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Burnout in Female Child Care Providers: The Influence of Ten

Dimensions of their Work Environment

The purpose of this study was to investigate the

relationship between ten dimensions of the work environment

and burnout in child care providers. A survey instrument

consisting of the EarIy Chitdhood Work Environment Survey

(Jorde-e1oom, 1989) , the Maslach Burnout Inventory (Maslach

& Jackson, '1986), and a series of demographic questions was

used to collect data from 137 female, fulI-time child care

providers employed in licensed child care centres.

The findings of this study support the

conceptualization of burnout as a mulitfaceted construct

composed of three separate subscales (emotional exhaustion,

depersonalization, and personal accomplishment ) . This

particular sample reported lower levels of burnout than has

been reported in other research. Of the ten work

dimensions, three were found to correlate significantly with

personal accomplishment" These were decision making, task

orientation, and innovativeness. Emotional exhaustion was

found to be significantly correlated with five of the work

environment dimensions, including collegiaIity, decision

making, task orientation, physical setting and

ÅBSTRACT

1V
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innovativeness" The final subscale of burnout,

depersonalization, related to nine of the ten work

environment dimensions. These were collegiality, supervisor

support, clarity, revrards, decision making, goal consensus,

task orientation, physical setting and innovativeness"

Àge of the child care provider vlas f ound to

significantly correlate with two subscales of burnout

(emotional- exhaustion and depersonalization). other

demographic factors did not have signficant rel-ationships to

burnout. Stepwise regression analyses were performed to

determine which variables were the strongest predictors of

burnout" Àge was entered into the equation first for

emotional exhaustion and depersonalization" Few work

environment dimensions entered the equation at the tolerance

l-evel of "05. SpecificalIy, in addition to age, decision

making was a significant predictor of both emotional

exhaustion and depersonaÌization" Furthermore, goal

consensus Ì,ras a predictor for both depersonalization and

personal accomplishment "
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In the past 10 to 15 years, the child care field has

grovrn dramatically, mainly in response to increasing numbers

of dual-career and single parent families (eelsky,

Steinberg, & Walker, 1982; Pines & Maslach, 1980)" The

growth of the field is evident not only in the increasing

number of centres in operation, but also in the continuing

struggle to develop a professionaL identity and obtain

professional recognition for child care providers (Ade,

1982; Caldwe11, 1983)" Ensuring quality child care by

providing education, support and increased status to the

provider has been of central concern in this struggle. As

Lero and Kyle (1985) suggest "Quality child care is care

provided by knowledgeabLe, committed, and sensitive

caregivers in a milieu that supports their efforts to

provide an optimal environment designed to foster children's

well-being, development and competence" (p" 5)"

Despite this struggle for professional status and a

supportive work environment, the field of child care

continues to be plagued by an inability to maintain quality

staff and by a higher turnover rate than most professional

fields (Maslach & Pines, 1977; Mattingly, 1977; Seiderman,

1978). In a recent provincial report (Social Planning

IIdTRODUCTIOI,I
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Council of Winnipeg, 1991) a thirty-three percent turnover

rate vras estimated for the child care providers in Manitoba"

Although numerous factors have been cited as cause for

this high turnover rate in the child care field, it is often

linked to the experience of "burnout" (Daley, 1979b; Maslach

& Pines, 1977; Mattingly, 1977; Pines & Maslach, 1980;

Seiderman, 1978) " A person is said to be experiencing

burnout when the following symptoms are exhibited: (a)

increased feelings of emotional exhaustion; (b) development

of negative, cynical attitudes and feelings; and (c) a

tendency to evaluate one's ovln performance negatively"

Burnout has been Iinked to numerous causal factors

rel-ated to the individual, the work setting, and the larger

cultural and societal setting. Individual factors such as

stress tolerance Ievel", coping and adaptability, Type A

behavior, and poor diet have been hypothesized to mediate

the effect of job-related stress in child care providers

(Jorde, 1982) " Moreover, such individually differing
factors as locus of control (nuqua & Couture, 1986), self-

esteem and learned helplessness (uct"tullen & Krantz, 19BB )

have been studied in relation to burnout, and found, to

varying degrees, to influence the outcome of work-stress"

The bulk of research on causal factors in burnout has

focused on aspects of the work setting. In the child câre

fieldr pr€ssures, routines and deadlines (Duncan, 1980) and
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intense interactions with children (Hyson, 1982; Mattingly,

1977 ) have been proposed as work setting factors which prove

especially stressful- for child care providers. Empirical

research suggests that working hours, staff-chiId ratios,

and program structure also contribute to the level of stress

experienced by providers (t"taslach & Pines, 1977)" Pay and

benef its (r'teischer, 1985; Stremmel & Powe11, 1990) and

decision making (ruqua & Couture, 1986) have also been shown

to have an effect on burnout in child care providers.

Final1y, cultural and societal- factors have been

hypothesized to contribute to work stress and subsequent

burnout in child care providers. For example, child care

receives little support as a political concern and remains a

Low-status occupation. Thus, in our achievement oriented

society, extra stress may be placed on people who choose a

low-status career such as child care (Duncan, 1980; Hyson,

1982) 
"

Of these causal factors, the work setting seems to

offer the most logical avenue for intervention for several

reasons. First, work-setting factors have been shown to

influence Lhe leve1 of burnout, experienced by child care

providers (noyd & Pasley, 1989; Fleischer, 1985; Fuqua &

Couture , 1986; Stremmel & Powell, 1990 ) Second, making

changes in individual traits is difficult, if not

irnpossible, and would not ensure systematic effect across an

entire cenLre. Third, changing society's view of the child



care field may not be possible unless providers are

experiencing positive outcomes of their work; unless their

ovrn aLtitude toward their profession is a positive one.

From an employers standpoint, making changes in the

work setting is the most 1ikely route to successfully

improving the satisfaction of ernployees" Understanding the

factors in the child care work environment that lead to

burnout may make it possible to reduce stress and resulting

burnout in child care providers" Tn turn, reduced burnout

could reduce turnover, Ieading to a more stable environment

for children in care"

While previous research has suggested that work

environment factors relate to the level of burnout

experienced by child care providers, Iittle replication of

studies, or inclusion of a variety of work setting factors

in any one study has occured" Consequently, 1ittle is

understood about which factors seem most relevant to stress

and burnout in the child care fie1d, and thus which factors

might be the most important target for intervention, in any

consistent and long-term manner. From the employers

standpoint, attempts to limit burnout in employees seem

logicalIy to focus on the work setting"

In this studyrthe effect of work environment factors on

burnout in child care providers was examined. Specifically,

the relative contribution of each factor to burnout in child

care providers was studied.



This study employed social exchange theory as its

basis" Social exchange theory grew from the disciplines of

sociology and anthropology (nye, 1979)" The propositions of

this theory are sufficiently broad to allow for their

application in sma11, voluntary groups or larger

institutional groups or organizations. The basic premise is

that individuals attempt to avoid costly interactions and

seek out rewarding relationships and interactions, with the

purpose of maximizing profits"

Rewards are defined by Thibaut and Kelley (1959) as the

pleasure, satisfaction, and gratification a person enjoys"

Nye (1979) expanded this concept to include interactions,

status, relationships, experiences other Lhan interactions

and feelings which provide gratification to people.

