding day-care services.

Indirect benefits

Work-schedule policies that can aid parents in meeting
their child-care responsibilities are far more common than
child-care support benefits. One obvious reason is that
their perceived cost, if any, is less than that of direct
benefits. Moreover, such policies do not involve the legal
and technical complexities of establishing and maintain-
ing day-care centers or financial assistance benefits.

Flexitime and flexible leave are the most common
forms of work-schedule/leave policies cited by employers
as being of possible aid to workers with child-care prob-
lems. About 43 percent of the establishments maintained
flexitime policies and an equal proportion had flexible
leave arrangements.

Under flexitime, employees can vary the beginning and
end times of their work day; under one version, they can
work extra hours on some days so they can work fewer
hours on others. Although there is surprisingly little vari-
ation in the frequency of this kind of work schedule by
size of establishment, it is obviously not appropriate for
all industries. Flexitime in private industry is most likely
to be found in retail trade establishments and least likely
to be found in mining, construction, and manufacturing,
in which the close coordination of tasks and workers
makes such scheduling difficult.

The retail trade industry is unique in relation to other
industry categories. As shown in table 1, 72 percent of
retail establishments offer their employees some sort of
flexible work-schedule/leave policy benefit. This is not
surprising, given the seasonal peaks and troughs in de-
mand for specific types of goods, for example, Christmas,
Easter, and summer. Peaks and troughs even occur on a
weekly or daily basis. Hence, it is critical for the industry
to maintain highly flexible staffing patterns.'* To attract a
flexible work force, retail establishments must be pre-
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pared to offer a wide variety of work schedules. This, in
turn, represents an ideal situation for persons with off-
worksite responsibilities—such as mothers or students—
to find employment.

Examples of flexible leave are personal leave, or sick or
annual leave flexibly administered —that is, not restricted
to a specific time of the year or to periods of illness (some
employers allow workers to use sick leave to take care of
an ill child) or vacations. Like flexitime policies, the avail-
ability of flexible leave varies little by size of establishment
but does differ by industry, ranging from 37 percent in
manufacturing to 47 percent in retail trade.

About 35 percent of all establishments allowed full-
time employees to shift temporarily to part-time jobs on a
voluntary basis with corresponding cuts in pay and bene-
fits. The employees might work fewer hours at their usual
job or be transferred to a part-time position. This practice
is more prevalent among small than large establishments.
It was also much more prevalent among the retail trade
(50 percent) and services industries (39 percent).

Job sharing, which is the division of one full-time job
into two part-time ones held by different people, was of-
fered by about 16 percent of establishments. There was
very little variation in the extent of this policy by estab-
lishment size; it was more prevalent in government
agencies than in industry.

THE INFORMATION COLLECTED in the Survey of Em-
ployer-Provided Child Care Benefits shows that employers
as a group have yet to respond in a significant way to the
child-care needs of their workers. About 90 percent of
establishments with 10 or more employees do not provide
direct benefits such as day care or financial assistance.
While it is true that 60 percent allow employees to alter
their work schedules in ways that might help them with
child care, it must be kept in mind that these policies serve
a variety of purposes and may not have been formulated
with child care in mind. Thus, they do not necessarily
indicate that employers are focused specifically on the
child-care needs of their workers.

Great care must be taken in generalizing from these
data about employers’ motivations and attitudes regard-
ing child care. Many employers, especially those with few
employees, may deal with child-care problems of their
workers on an ad hoc basis as they arise, rather than
offering specific child-care benefits or establishing work-
schedule policies with child care in mind. Also, although
child-care benefits are sometimes used as a tool for re-
cruitment or retention purposes, many firms may have no
problems of this type.!®

Because the 1987 survey was a one-time effort, it is
difficult to extrapolate future trends from these data. It
found that only 2 percent of the 442,000 establishments
that reported no child-care benefits or flexible work-
schedule policies said they were ‘“‘considering” doing




by type of policy, summer 1987

Table 3. Characteristics of establishments with 10 or more employees with work-schedule or leave policies alding child care,

