Questions and Answers about EMPLOYER-SUPPORTED CHILD CARE:
A Sloan Work and Family Research Network Fact Sheet

Introduction
The Sloan Work and Family Research Network has prepared Fact Sheets that provide statistical answers to some
important questions about work-family and work-life issues. This Fact Sheet includes statistics about Employer-

Supported Child Care. (Last updated: March 2009)

Do employers offer their employees assistance in finding child care?
Fact 1 According to the 2006 National Compensation Survey: Employee Benefits in Private Industry in the
United States, 15% of private-sector workers have access to employer assistance for child care (U.S.
Department of Labor, 2006, p. 28).

Fact 2 According to a 2003 Work/Life Benefits report by Hewitt Associates, “child care assistance remains
the most prevalent work/life program, with 95% of employers today offering some kind of assistance to their
employees (up from 87% in 1998)” (Hewitt Associates, 2003, p. 1).

Fact 3 According to a 2003 Work/Life Benefits report by Hewitt Associates, 42% of companies help

employees find care, sometimes through their in-house referral service (6%), but more often by contracting
with an outside referral service (37%) (Hewitt Associates, 2003, p. 4).
Fact 4 Some 5% of companies with 100 or more employees are engaged in public or private partnerships

focused on child-care programs (Galinsky & Bond, 1998, p. xi).

Fact 5 "…[W]e find no evidence that employees in 2002 with children under 13 have more access to
[child-care resource and referral] services through their employers than employees did in 1992 (18%)" (Bond,

Thompson, Galinsky, & Prottas, 2002, p. 29).

What types of child-care services do employers offer their employees?
Fact 1 According to the 2006 National Compensation Survey: Employee Benefits in Private Industry in the
United States, 3% of private-sector workers had access to employer-provided funds for child care, compared
with 10% of workers who had access to adoption assistance (U.S. Department of Labor, 2006, p. 28).

Fact 2 According to a 2003 Work/Life Benefits report by Hewitt Associates, 13% of employers reported
providing access to sick/emergency child-care programs for their employees (Hewitt Associates, 2003, p. 4).
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Fact 3 According to a 2003 Work/Life Benefits report by Hewitt Associates, 10% of employers offer
subsidized access to onsite/near-site child-care centers, compared with 1% for nonsubsidized onsite/nearsite centers and 2% for consortium centers (Hewitt Associates, 2003, p. 4).

Fact 4 According to a 2003 Work/Life Benefits report by Hewitt Associates, 9% of employers arrange
discounts with local child-care providers (Hewitt Associates, 2003, p. 4).
Fact 5 According to a 2003 Work/Life Benefits report by Hewitt Associates, 3% of employers offer before-

and after-school care (either onsite or through the community) (Hewitt Associates, 2003, p. 4).

Fact 6 According to a 2003 Work/Life Benefits report by Hewitt Associates, 2% of employers offer financial
support of outside child-care facilities (Hewitt Associates, 2003, p. 4).
Fact 7 Five percent of companies provide "payment for child care with vouchers or other subsidies that

have direct costs to the company" (Galinsky & Bond, 1998, p. v).

Fact 8 Some 9% of companies provide "child care at or near the worksite" (Galinsky & Bond, 1998, p. v).
Fact 9 Just over one-third (36%) of companies offer "access to information to help locate child care in the
community" (Galinsky & Bond, 1998, p. v).
Fact 10 According to the 2005 National Study of Employers, "employers are more likely to provide low- or

no-cost child care options—such as Dependent Care Assistance Plans (45%) and Child Care Resource and
Referral (34%)" (Bond, Galinsky, Kim, & Brownfield, 2005, p. 14).
Is there a need for employer sponsored onsite child-care centers?
Fact 1 "In 2002, only 3/10ths of 1 percent of parents with preschool age children report using an

employer sponsored/operated child care center as their main arrangement for their youngest preschool child
while at work" (Bond et al., 2002, p. 29).
Fact 2 According to the 2005 National Study of Employers, "among employers with 50 or more

employees, only 7 percent provide child care at or near the worksite" (Bond et al., 2005, p. 14).

Fact 3 According to a 2001 Bristol-Myers Squibb On-Site Child Care Assessment, “[p]rior to the opening
of the BMS on-site child care centers, half [of respondents] reported the amount of additional time needed to

pick up and drop off children as less than 15 minutes, with about one-third listing a time between 16 and 30
minutes. The remaining employees either spent more than a half hour doing this (9.7%) or had children who

were cared for at home (8.3%). However, after the centers were opened, nearly half of the employees (48.1%)
reported needing no additional time to drop off their children” (Boston College Center for Work and Family,
2001, p. 3).
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Fact 4 According to a 2001 Bristol-Myers Squibb On-Site Child Care Assessment, “[p]rior to enrolling
their children in the BMS child care centers, 42.2 percent of employees relied on child care center/nursery,15.6
percent relied on in-home care,15.6 percent relied on family day care, 10.6 percent relied on relative care, 9.4
percent relied on a spouse/partner, and 5 percent relied on a combination of two or more options” (Boston
College Center on Work and Family, 2001, Table 10, p. 18).

Fact 5 According to a 2002 study on employer-supported onsite child care, “eighteen percent of the users
of the Action [onsite day-care] center report having a zero-cost alternative available to them; at Bell, the

corresponding number is 42.9 percent” (Connelly, DeGraff, & Willis, 2002, p. 250).