Consequently, rewards include everything physicalr social,

and psychological that an individual would choose in the

absence of added costs.

REVTEW OF LITER.ATT'RE

Theorv

Thibaut and Ke1ley (1959) conceptualize costs as

factors that deter an activity. They propose two types of

factors, punishment and rewards foregone, either of which



could be considered

definition of costs

interaction, milieu

A prof itable
provides the best

1979) " Thus profi

costs and rewards.

than rewarding, it
be dissatisfying.

as

to

or

costly. Nye (1979) expanded the

include status , relat ionships,

feelings disliked by an individual"

outcome is defined as the one that

A number of sources for rewards and costs have been

identified in the literature. Social approval, autonomy,

ambiguity, security, money, vaIue, opinion, agreement, and

equality, have all been suggested as possible sources of

costs and rewards (Nye, 1979) 
"

rel,ationship of rewards to costs (Nye,

t is conceptualized as the balance between

If an interaction is seen as more costly
will not be seen as profitable and will

This theory can be applied to analysis of the work

environment, such that when the work environment is seen as

rewarding, workers are more likely to be satisfied,
motivated and productive. When workers perceive the work

environment as being less rewarding and having more costs,

and consequently not profitable, they are more like1y to be

dissatisfied, unhappy and may experience burnout. For

example, a child care provider who perceives Iittle
supervisor support may view the work environment as

unprofitable (stressful) and thus experience burnout.

Conversely, if sufficient supervisor support is perceived by

6



the individual, the work environment wilI be seen as highly

revrarding and profitable and the worker will be likely to

experience lower l-evels of burnout, or no burnout will be

exper i enced .

Prior to the 1920's, workers vrere thought to be

motivated primarily by material rewards. By the 1920's

however, management v¡as urged to treat their employees as

human beings, rather than machines. Increasingly,

motivation of workers was thought to relate to the social

environment found in the work place" More emphasis was

placed on communication between employer and employee"

Today, employers acknowledge the importance the work

environment has in effecting attitudes, productivity and

satisfaction of the the employee (James, 1982).

Numerous outcome variabl-es have been examined in

relation to the work environment" These include (a) job

satisfaction (Curbow, 1990; Fleischer, 1985; Jorde-Bloom,

1986, 1988a; Moos, 1976; Stremmel- & Powell, 1990), (b)

turnover (oaley , 1979b; Fleischer, 1 985; Mattingly , 1977;

Social Planning Council, 1991), (c) low morale and high

absenteeism (na1ey, 1979b; Moos, 1976), and (d) burnout

(oaley, 1979b; Maslach & Pines, 1977; Mattinqly, 1977;

Seiderman, 1978) 
"

Work Environment
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While the specific effect of work environment on these

outcome variables differs with each study, in general, a

positive work environment has been found to refate to

increased morale, job satisfaction, and productivity
(Dastmalchian & Adamson, 1984; Lawfer, Hall, & oldham, 1974;

Litwin & Stringer, '1 968) , and a decrease in employee

turnover, absenteeism, and burnout (Mas1ach, 1978;

whitebook, Howes, Darrah, & Friedman, 1982) 
"

Def inino glork Environment

Work environment has been

climate of a work place or the

environment (t"toos , 1976) " Thus

unique atmosphere which can be

negat ive.

Several- scholars of the work environment suggest that

this social climate is composed of two components including

the structural framework of the organization and the

individuals within that setting (James, 1982; Moos, 1976;

Nash, 1983)" The structural components include formalized

management practices, policies, and procedures (Nash, 1983),

and the second component, people, includes the individual,

their characteristics, behaviors, and actions (James, 1982).

conceptualized as the

"personality" of that

, each work place has

characterized as posit

The work environment, however, is seen as more than the

sum of these two components. Nash (1983) and Jorde-B1oom

soc ial

its ov¡n

ive or



(1991) have conceptualized the work environment or

organizational climate as the result of interaction between

these two components. For Nash (1983), organizaLional

climate is the perception by the people (employees and

managers) of the forrnal and informal policies, structures,

and systems that guide behavior and influence performance"

Thus, the organizational climate reflects the aggregate

perception by the workers of the work environment.

Similarly, Jorde-Bloom (1991 ) conceptualizes the work

environment as the colLective perception of the people in a

particular work setting. Thus, two organízaLions that have

identical structural components and identical people, ßâY

have different organizational climates because of the unique

interaction of the structural components and the people, and

how this interaction effects the individual's perception of

the work environment"

The work environment is also conceptualized as

multifaceted, rather than uni-dimensional" That is,

numerous facets make up the work environment" In fact, many

organizational factors have been identified as potential

contributors to workers' perceptions of their work place.

Moos (1976) identified ten such factors which he has grouped

into three dimensions. These three dimensions include the

relationship dimension, the personal growth dimension, and

the system maintenance and system change dimension" The

rel-ationship dimension is comprised of three f acets:

9
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involvement, peer cohesion, and supervisor support. The

personal growth dimension incLudes autonomy, task

orientation and work pressure. Clarity, control, innovation

and physical comfort make up the system maintenance and

system change dimension.

Although research on the effect of variability in the

work environment suggests that a positive work environment

increases positive outcomes and decreases negative outcomes,

these effects do not necessarily generalize across type of

work, and consequently must be examined within each unique

work setting" Jorde-Bloom (1989b) tras utilized the multi-

faceted conceptualization of the work environment and

applied it to the specific work environment of child care

providers. The organizational factors identified by Jorde-

Bloom, although similar to those identified by Moos (1976),

are specific to the child care work environment. These

factors include goal consensus, task orientation, physical

setting, innovation, professional growth, the reward systein,

decision making, clarity, supervisor support and

coIlegiality.

Research on the Work Environment

In the past 20 years most research

environment of child care providers has

characteristics which are true of most

Researchers have attempt.ed to identify

on the work

focused on general

day care centres.

characteristics of
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child care r.Iork in general that lead to decreased

satisfaction and increased turnover" For example, the

stress of being constantly responsible for children's
rapidly changing needs (fuqua & Couture, 1 986; Maslach &

Pines, 1977; Mattingl-y, 1977) , high child to care giver

ratio (Maslach & Pines, 1977) and the age of children (nuqua

& Couture, 1986) have been identified as potential stressors

characteristic of all child care centres. Similarly, the

hours worked (Jorde-B1oomr1988a; Maslach & Pines, 1977;

Whitebook et al., 1982) and the salaries and benefits

received hrere identif ied as problematic for job satisfaction
(Jorde-sloom, 1 988a; Stremmel & Powell, 1 990 ) "

Utilizing an organizational climate approach to

conceptualizing the work environment addresses the question

in a slightly different manner" Here, individual
differences between centres, rather than general

characteristics true of all centres, is the focus" As

previously suggested, two work settings can have the same

structures and same people, yet, the interaction of these

components in each work place is uniquer leading to a unique

work environment. Identification of factors that effect the

organízat-ional climate of a child care centre can help in
understanding the elements necessary for a positive work

environment. Improving the work environment can potentially
help to reduce job dissatisfaction, burnout and turnover.

