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Purpose:  

This report was created at the request of the Early Success Learning Cohort, which 

includes Byron Public Schools, Civic League Day Nursery, Families First of Minnesota’s 

School Readiness, Good News Children’s Center, Thrive Child Care and Family 

Resource Center, and YMCA of the North. This group was established through the 

United Way of Olmsted County with the common goal of “Providing opportunities for all 

families to experience high-quality early education to prepare for kindergarten.” In 

pursuing that goal, the cohort elected to seek a better understanding of factors that 

influence recruitment and retention of staff in the early childhood education field. This 

report and the survey on which it is based are designed to analyze themes associated 

with staff turnover and retention, work/life balance and fulfillment, and factors attracting 

new employees to the field.  

Method: 

This report is based on analysis of a survey designed by United Way of Olmsted 

County’s Early Success Learning Cohort. Survey questions were developed through 

group identification and refinement. Mechanisms to reduce survey bias, including 

respondent anonymity and response order randomization, were employed. The survey 

was distributed by email link to early childhood education center administrators in 

Olmsted County who further distributed the link to staff members. Additional information 

is supplemented and cited from academic and literary sources.  

Key Findings 

● Educators are intrinsically motivated to enter and stay in the field because of the 
type of work, relationships with others, and sense of purpose they feel. 

● Educators who switch employers have many reasons for doing so; often it is 

because of pay or flexible scheduling. 

● Survey respondents indicated that more paid time off (PTO) and flexible 

scheduling would increase their job satisfaction and work/life balance.  
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Executive Summary 

Early childhood educators are in high demand in our community. Childcare centers are 

struggling to hire and keep high-quality staff. Most educators are drawn to the 

profession because they are passionate about the children and families they serve. 

These professionals indicated time and time again that they work in the field because 

they feel a sense of purpose and calling to be an educator. Although passion and 

experience have encouraged many to join this profession, that is not necessarily 

enough to keep these educators for the long term. 

Early childhood educators face challenges such as low hourly pay, lack of flexibility with 

their schedule, and few benefits, despite the rigor of this profession. Many educators 

are concerned with their compensation packages and indicated that they previously 

have had to switch employers due to pay or scheduling. Survey respondents shared 

that more paid time off (PTO) and flexible scheduling is one way that employers can 

support their staff without paying them more.  

As the need for a larger workforce continues to grow, so does the need for high-quality 

early childhood education. Our community needs to find ways to recruit and retain high-

quality early childhood educators by compensating them appropriately and valuing the 

important work they do. This survey was created to inform supervisors within the 

childcare and early education sector, as well as other community stakeholders. It is just 

a small look at the joys and challenges that individuals in this profession experience. 

 

“This age group is my passion. I love working with children and 
having an impact on their lives and future is the most rewarding 

path I could ever pursue.”  
-Survey respondent 
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Respondent Demographics:  

To better support early childhood educators, it is important to know who they are. These 

demographic questions were designed to better understand our survey respondents 

and what their experiences are. Of the local centers asked to participate in the survey, 

ten centers had educators respond.  

● 10 Responding Centers: Civic League Day Nursery, Byron Public Schools, 

YMCA of the North, Good News Children’s Center, Thrive Child Care and Family 

Resource Center, New Horizon Academy, Aldrich School, Listos Preschool & 

Childcare, Kids Come 1st, Kingdom Kids Preschool 

● Majority Female: 94 of 98 respondents identify as female 

● Diverse Range of Age: A high number of respondents in the 20-30 age range 

(Figure 1).  
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Figure 1. Respondent Age Distribution
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● Diverse Range of Experience: As seen in Figure 2. 