Fact 6 According to a 2005 study on parenting in the workplace, “[d]espite the frequent occurrence of
children in the workplace in these businesses, few (11%) had written policies governing the practice although
most (68%) had unwritten guidelines that were understood by employees” (Secret, 2005, p. 338).

Under what circumstances do parents bring their children to work?
Fact 1 According to a 2005 study on parenting in the workplace, 16% of large companies (500 or more

employees) reported some form of parenting in the workplace (Secret, 2005, p. 335).

Fact 2 According to a 2005 study on parenting in the workplace, “[a]lthough a variety of reasons were
given as to why employees bring their children to work, such as convenience of practice and sick child needs,

most respondents (64%) indicated the lack of available child care as the primary reason” (Secret, 2005, p. 338).
Who has access to employer-supported child-care services?
Fact 1 According to the 2006 National Compensation Survey: Employee Benefits in Private Industry in the
United States, 7% of white-collar occupations had access to onsite/offsite child-care benefits, compared with
2% for blue-collar workers (U.S. Department of Labor, 2006, p. 28).

Fact 2 According to the 2006 National Compensation Survey: Employee Benefits in Private Industry in the
United States, 17% of unionized private-sector workers had access to resource/referral for child care,
compared with 10% for nonunionized workers (U.S. Department of Labor, 2006, p. 28).

Fact 3 According to a 2005 study on parenting in the workplace, “42% [of employers] reported that PIW
[parenting in the workplace] employees in their businesses could be found in both upper level management
and professional positions as well as in lower level positions such as clerical staff, housekeeping, or
bookkeeping” (Secret, 2005, p. 338).
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How does the employee benefit from employer-supported onsite child-care centers?
Fact 1 According to a 2001 Bristol-Myers Squibb On-Site Child Care Assessment, 83 percent of

employees cited the quality of the center [onsite] as the reason for enrolling their children in BMS child-care
centers, compared to 59.4 percent who said that they like having their children nearby and 44.3 percent who
said they are able to spend more time with their child (Boston College Center on Work and Family, 2001, p.
19).
Fact 2 According to a 2001 Bristol-Myers Squibb On-Site Child Care Assessment, “[o]f the ten employees

who rated taking their children to and from a child care setting as difficult or very difficult at Time # 1 [at the
time the centers were opening], eight changed these ratings to easy or very easy after they enrolled their
children in the BMS [child-care] centers” (Boston College Center for Work and Family, 2001, p. 3).
How does the employer benefit from employer-supported onsite child-care centers?
Fact 1 According to a 2005 report by Bright Horizons on backup child care, “[m]ore than 68% of parents
indicated they would have missed work if they had not used the center, leading to productivity savings of
nearly $400,000 U.S.” (Bright Horizons Inc., 2005a, p. 2).

Fact 2 According to a 2005 report by Bright Horizons on backup child care, “[i]n its first year, use of the
CIBC Children’s Center by the 800 employees enrolled in the program resulted in 2,528 work days saved—the
equivalent of 10 work years” (Bright Horizons Inc., 2005a, p. 1).

Fact 3 According to a 2005 study by media company Viacom, by offering its employees high-quality
backup child care, Viacom saved employees 528 days of unscheduled absences, which resulted in a
substantial savings in productivity costs for the company (Bright Horizons Inc., 2005b, p. 2).

Fact 4 According to a 2001 Bristol-Myers Squibb On-Site Child Care Assessment, “[i]n responding to
several statements about their level of commitment to the company, employees with children enrolled in the

centers were significantly more positive than parents who worked at the control location. For example, those
[parents] with children in the centers [onsite day care] were less apt to say that they had seriously considered
leaving the company (90.3% of these employees disagreed or strongly disagreed with this statement,

compared to 77.7% of those who did not have children enrolled in the centers)” (Boston College Center for
Work and Family, 2001, p. 5).

What does it cost employers to support onsite child-care centers?
Fact 1 According to a 2004 study on the value of employer-sponsored child care to employees,
“[a]lthough Action Industries charges a flat rate to those employees whose children utilize the on-site daycare
center,” Action Industries estimates that it subsidizes almost 50 percent of the total cost of the onsite center,

which at the time of the survey was a subsidy of about $130,000 per year (Connelly, DeGraff, & Willis, 2004, p.

771).
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Who supports onsite child-care centers?
Fact 1 According to a 2004 study on the value of employer-sponsored child care to employees, “50% of
employees without young children (60% at Bell) would vote yes to taxing themselves $5 per pay period to
support an on-site center” (Connelly et al., 2004, p. 786).

Fact 2 According to the 1998 Business Work Life Study, "[f]our times as many companies (26 percent) with
minorities in 50 percent or more of top executive positions offer on- or near-site child care as companies with

no minorities in key positions (6 percent)" (Galinsky & Bond, 1998, p. xiii).
The Network has additional resources related to this topic.

1. Visit a Topic Page on Employer-Supported Child Care at: http://wfnetwork.bc.edu/topic.php?id=29
Topic Pages provide resources and information, including statistics, definitions, overviews & briefs, bills &
statutes, interviews, teaching resources, audio/video, suggested readings, and links.

2. Visit our database of academic literature with citations and annotations of literature related to the issue of
Employer-Supported Child Care. You can connect to this database at:

http://library.bc.edu/F?func=find-b-0&local_base=BCL_WF
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