Thus, at this point in the study of the work environment in



child care, it is necessary to pursue research examining

individual differences in child care centres in order to

understand how to increase satisfaction and consequently

decrease turnover and burnout"

In the following section, research related to each of

the ten facets of the work environmenL, âs described by

Jorde-B1oom, will be reviewed. For each of the facets,

research on the effect of variability in that facet in a

generaJ. work population wilI first be summerized. Then

literature examining the facet of work environment in the

child care field will be reviewed"

Task orientation" Task orientation (or task

performance) has been defined as an individual's

accountability for obtaining results in a task that has been

clearly defined (Nash, 1983)" Thus, when a work environment

is rated high on task orientation, employees clearly know

who is accountable for specific tasks, or who is responsible

for producing end results" While this is considered

positive by employees, high task orientation can also have

a negative effect. High task orientation can also indicate

that the organization tends to focus on short term,

immediate profit-producing activities, while not giving much

attention Lo long term development of the company or agency.

12

Jorde-Bloom (1989b) added to Nash's concepLualization

of performance orientation by including the planning of the



task and efficiency with which the task is handled. Thus,

for Jorde-Bloom, high task orientation indicates an

organizational climate perceived by employees as welI-

planned and efficient"

Àvailable information about task orientation is mostly

conceptual, rather than empirical in nature. OnIy one study

has empirically examined task orientation. In this study' a

comparison was made of the organizational climates of 94

administrators and 535 child care providers. on a scale of

ten, administrators rated task orientation higher ( x =7"45)

than child care workers ( x =6"80) (Jorde-eIoom, 1988b)"

Although no relation of task orientation to job satisfaction

was reported in this study, it does suggest that

administrators and direct-service workers do not share a

common perception of task orientation" Such a difference

indicates a need to assess task orientation from both

perspectives to gain a complete understanding of this facet

of the child care work environment. Given the dearth of

research on task orientation in any professional setting,

and especially in the child care field, further research is

clearly called for"

13

Phvsical settinq. The physical setting of the work

place has been included as a facet of the work environment

or organizaLional climate (Jorde-e1oom, 1989b; Moos, 1976) "

Spatial arrangements can hinder or facilitate performance

and consequently influence an employee's perception of the



organizational climate (Jorde-eloom, 1989a)" Thus, a work

environment with a positively perceived physical setting
would have a spatial arrangement that facilitates work and

the carrying out of work responsibility"

It has been suggested that the design of the work

environment can influence behaviors at the work p1ace,

making it easier or more difficulL to complete tasks (pínes,

1981). The research of Kritchevsky and Prescott (1969)

supports this hypothesis" In a group of elementary school

teachers, the data suggested that as the quality of physical

space decreased, teachers lrere more restrictive and more

controlling with the children. Furthermore, the teachers

were viewed as less sensitive and friendly when physical

space vras 1ow quality. In turn, the teachers considered the

children less interested and involved in the classroom"

Finally, the quality of the physical space affected the

behavior of the children. with the decrease in space

quality, there was an observable increase in conflict among

chi ldren "

14

In a study of teachers in open schools, Feitler,
Weiner, and Blumberg (1970) demonstrated a relationship
between the individuals needs and their preference for the

hray in which the cfassroom is laid out" When the room was

arranged to their specification, teachers felt more in

control of the situation"
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Physical space has also been studied in relation to

burnout" Pines (1981) studied a variety of mal-e and female

professionals (¡l=205) and found that when these

professionals perceived their work environment as

comfortable, they reported lower Ievels of burnout. Àt the

same time, uncomfortable work environments (e.g", high noise

leve1s) vrere positively correlated to burnout. Similarly,
parks and recreation professionals reported higher feelings

of personal accomplishment (one aspect of burnout) when they

worked in a comfortable physical environment (Rosenthal,

Teague, Retish, West, & Vesse1l, 1983).

The physical environment has been considered an

important indicator of quality care for children" In fact,

the adult physical environment is included as part of a

rating scale measuring the quality of early childhood

programs (Harms & Clifford, 1980). However, child care

centres are usually designed to meet the needs of children

rather than adults" Maslach and Pines (1977 ) studied two

aspects of the physical setting in child care centres (class

size and room arrangement) and their relation to burnout"

The results indicate that by breaking a large room into

several small spaces, child care providers were able to

decrease one facet of reported burnout (emotional

exhaustion).

The results of these studies suggest that employees'

perceptions of the physical work environment can influence
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their leveI of job satisfaction" Physical environment seems

to be an important factor to examine when sLudying the chil-d

care work environment and its potential influence on

burnout" Size, arrangements, attention to adult needs, and

control over room arrangement appear to influence how

satisfying or draining one's work can be" However, the

rel-ative importance of the physical environment, when

compared to other $rork environment aspects has not yet been

examined. Such research may help determine if this facet of

the work environment is a possible intervention strategy in

the child care profession"

Goal consensus. Goal consensus is the degree of

agreement on philosophy among staff, staff's unity in

approach, and shared commitment to goals and objectives
(wilson, Firestone, & Herriott, 1984) " Jorde-Bloom (1989b)

defined goal consensus as "the degree to which staff agree

on the goals and objectives of the centre" (p. 42) "

lmplicit in this definition is the consensus of all staff
members, not either employees or management alone"

Limited research has empirically examined the effect of

goal consensus on job satisfaction or productivity"

However, the few studies that have been completed suggest

that goal consensus is important for a positive work

environment and supports Jorde-Blooms' definition which

suggest that both management and staff must be in consensus

about goals and objectives. For example, Bonner (1969)



17

found that when management were the only ones aware of

goa1s, workers displayed less pride in their v¡ork and less

loyalty to the system" Furthermore, when workers v¡ere able

to help establish the goals, they were more strongly

oriented towards these goa1s" Moreover, Harenstam, Pa1m,

and Theorell (1988) report that goal consensus facilitated

planning and organization of work in a large sample of

workers (¡¡=52¿5) in 67 prisons" rn this sample, goal

consensus facilitated managers assigning work to

subordinates" Tjosvold (1984) reviewed the literature and

summarized the results to suggest that workers cooperated

more readily if goals were positive and workers agreed with

them.

No studies have formal-Iy examined the effect of goal

consensus on job satisfaction in child care providers"

However, Maslach and Pines (1977) report that child care

providers often use their staff meetings as an opportunity

to ctarify goáts both for individual providers and the

centre. This opportunity to clarify and work toward

consensus on goals apparently leads to workers feeling more

satisfied with their work, and in turn, raLe their centres

more positively"

This limited research suggests that goal consensus may

influence the level of satisfaction experienced by an

employee" Àlthough these findings have not been replicated

within child care centres, the results reported here



indicate goal consensus could influence child care workers

job satisfaction and burnout.