Total Percent providing:
Characteristic of establishments
establishment (in thousands) | Plexitime | YOWAIY B! | yop gharing | Work at home | Flexibie leave Other
Total .o 1,202 43.2 34.8 155 8.3 42.9 21
Size
101049 OMPIOYESS .....covmiiiiiiiiiiiiiii e 919 45.1 36.0 16.0 9.2 438 1.9
50 to 249 employses .. 236 37.7 32.0 13.7 56 39.9 29
250 aMplOYEes OF MOFO .............covciiiueivrinrerinrriinnennis 47 34.9 251 18.7 38 40.2 3.1
industry
Private, total ..........ccoiiieiiiiniiini e 1,128 436 35.3 15.0 8.5 429 1.8
Goods-producing, total ... 272 313 224 9.0 8.2 37.3 1.3
Mining and construction . 109 33.0 20.7 8.2 9.9 375 1.2
Manufacturing, total . 163 30.1 236 9.4 7.0 37.2 13
Durable goods .. 94 275 23.2 88 4.8 35.3 1.6
Nondurable good: 69 338 24.1 103 9.9 39.8 0.8
Service-producing, total .............ccooei 856 47.5 394 16.9 8.6 446 1.9
Transportation and public utilities. 59 344 248 9.6 6.7 40.4 1.2
Trade, total ......................... 427 51.2 441 18.1 5.6 458 15
Wholesale . 124 323 28.6 11.7 9.5 425 0.6
Retail .......coocvvviiiiiniiininn 303 58.9 50.4 20.7 4.0 47.2 1.9
Finance, insurance, and real estate . 80 38.9 26.1 14.9 13.7 414 11
SOIVICOS ...c.cncennieiiiiiiiiiciiiie e 290 47.2 39.2 17.3 12.2 446 3.0
GOVEINMENt ...t 74 37.5 26.7 23.5 4.0 43.7 71
Industry by size
Private:
101049 employees ..........covveiviiieiniiiiiiiis 879 453 36.3 15.6 9.4 43.7 1.6
50 to 249 employees .. 213 38.5 32.9 12.7 5.6 39.8 23
250 employees or more 36 36.1 25.0 13.9 28 38.9 2.8
Goods-producing:
101049 employees ..............ccoeevviieiiiiininininens 196 346 245 10.56 9.4 39.5 11
50 to 249 employees . 62 235 17.9 4.6 5.3 31.9 1.6
250 employees Or MOrd ..........cocvviininiiienerianrnnens 14 19.4 14.0 6.7 3.1 32.0 1.9
Service-producing:
10 to 48 employees ... 683 48.3 39.6 17.1 9.4 44.9 1.7
50 to 249 employees..... 151 44.4 39.0 16.1 5.9 43.1 29
250 emplOyees OF MOMB ..........ccceevviviinvenienveinnnns 22 447 34.1 17.9 4.6 445 3.7
Transportation and public utilities:
1010 49 eMPIOYBBS.....ccvvivviiiniiiiiniiiinieinn 45 346 25.3 9.8 7.0 40.5 .8
50 to 249 employees .. 12 324 219 8.5 6.0 39.1 2.0
250 employees Or MOT.........cocuvvevieivncnninninns 2 414 246 10.9 4.2 45.0 47
Trade:
1010 49 eMPIOYOOS........ceviiveiriieeniiiieeirensens 351 51.4 445 18.2 6.0 46.6 14
50 to 249 employees ... . 69 50.4 421 17.8 3.7 411 1.9
250 employees or more...............c.eeeeueevneennns 7 46.5 41.9 15.6 39 51.4 35
Finance, insurance, and real estate:
10 to 49 employees 61 38.5 26.0 16.5 15.1 41.4 8
50 to 249 employees . . 16 39.6 26.0 8.4 | 9.3 411 1.8
250 employees or more...............cc.ceeuinennies 3 446 26.8 16.2 7.1 445 3.7
Services:
10t0 49 employees................c.occviiiniinninnns 226 48.8 38.6 17.0 13.7 442 2.5
50 to 249 employees .... 54 40.8 428 17.8 7.7 47.2 47
250 employees Ormore............ceevveiiiiincnninne 10 443 32.9 1.8 4.4 39.3 3.6
Government:
101049 @MPICYOOS .....cuviviiniaiiiiiiiiiiciiie e 40 411 29.8 24.4 4.2 46.2 8.4
50 to 249 employees .... 23 321 235 224 41 39.9 6.8
250 employees ormore ..............cceeeiiiinicniiiinnnens 1 355 217 2286 3.4 42.2 33

something in the future. This appears to contradict more
optimistic reports and comments by experts in the field of
child care which indicate that employers are generally
becoming more supportive of the child-care needs of their
workers.'$ However, these reports are more often than
not based on anecdotal evidence rather than surveys with
consistent methodologies and definitions, and so it is very

difficult to derive accurate estimates of the trends in em-

ployer policies regarding child care.

FOOTNOTES

O

ISee U.S. Department of Labor, Report of the Secretary’s Task Force,

Child Care: A Workforce Issue.
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?See, for example, Beth E. Hoffman, “Employee surveys spark deci-
sion to establish child care,” Quirk’s Marketing Research, August—
September, 1987, p. 34; or “California makes business a partner in
daycare,” Business Week, June 8, 1987, p. 100.

3For more information on the survey methodology, see Technical
Note in “BLs Reports on Employer Child-Care Practices,” USDL News,
88-7, Jan. 15, 1988.

‘According to the BLs Handbook of Methods, an establishment is
defined as an economic unit which produces goods or services, such as a
factory, mine, or store. It is generally at a single location and engaged
predominantly in one type of economic activity. Where a single location
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