 

National Level Look: Education Levels of Early Childcare Staff 

National Educational Background statistics: 80% of center-based teaching staff 

have some education beyond high school (Whitebook, McLean, & Austin 2016) 

○ Minnesota: Requires a Child Development Associate credential for 

center-based teachers (assistant teacher and above), no BA requirement 

for assistant, lead, or director in a licensed center (Whitebook, McLean, 

Austin, & Edwards 2018) 

 

Survey Findings and Insights 
  

Less than 6 months
3.1%

6 months to 2 years
19.6%

2 to 5 years
24.7%

5 to 10 years
14.4%

Over 10 years
38.1%

Figure 2. Percentage Distribution of Respondent 
Experience
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Attraction 

● Three key attractors for survey respondents on initial interest in early 

childhood education: experience working with kids, interest in childhood 

education and development, and a family member or friend in the profession 

(Figure 3). 

 

 

 

“I love the children’s drive to learn as we learn from them also. Their 
smiles and full of life make my coming to work not a job; more of a 

love for what I get to do.”  
-Survey respondent 

 

“My parents were educators and I grew up just loving the 
conversations around the dinner table. I knew I wanted to make a 

difference in the lives of children and the environments they learn in.”  
-Survey respondent 

0 20 40 60

Mentor guidance

College aptitude test

Job fair

Friend or family member in profession

Interest in childhood development & education

Experience working with kids

Figure 3. How did you initially become interested in a career in 
Early Childhood Education? (Select all that apply)
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Retention 

● Figures regarding the number of centers respondents have worked for: 

Respondents on average had worked for 2 centers at the time (Table 1) of 

response, with approximately 70% of respondents having worked at 3 centers or 

fewer over the course of their careers (Figure 4).  

 

Table 1. Average Number of Centers Survey Respondents Have Worked For 

Mean Median Standard Deviation 

2.08 2 1.28 

 

National Level Look: Early Childcare Staff Turnover 

● National figures regarding turnover and departures are noted as being high 

for the education field (Whitebook, Phillips, & Howes 2014) 

○ Average turnover rate among early childhood educators: 13% in 2012 

(this includes all staff working directly with children) 

○ Percentage of centers with any departures: 50% in 2012 
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Figure 4. Number of Centers Survey Respondents Have Worked 
For
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● Retention by age and experience of survey respondents:  

○ The number of centers worked at generally increases with age; however, 

the number of centers for staff age 18-22 is notable for its relatively high 

average considering the short tenure of respondents in this category 

(Table 2). 

○ This is in line with cross-industry data that indicates younger workers are 

more likely to switch jobs within their first years in the workplace (LinkedIn 

2018). 

 

Table 2. Staff Age and Average Number of Centers 

Age Category Average number of centers worked at 

18-22 1.7 

23-29 1.6 

30-45 2.3 

45-60 2.6 

60+ 2.2 

Overall 2.1 

 

○ Comparing the number of centers worked at and the experience level of 

staff, demonstrates a similar trend, with another surprising number of 

centers worked at for those in the less than six months category (Table 3). 

 

Table 3. Staff Experience and Average Number of Centers 

Experience Category Average number of centers worked at 

Less than 6 months 1.7 

6 months to 2 years 1.2 

2 to 5 years 1.8 

5 to 10 years 1.9 

Over 10 years 2.9 

Overall 2.1 
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● Three outlying reasons for switching employers: pay, scheduling and 

flexibility, and differences with supervisors (Figure 5). 

● Low Wages: Appear to present a significant issue both for switching between 

centers and workers leaving the field 

 

State Level Look: Early Childcare Staff Wages 

• Minnesota: Early childcare workers earn significantly less compared to both their 

elementary teacher counterparts and the average hourly worker (Whitebrook, 

McLean, Austin, & Edwards 2018). 

0 5 10 15 20

Relationship with coworkers

Advancement opportunities

Benefits (e.g. healthcare)

Differences with supervisor

Scheduling and flexibility

Pay

Figure 5. Factors Cited as Reasons for Switching Employers
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National Level Look: Early Childcare Staff Wages 

• Nationally: This is echoed by a study that demonstrates bachelors degree-

holders in early childhood education (approximately 35% of center based staff) 

are paid significantly less than the average civilian workforce salary of the same 

degree level. 