Innovation" Innovation, the degree to rr¡hich variety,

change, and new approaches are emphasized, is a necessary

element in a successful work pJ-ace (Àrmstrong, 1979) " To

remain successful, organízations need to be up to date and

have current information" This means that changes are

constantly taking p1ace, which is necessary if an

organization wants to survive (Gardner, 198.1 ) " The ability
to adapt to these changes, and the encouragement given to

staff to find creative ways to solve problems and remain

successful is how Jorde-Bloom (1989a) conceptualizes

i nnovat i on "

Studies have found that when innovation is present, the

work environment is perceived as more positive. Change is

seen as Iess problematic when consistent with organizational

values (aIlen & Dyer, 1980). Harenstam and others (1988)

studied 5246 workers in 67 prisons, including management and

staff" They found that when management and staff were

encouraged to work together to find creative solutions for

problems, staff had a higher opinion of the management"

18

Some studies have been done relating innovation and

burnout" Sixty-nine percent of a social worker sample

(¡l=162) who reported high levels of burnout also rated their
management as being inadequately innovative (Armstrong,



1979)" A further nineteen per cent of the social rvorker

sample reporting moderate burnout levels also rated

management as inadequately innovative" Similarly, in a

study of parks and recreation perSonnel (N=414) a moderate

correlation between innovation and burnout was reported

(Rosenthal- et 41., 1983). In Maslach and Jackson's (1982)

study of 95 nurses, a significant negative correlation

between innovation and emotional exhaustion, one facet of

burnout, was reported ( r =-"3'1 , p <,05)"

Jorde-Bloom ( 1 988b) studied the perceived work

environment of 94 administrators and 535 child care

providers" As expected, differences were found among these

two groups. On a scale of ten, administrators rated

ínnovation in their centre as 8.65" The child care

providers however reported a lower Level of innovation ( x

=7"38)" Although this data does not provide information

about the relation of innovation to job satisfaction, it

does suggest that administrators and child care providers

have differing perceptions of the degree of innovation in

their r^iork environments"

The studies of these professionals demonstrate the

potential influence innovation has on job satisfaction in

general and in part.icular burnout. While few of these

studies directly addressed the child care work environment,

several professions studied were service oriented, just as

child care providers are" Thus, it seems possible that

19



innovation may also influence the job satisfaction or

burnout of child care providers"

Reward svstem. The reward system has been

conceptualized as perceived adequacy of pay (¡,itwin &

Stringerr l968), and recognition of the importance of one's

v¡ork (Bonner, 1969). Similarly, Adams (1971) concepLual-ized

rewards as equitable when inputs matched outputs" Inequity

occured when a person perceived that their input vras greater

then the output (reward)" Perception of inequity could stem

from self-eval-uation or comparison with others' work and

perceived remuneration. Nash (1983) conceptualized the

reward system as the compensation factor, which varied with

a person's perceptions of a variety of factors, including

availability, equity, performance basis and competitiveness

of rewards" An organization high in this factor has

employees who believed the company's reward system is

internal-ly competitive, available, and related to

performance. Jorde-B1oom's ( 1 989b) definition of the reward

system incorporates alI of the previously mentioned

components. Fairness, equity in the distribution of payr

fringe benefits, and advancement opportunity are all part of

the reward system as conceptualized by Jorde-B1oom"

Research has indicated that rewards are related to

performance. Lab and fiel-d studies (Jones, 1984) have

indicated that when rewards are perceived as related to

performance¡ pêrformance increases and workers feel greater

20



satisfaction. Moreover, perceptions of rewards were

positively related to job attitude and job satisfaction"

Research has suggested that receiving one sort of

reward may l-ead an employee to perceive other subsequently

received benefits as related to the original reward"

Nordhaug (1989) found that when workers experienced one type

of benefit, they saw themselves as more likely to experience

other benefits as weIl. This resuft was especially true of

workers who took advantage of personnel training" In this

study, 263 people who had taken non-compulsory training,
paid for by the firm and seen as a reward, were surveyed"

Of these respondents 12% felt they had received a promotion

as a consequence of the training, 28% reported an increase

in work tasks and 18% reported greater autonomy in their
work situation. These advancement opportunities vrere aIl

seen as a result of the extra training that had been offered

by the firm. Nordhaug (1989) also found that employees who

had taken courses were more 1ike1y to receive other rewards

when they were distributed.

Research which has examined the impact of rewards on

burnout has been limited" Schwab, Jackson and Schuler

(1986) found the reward structure to be negatively related

to burnout in teachers (N=339). The personal accomplishment

and depersonalization facets of burnout were most

significantty affected by perceived rewards. Similarly,
Richardson and West (1982) studied three groups of workers.
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They included staff from a public health agency, small

community hospital, and a preschool" They found that the

amount of fringe benefits a worker received contributed to

burnout" That is, the fewer benefits the greater the

likelihood the worker would burnout.

Limited and frequently lacking rewards available to

child care providers have often been identified as a

potential cause of dissatisfaction, turnover, and burnout in

the child care field (Seiderman, 1978; whitebook, Howes, &

Phi11ips, 1989). In fact, in Fleischer's (1985) study of 40

clinical child care workers who left the fie1d, 18% cited
lit.tle chance for promotion as the reason for leaving"

Moreover, McMullen and Krantz (1988) found a relation

between low wages and benefits and job stress in a sample of

child care providers"

Wages

ava i lable

ChiId Care

the 1 980's

vla9es vJere

22

can also effect the quality of programming

to the children, as made clear in the National

Staffing Study completed in the United States in
(whitebook et âf. , 1 989 ) . 1n fact , in this study

the most important predictor of quality care.

The results of these

an important predictor of

child care providers, and

quality of care available

studies suggest that wages may be

job satisfaction and burnout in

consequently may influence the

to children "
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Clarítv. The dimension of clarity in the work

environment has grown from the concept of ambiguity about

one's work role, a construct quite evident in the

organizational psychology literature" In this Ìiterature,

ambiguity has been defined as the lack of clear information

about (a) expectations associated with a roIe, (b) methods

for fulfilling known role expectations, or (c) consequences

of rofe performance (van SeI1, Brief, & Schuler, 1981).

Conversely, Jorde-Bloom (1989b) defines clarity as the

degree to which policies, procedures and job

responsibilities are clearly stated"

It has been proposed that clearly stated goals and

objectives will reduce stress in employees by increasing

their understanding of expectations about their jobs

(Cherniss, 1980)" Studies report results which support this

hypothesis. Àrmstrong (1979) found that social workers

wanted clearly stated job responsibilities. Similarly,

Deszca, Burke and MacDonald (1982) surveyed 600 supervisors

and managers from four municipal governments in one

province. They found that managers who had clearly stated

tasks also had greatest role clarity ( r ="27, p <"001). rn

general the presence of clearly stated goals and objectives

generally reduced role stress.

Several studies have assessed the relation between some

aspect of clarity and job related outcomes, usually

experienced burnout. In a study of social workers (N=162),
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57% of. those experiencing high levels of burnout and 26% of.

those experiencing moderate l-evels of burnout rated clarity

of expectations as inadequate (Àrmstrong, 1979) " Similarly,
parks and recreation personnel reported higher feelings of

one aspect of burnout (emotional exhaustion) when job

clarity vras low. When clarity was seen as high, \â¡orkers

reported higher leveIs of personal accomplishment (a facet

of burnout which is stated positively and when scored high

indicates low burnout) (Rosenthal et êf., 1983)"

within the field of education, elementary school

teachers (¡¡=320) reporting higher 1evels of role ambiguity

(1ow clarity) also reported higher l-evels of emotional

exhaustion and depersonalization and lower leveIs of

personal accomplishment (al1 facets of burnout) (Schwab &

Iwanicki, 1982) " Àlthough significant, these correlations

were only in the low to moderate range" A later study of

339 elementary teachers also found a significant and

positive correlation between role ambiguity and

depersonalization (Schwab et al., 1986) "

Unfortunately for child care providers, expectations

are not always clearly stated, and confusion may arise over

priority of direct care versus custodial duties (¡¿attingly,

1977) " A few studies have examined the relation of clarity

to various job oulcomes in the child care fie1d. In a study

of clinical child care workers, Fleischer (1985) reported

that workers who left the field experienced more
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dissatisfaction with information about policies and programs

than workers who were stil1 employed at the organization.

Maslach and Pines (1977) reported that employees of child

care centres who participate in the development and

interpretation of job descriptions, report lower levels of

role stress (one facet of which is role ambiguity). Boyd

and Pasley (1989) found that in early childhood educators

(N=85), role ambiguity (1ow clarity) v¡as found to correlate

significantly and moderately to two facets of burnout

(depersonalization and emotional exhaustion) . Role

ambiguity was found to correlate at a low Level to personal

accompl i shment "

This research suggests that clarity could have a

potential impact on the work satisfaction of. child care

providers" As with previously discussed variables,

examination of the relative importance of role clarity for a

child care provider's burnout could provide important

information for planning intervention.

Professional qrowth" Jorde-Bloom (1989b) defines the

professional growth dimension of the organizational climate

as "the degree of emphasis placed on personal and

professional growth" (p. 42) " Nash (1983) states that an

effective climate is one which emphasizes achievement,

personal goal setting and a sense of individual

responsibility. Pines (1981 ) discusses Frederick Herzberg's

motivation-hygiene theory, suggesting that when individuals



are given the opportunity for self-advancement, self-

development, achievement, recognition, and promotion they

become more motivated. Thus, if a work environment al-lows

an individual to actualize themselves and grovt

professionally the worker should experience reduced Ievels

of stress and burnout.

professional growth opportunity for job satisfaction and

optimum working conditions suggests that formal or informal

training can have an impact on the employees perception of

the work environment" One study found a relation between

professional growth and positive work environment. In

Nordhaug's ( 1989 ) study of naval personneL (n=263 ) it I4Ias

reported that workers viewed professional growth and

training as the organization's efforts to assist in the

facilitation of potential career moves" This perception

created a more positive work environment.

Professional growth can be facilitated in a variety of

ïrays. zins, Maher, Murphy, and Wess (1989) found when

groups of school psychologists met as a support group'

members noted an increase in their knowledge of current

practices, and an increase in specific skills (e"g. ,

assessmenL, intervention, program planning) " They concluded

that this informal group was an effective and valuable

source of professional development. Olson (1991) supports

this contention with observations of nevr school teachers.

Research which has addressed the importance of

26



27

When a novice vras welcomed into a school and given a sense

of belonging, he/she was able to take more risks and further

develop as a teacher. Kent (1985) found that to effect
growth and change in teachers it was necessary for training
to be given on site at the school "

professional growth and training for child care providers,

opportunities are Iimited. DaIey (1979a) points out that

improved training for child care providers can help to
prevent burnout. Furthermore, Duncan (1980) suggests that

workshops and in-service training that develop skiIls should

be offered to child care providers" Unfortunately, not a1I

child care programs are able to afford the opportunity for

child care workers to further develop professionally. Non-

profit organizations and half-day programs showed more

opportunities for professional growth than did profit

organízations and full-day programs (Jorde-sloom, 1989a) .

Such a lack is v¡orrisome in light. of the results of

Fleischer's (1985) exit survey of 40 clinical child care

workers. Ten percent gave lack of training opportunity as

the reason for leaving the field of child care and employees

who left the field were more dissatisfied with training than

employees who vrere st i 11 employeed "

Though research indicates the importance of

These studies suggest the importance of one aspect of

the work environment, professional growth, and its potential

to impact the satisfaction of child care providers" Studies
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indicate it can influence turnover and burnout. Further

examination is necessary to ful1y undersLand this dimension

of the child care work environment"

Ðecision makinq. Pines (1981) defined decision making

as the extent to which the work environment provides and

enables people to decide how to do their work. That is,

having decision making ability determines one sense of

controf and power over that environment. Jorde-Bloom

(1989b) offers a similar conceptualization of decision

making as an employees' autonomy and involvement in centre

wide decisions" Wadia (1969) hypothesized that decision

making is related to performance, suggesting that when

employees have the opportunity to participate in decision

making on matters that affect them, their performance would

be better than employees who had not participated in

decision making" Kast (1978) proposed that employees who

had 1ittle control over their work environment are at an

increased risk for diseases"

When employees are allowed to exercise some control
( i.e" , to participate in decision making) there appears to

be more satisfaction with their vrork (Bonner, 1969) " This

participatory climate leads to more teamwork, a sense of

satisfaction, and promotional opportunities (Nash, 1 983) "

Richardson and West (1982) found when little or no

involvement is allowed in the decision making process, there

v¡as a greater occurance of burnout, This supports the



hypothesis of Cherniss (1980) in which he suggests that

organizations that encourage littIe decision making

involvement reduce an employees' feelings of autonomy and

control, which in turn contribute to burnout"

The relation between decision making and burnout has

been studied in a variety of professions. Social workers

(N=152) were found to resent centralized decision making

that excluded input from them (Armstrong, 1979) " of the

social workers involved in the study, 81% w}:'o experienced

high levels of burnout and 19% reporting moderate burnout

leveLs also reported inadequate job autonomy, or the lack of

encouragement to make their ovrn decisions. O'Driscoll and

Schubert (1988) found that when social workers perceived

themselves as involved in a democratic decision making

process, they also reported increased feelings of personal

accompl i shment .

Studies have found a negative rel-ation between decision

making and emotional exhaustion, and a positive relation to

personal accomplishment (botfr facets of burnout)" Parks and

recreation personnel demonstrated high leveLs of emotional

exhaustion vrhen they perceived they had little involvement

in dec ision making (Rosenthal et a1. , 1 983 ) " Furthermore,

when the parks and recreation employees perceived themselves

as involved in the decision making process their feelings of

personal accomplishment also increased. In elementary

school teachers (N=339) personal accomplishment was

positivly correlated to decision making
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( r =.20, p <"01) and autonomy ( r =.29, p =<"01).

Furthermore the scores for emotional exhaustion and

depersonalization \^¡ere also very similar ( r =- " 33;- " 31 and

r -- "21;- "19, respectively) (Schwab et a1. , 1 986) " These

results indicate that decision making can influence the

burnout 1evels in a variety of professions.