 

● Below Average Net Promoter Score: for recommending an early childhood 

education career among respondents, which can signal low growth potential 

○ What is NPS: NPS is a single question, How likely are you to recommend 

a career in early childhood education to a family member or friend? (1=Not 

likely, 10=Extremely likely), was asked to understand employee 

experience. This metric is a key signal to identify growth within an 

organization. 
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Image Source: Tribus https://tribus.com/real-estate/professionalism/net-promoter-score/ 

○ Why it matters: NPS is a key metric to signify growth. A low NPS can 

signal a future decline in the availability of early childhood educators. 

○ Early Learning Success Survey Report Score: 21, below the education 

field average of 71. Scores range from -100 to 100. 

● Net Promoter Score Varies by Age Group: The youngest age group has the 

highest score, whereas the 45-60 range has the lowest. 

○ This data can be used to further analyze which factors among each age 

group most influence a low or high score (Figure 6). 
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The High: Ages 18-22 

● Mean number of centers worked at: 1.7 

● Factor most cited for affecting work life balance: Schedule Predictability 

● Factors most cited for switching employers: Pay, Scheduling and Flexibility, 

Differences with Supervisor 

 

The Low: Ages 45-60 

● Mean number of centers worked at: 2.6 

● Factor most cited for affecting work life balance: Paid Time Off 

● Factors most cited for switching employers: Pay, Family Considerations 

(children, moving, etc.) 

Work life balance and fulfillment 

● Fulfillment is primarily relationship-based, not incentive-based (Figure 7). 

 

 

 

0 25 50 75 100

Being recognized by staff and supervisor(s)

Opportunities for advancement

Benefits (e.g. healthcare, retirement,PTO)

Pay

Relationships with co-workers

Feeling supported by supervisor(s)

Appreciation from parents/guardians

Impacting children's lives

Response Count

Figure 7. Factors Influencing Fulfillment of Respondent's Work 
(Select 3)
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● Educators are passionate about the children, their families, and the work 

they do (Figure 8). 

● Factors related to scheduling and flexibility are rated highest in their ability 

to impact work/life balance (Figure 9).  

0 10 20 30 40 50

I am a professionally trained early childhood education

I serve a classroom of students, along with your child

My job is demanding at times

We refer because we want your child to get the best
support

I want to partner with you in your child's education

Careful planning and considerations are made to meet
every individual's needs

The work I do is valuable and purposeful

I am dedicated to serving your family, even when
challenges arise

Your child/children will be loved

Response Count

Figure 8. What do you wish parents knew about your job? 
(Select 3)

More frequent or longer breaks

Opportunities to get to know my coworkers outside of
work

Offering programs to support health and wellness

Paid Time Off

Having a predictable schedule

Allocated planning and preparation time

Least Helpful Most Helpful

Figure 9. Factors Influencing Work-life Balance (Rate 1-5)

1 2 3 4 5
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Further Research 

These survey responses have highlighted challenges that were expected and reminded 

our cohort of the sense of purpose their staff members feel. After data analysis and 

feedback from center directors, there are still opportunities to advance this research. 

Areas of interest include, but are not limited to: 

● The paradox between factors that provide fulfillment and reasons for turnover 

(i.e. pay benefits is emphasized reason for turnover yet low on rankings for 

fulfillment). 

● Strategies that centers can put in place to improve the most cited items for 

improving work life balance. 

● Considering why certain age demographics are less represented or hold lower 

satisfaction. 

● Collecting more information from individuals who have left the ECE field for other 

career paths. 

● Collecting more information from non-center-based providers for comparison. 

 

High-quality early childhood education is critical for the success and growth of our 

community. Solving the staffing crisis will require more research, time, and creative 

problem solving from Olmsted County leaders. United Way’s Early Success Learning 

Cohort will continue to learn more about this issue as we begin to develop solutions. We 

believe in building a community where children can reach their full potential. 
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