Information on decision making and child care providers

is scarce. Most of what can be found in the literature is

descriptive in nature" Seiderman (1979) ¡el-ieves workers

who are involved in decision making are usually more

efficient, more productive, and happier with their work"

Maslach and Pines (1977) report that child care providers

use their staff meetings to try to direct some influence on

policies of the centres. When they are successful, meetings

are perceived as useful by the staff" À study by Fuqua and

Couture (1986) provides empirical support that decision

making power does influence burnout in child care providers"

They used three questioirnaires to obtain information from

120 chi Id care workers, 90% of. which v¡ere f emale. These

workers vrere employed in 24 dif ferent licensed day care

centres. Their results were similar to Rosenthal and others

(1983) and Schwab and colleagues (1986) in that child care

providers who felt their input effected their working

conditions were Iess Iikely to report emotional exhaustion

and depersonal ization.
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The research of Fuqua and Couture (1986) and the

anecdoteal reports of Seiderman (197e) and Maslach and Pines

(1977 ) suggest that, as in other professions, decision

maki.ng in the child care work environment may be an

important dimension; one which may have an impact on

burnout "

Supervisor suÞDortn Pines, Àronson and Kafry (1981)

define support as efforts directed at facilitating the

productivity and or satisfaction of an individual. This can

include emotional comfort and technical support. The

supporter may also try to change an employee's inappropriate

behavior" Moos (1976) states that supervisor support also

includes encouraging employees to be supportive of each

other" Supervisor support has been defined as the degree to

which a supervisor provides facilitative leadership which is

encouraging, supportive and provides clear expectations
(Jorde-sIoom, 1 989b) "

Supervisor support has received a fair amount of

attention in the job satisfaction literature" This variable

has been shown to influence a variety of professionals'

burnout rates. Furthermore, several studies have examined

the effect of supervisor support on child care providers"

Cherniss (1980) considers leadership (one

conceptualization of supervisor support) to be the most

important variable in the work environment in Lerms of
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relation to burnout" Previous studies seem to suggest that

support from supervisors can improve the work environment.

Harenstam and colleagues (1988) studied workers (tl=SZ¿g) in

67 prisons" Their research indicates that when staff
perceived their work as being valued and appreciated by

supervisors, they reported higher opinions of management ( r

=.71, p <"0001 ) " Moreover, Cherniss (1980) suggests that a

worker who is able to maintain autonomy and at the same time

perceives a high degree of support from the supervisor will

experience less burnout. À study on social workers (N=162)

supports this idea of supervisor support influencing burnout

(Armstrong, 1979) " Closely supervised social workers

displayed a greater likelihood of burnout. Furthermore, a

relationship between inadequate supervision and high 1eve1s

of burnout was found in B0% of. the social workers"

Leadership (defined as management's ability to provide

structure and support) was also found to relate to burnout

in these social workers. Eighty-five percent of social

workers experiencing high levels of burnout and 15% of. those

experiencing moderate levels of burnout indicated leadership

was inadequate"

Research indicates that the rel-ation of supervisor

support to specific facets of burnout appears to be similar
for a variety of professions. For example, nurses (¡¡=9S)

who felt supported by their supervisor were found to have

low emotional exhaustion ( r =-.38, p <.05) (¡aaslach &
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Jackson, 1982). Teachers of special needs children (H=SOl )

also reported low emotional exhaustion, low

depersonalization and greater personal accomplishment when

they perceived a supportive environment (ZabeI ç Zabel,

1982) " Finally, Schwab and colleagues (1986) found similar
results in a study of elementary school teachers (N=339).

High supervisor support related to low burnout level-s

(emotional exhaustion, r =-"39; personal accomplishment, r

=.22; depersonalization, r --"23)" Pines (1982) reported

elevated l-evels of emotional exhaustion and decreased l-eveIs

of personal accomplishment for lower level office staff who

perceived a lack of supervisor support.

À variety of researchers have hypothesized about the

rel-ation between supervisor support and child care

provider's job satisfaction" Seiderman (1978) stated that
it was necessary for child care providers to be able to air
concerns and feel that their supervisors would respond

positively" Honig (1985) proposed that for child care

providers to be at their best, they need supervisors who are

supportive, offer feedback and are willing to lend a hand"

Daley (1979a) suggested that supervisory support for child
care providers can help to all-eviate job stress in a

difficult situation"

Research supports these assertions. Child care

providers who did not feel they had good supervision, or

that their supervisor was not interested in their career,
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tended to leave their employment" Of 40 clinical child care

workers who had left the field 31% reported lack of

supervisor support as their reason for leaving (r'teischer,

1985). Stremmet and Powel-l- (1990) found a moderate

correlation ( r ="41, p <"001 ) between child care provider's

satisfaction and feedback from the centre director (¡¡=¿29).

Kontos and StremmeL (1988) also found that 20% of the child

care workers (tt=+0) surveyed were dissatisfied with

administrative style in their centre" Overa11, these

workers vrere unhappy with the communication between

administration and workers.

These initial studies indicate that, like other groups

of workers, the level of support available differs by centre

and that child care providers' satisfaction is influenced by

their perception of supervisor support.

CoIleqialitvo Moos (1976) aefines collegiality or peer

cohesion as "the extent to which employees are friendly and

supportive of one another" (p" 2) " Jorde-Bloom (1989b)

regards friendliness, supportiveness, and trust of workers

as part of collegiality. Furthermore, she adds the "esprit
de corps" of the group and the trust they have with one

another are also components of co1legia1ity. CollegiaIity
has received much attention in the job satisfaction
literature" Much of this attention has focused on teachers

and peer support groups, but does not have extensive

research to support it (zahorick, 1987) 
"
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Many researchers recognize collegiality as an important

source of professional growth for teachers (zahorik, 1987) 
"

olson (1991 ) Uetieves that novice teachers get most of their

career development support from co-workers. By providing an

environment conducive to networking, schools are able to
enrich the organizaLional climate while at the same time

meet the needs of the teachers (etfonso & Goldsberry, 1982) "

In Zahorik's (1987) study of 52 elementary teachers,

teachers indicated collegial help was provided in the areas

of discipline (19"8%), activities (16.1%), and materials
(21%) " À group of school- psychologists also found that an

informal support group of peers allowed them the opportunity

to learn, grolr and network with colleagues (zins et al.,
1988)"

The relationship between burnout and collegiality has

been examined in a number of professions" Pines and

colleagues (1981) state that the absence of a support group

for a worker could lead to burnout for that worker. They

hypothesize that when supports are perceived as weak, there

will be a higher incidence of emotional exhaustion (one

facet of burnout). Schwab and others (1986) studied 339

elementary school teachers and found precisely what Pines

and colleagues hypothesized. High perceived collegiality
led to low emotional exhaustion ( r =-"37)" Furthermore,

these teachers also exhibited low depersonalization ( r

=-.23) and high personal accomplishment ( r ="22) when



collegiality was present. Zabel and Zabel (1982) studied

601 spec ial need teachers " When colleague support l^las

perceived as available, teachers reported lower emotional

exhaustion, depersonalization, and higher personal

accomplishment" Similar results are reported in other

professional groups (nurses and parks and recreation

personnel) (Maslach & Jackson, 1982; Rosenthal et aI",
1983).

The information on child care providers and

collegiality is more narrative in nature. Peer support is

thought to help alleviate job stress in difficult situations
for child care workers (naley, 1979a). This appears to be a

reasonable hypothesis considering that Maslach and Pines

(1977 ) found that better work relationships were associated

with teamwork in child care providers. Thus, the perception

of collegiality can help staff to work through difficult

times" When these supportive relationships are not in

place, it may lead to frustration and possible burnout

(uyson, 1982; Maslach & Pines, 1977) " The one study

specific to child care providers and collegiality did find

that larger centres tended to have lower collegiality ( r

=-.32, p <"01) (Jorde-Bloom,198Bb), but did not examine the

relation of collegiality to job satisfaction or burnout.
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The previous studies of other professions and the

proposed influence in child care workers suggests that

collegiality is a work environment factor that may be an



important dimension,

to fulIy understand i
to understand how col

care providers 
"

rn'ith burnout on
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and one which requires further research

t. This information allows us to begin

legiality can affect burnout in child
s possibly an effective means to deal

In this section, proposed facets of the the work

environment have been reviewed" Some of the dimensions have

been more thoroughly researched than others, and aIlow for
predication about their possible relation to burnout" The

dimensions that have been most thoroughly researched include

collegiality, supervisor support, decision making,

professional growth, clarity, and the reward system. The

information in the literature supports a negative

correlation between these dimensions and burnout" That is,
the more perceived supervisor support, collegiaIity,
involvement in decision making, aLLowance for professional

growth, clarity and fairness in the reward system, the lower

the levels of burnout. The four remaining dimensions (task

orientation, physical setting, goal consensus and

innovation) have much less research on which to base

conclusions regarding their relation to burnout in child
care providers" Hence, further research is required to
ful1y understand the relation between the work environment

and burnout "

rr i
an informal level "

Summarv
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In conclusion, more research on aIl ten work dimensions

is necessary in order to better understand their relation to

burnout in child care workers. Thus, the goal of this study

is to provide additional information about the relative
importance of the various work environment facets for

burnout in child care providers"

Herbert Freudenberger first used the the term burnout

in 1974. Since then the term "burnout" has become popular

for describing a condition found in those professions with a

high degree of people contact, such as child care (Cherniss,

1980; Daley, 1979b; Kahn, 1979; Maslach & Pines, 1977;

Perl-man & Hartman , 1982; Pines et aI. , 1 981 ; Schwab et al . ,
1986). The term burnout has been associated with job

stress, boredom, depression, fatigue, tedium, and tension
(Duncan, 1890; Farber, '1983; Pines et a1. , 1981 ; Zastrow,

1984) " This has led to vague and undisciptined use of the

term (rarber, 1983)" There has been a call for a universaf

definition of burnout, but a variety of definitions are

sti11 apparent in the human services literature (Perlman &

Hartman. 1982) " Moreover, littIe attempt to consistently

build on earlier definitions or compare and critique these

definitions has been apparent (Maslach, 1982b) 
"

Burnout,



HísÈorical Development of the Concept of Burnout

Freudenberger (lglq, 1975, 1977) f irst def ined burnout

as physical, emotional, and attitudinal exhaustion that

results from stress" Àround the same time, two other

definitions were presented in the literature: (a) a painful

and personally destructive response to stress (Uattingly,

1977) and (b) a progressive l-oss of idealism, energy and

purpose experienced by people in the helping professions

(Maslach & Pines, 1977) 
"

Hendrickson (1979) presented a more in-depth definition
of burnout in which burnout was characterized by feelings of

emotional exhaustion and cynicism that $rere believed to
result in a dehumanized perception of the people one works

with. Thus, Hendrickson had expanded the definition of

burnout to include a possible consequence of experiencing

it" within this same time period, Daley (1979b) suggested

that burnout $¡as a reaction to job related stress that

varies in nature with the intensity and duration of the

stress itself.

Cherniss (1980) synthesized these concepts in his

definition of burnout as a process in which a previously

committed professional- disengages from his/her work in

response to stress and strain experienced in the job" By

viewing burnout as a process, Cherniss has allowed for

burnout to be viewed on a continuum and thus be considered a
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condition that can increase or decrease with time and other

factors in the persons life"

In the 1980's, definitions of burnout related to an

individual's work began to appear. Pines and colleagues

(1981) suggested that burnout r1'as a state of mind that

frequently effects individuals who work with people

(especialJ-y, but not excl-usively in the helping profession)

and who contribute much more then they get back from their
clients, supervisor, and col-Ieagues. Truch ( 1 981 ) indicated

that while related to work, burnout is also effected by

personal stress. He identified three stages in the

development of burnout. The first stage is characterized by

vague feelings of personal distress, and can often be solved

by a vacation or a rest period. The second phase includes

the withdrawal from professionals, friends and family, thus

causing the individual to be isolated. At this time,

workers may also begin to minimize their involvement with

clients by shortening sessions, and keeping a greater

physical distance (Schrieber, 19BZ) " The third and final
stage can have detrimental effects, as the process has begun

to manifest itself in stress related illness such as ulcers,

back pain, drug and alcohol abuse, depression and family

problems. Schrieber (1982) Uetieves that the v¡orker begins

to treat clients as cases rather than people at this latter
stage.



Another synthesis of definitions appeared in 1986"

Schwab and coIJ-eagues conceptualized burnout as a

psychological process with a series of attitudinal and

emotional reactions that an employee goes through as a

result of job related and personal experiences.

Maslach and Jackson ( 1 981 ) , in an attempt at a more

systematic definition, operationalized burnout as a syndrome

composed of three factors. These factors include (a)

increased feelings of emotional exhaustion which lead to a

lessened abitity to give of oneself at a level that one

views as sufficient; (b) devel-opment of negative, cynical

attitudes and feelings, which can lead one to view clients
as deserving their trouble; and (c) a tendency to evaluate

one's own perf ormance negativeJ-y, and to f eel unhappy about

self and dissatisfied with accomplishments. In a review of

the literature from 1974 to 1980, Perlman and Hartman (1982)

synthesized a definition of burnout quite similar to Maslach

and Jacksons'. In this definition burnout was characterized

as a "response to chronic emotional stress with three

components: emotional and/or physical exhaustion, lowered

job productivity, and overdepersonalization" (p. 27)"

Maslach and Jackson's operational definition of burnout has

become the most widely used in research (."g., Pines et al.,
1981; Schv¡ab et al., 1986) and was chosen for use in this
study "
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Dimensions of Burnout

Burnout is considered to be multidimensional. The

three dimensions of burnout (emotional exhaustion,

depersonalizaLion, and personal accomplishment) do not

intercorrelate strongly enough for burnout to be considered

a uni-dimensional- construct (Perlman & Hartman, 1982).

Individuals experience burnout in unique $rays" In general,

a person who is experiencing burnout will usually experience

an increase in emotional exhaustion and depersonalization

and a decrease in a sense of personal accomplishment, but it
is the pattern of the dimensions that make burnout unique

for each person (oaleyr 1979b)" In the following section,

each dimension will be examined separately in order to
better understand the concept of burnout "

EmotionaL exhaustion. Perlman and Hartman (19e2)

combined the concepts of physical and emotional exhaustion

to create one facet of burnout, emotional exhaustion"

People who are experiencing this facet of burnout often

exhibit physical signs of its effect" These can include low

energy, fatigue, or weariness (Freudenberger, 1975;

Mattingly, 1977; Pines et al., 1981). Emotional exhaustion

also often means feelings of depression (Freudenberger,

1974,1975; Pines et al., 1981), hopelessness or even

suicide (Freudenberger, 1974; 1975) " À person who is

experiencing emotional exhaustion may find it difficult to

accept changes and in fact may become rigid, stubborn, and
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inf lexible (Freudenberger

Emotional exhaustion can

of energy and the ability
Krantz, 1988)"

Depersonal izat ion.

begin to develop negative attitudes towards oneself, work,

and life (Freudenberger , 1975; Pines et af. , 1 981 ) " This

aspect of burnout has been referred to as depersonalization.

Individuals verbalize negative feelings and attitudes and

become less understanding and less empathetic to others

(Mas1ach, 1978; Mattingly, 1977) " These negative attitudes
may lead to the derogatory labelling of clients, with the

worker then treating them accordingly (Maslach & Pines,

1977) " The depersonalized worker is said to become detached

and callous (¡acplullen & Krantz, 1988). A theme of cynism

runs throughout the behavior of someone who is experiencing

depersonal ization , af fect ing not only the individual' s

personal life, but also their treatment of clients (Maslach

& Jackson, 19BZ) "

, 1975; Mattingly,

be conceptualized

to give to others

À person experiencing burnout may

1977).

as being drained

(¡tcptullen &
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accomplishment is marked by the tendency for a person to

evaluate their o$¡n performance negatively, and tend to feel

unhappy with themselves and dissatisfied with what they do

(Maslach & Jackson, 1982) " The worker feels a growing sense

of inadequacy in providing services and questions services

rendered in the past (tqcuullen & Krantz, 1 9BB ) . I ndividuals

Personal accompli shment "
A lack of personal
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with a low sense of personal accomplishment withdraw from

co-workers, and shorten the time they need to spend with

clients, as they feel that no matter what they do they will
not be able to effect a change (Schrieber, 1982) 

"

Although there is variation in the stages and symptoms,

some common characteristics of individuals experiencing

burnout are apparent. In general, Opalick (1986) found

those experiencing burnout share the following

characteristics: (a) Extremes in commitment to work in

which the person either cares too much and gets over-

involved with their clients, or the person stops caring

completely; (b) personality and behavioral changes in which

the worker may begin to respond differently to clients and

co-r,¡orkers, becoming moody, rigid in their requests, or less

empathetic towards others andi (c) the appearance of

physical and psychological symptoms including a wide variety
of ailments. They may become more prone to illness or just

may not mentally feel themselves"

Effects of Burnout

Burnout has been hypothesized to lead to a wide variety
of negative effects for an employee" It has been proposed

that low worker morale, high rates of absenteeism, and high

rates of worker turnover can be found in work settings where

employees report high leve1s of burnout (oa1ey, 197 9b) "

Research results support this proposed effect. For example,



Richardson and West (1982) presented workshops on burnout

three groups of workers including preschool teachers,

employes of a community hospital, and a public health

clinic. During the workshops, Richardson and West found

that turnover, job satisfaction, and the tendency to leave

job were related to burnout"

Further empirical information is available to support

the findings of Richardson and West, in which desire or

tendency to leave a job correl-ates with burnout. Maslach

and Jackson (1982; 198a) surveyed 840 public contact

employees, and found positive correfations between emotional

exhaustion ( r =.31, p =.05), depersonalization (

="05), a lack of personal- accomplishment ( r ="21

and intention to l-eave the job.

Burnout has aLso been reported to lead to an employee's

desire to spend l-ess time in contact with others. Àvoidance

of clients or the desire to spend less time with them was

examined in two studies" Maslach and Jackson (1982) found

that in physicians (N=43), burnout positively correlated

with avoidance of clients ( r =.42, p <.0'1 ) " In nurses

(¡¡=95) who were also included in this study, emotional

exhaustion ( r =.29, p <"01) and depersonalization ( r =.25,

p <"01 ), correlated positively with avoidance behavior"

Maslach and Jackson (1984) also surveyed 840 public contact

employees. The findings here similarly indicated positive

correlations between emotional exhaustion ( r =.53 and
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depersonalization ( r ="49 ) and desire to spend less time

with cl-ients.

In terms of more personal effects, Maslach (1976; 1978)

reported that individuals experiencing burnout more

frequently use and abuse alcohol and drugs. Moreover, a

high level of burnout was associated with an increase in
prevalance of mental iIlness, marital conflict and

probability of committing suicide"

These studies demonstrate the negative effect burnout

can have on the employee's job performance and family Iife.
Burnout among child care workers has been suggested to lead

to lower quality of care (Cherniss, 1980), another negative

ef f ect.

Causes of Burnout

Perlman and Hartman (1982), in a review of burnout

research, categorized antecedents of burnout as either
individual or organizational" The majority of the 29

studies reviewed included both possible types of

antecedents. Within these individual or organízational

antecedents, Perlman and Hartman (1982 ) found four

categories of variables that were significantly related
burnout. These categories included (a) perceptions of

organization, (b) perceptions of work roLe, (c)

organizational characteristics, and (d) individual
characteristics.
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Perception of the organization" The majority of the

antecedents of burnout studied feIl into the perception of

organization category. Research in this area focused on

leadership, communication, innovation (Armstrong, 1979;

Maslach & Jackson, 1982; Rosenthal et af", 1983; Schwab et

al., 1986) and co-worker and supervisor support (l¿aslach &

Jackson, 1982; Pines et aI., 1981; Zabel & Zabel, 1982) "

In these studies, daLa reported suggests that

perception of an organization influenced burnout levels in

the workers, Àrmstrong (1979) found that approximately 85%

of social workers who characterized themselves as

experiencing a high level of burnout rated communication and

leadership by management as inadequate. Zabel and Zabel

(1982) surveyed 601 special need teachers. When these

workers perceived supporL, they reported lower levels of

emotional exhaustion, depersonalization, and higher personal

accomplishment. Parks and recreation personnel also

reported lower leve1s of emotional exhaustion when support

was perceived as adequate (Rosenthal et 41., 1983)" Schwab

and colleagues (1986) provide further data on this

influence" Their research on 339 teachers indicated that

burnout and supervisor support were negatively correlated
(emotional exhaustion, r =-.39, depersonalization, r =- "23).
Pines and colleagues (1981) found that if a support group

was absent, there was a greater chance of the employee

reporting burnout" Very similar results were indicated for
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colleague support (emotional exhaustion, L =-.37,
depersonalization r =-"23) in a study of 95 nurses (uaslach

& Jackson, 1982)

Perceived innovalion was also found to contribute to

burnout. Sixty-nine percent of social workers reporting

high level-s of burnout and 19% reporting moderate burnout

leveIs also reported inadequately innovative management

(Àrmstrong, 1979) " A moderate correlation was found between

burnout and innovation in parks and recreation personnel

(Rosenthal et aI., 1983). Maslach and Jackson (1982) report

results which confirm this relationship" Nurses (m=95) were

found to have high emotional exhaustion when there was low

innovation in the the work place ( r =-.31).

Perception of work ro1es, Employees perception of work

roles have been the focus of a variety of studies.

SpecificaIly, perceived autonomy (ermstrong, 1979; Schwab et

al. , '1 986) , decision making ability (O'orisco1l & Schubert,

1988; Rosenthal et al.,1983; Schwab et af., 1986), and role

clarity (Armstrong, 1979i Rosenthal et aI., 1983; Schwab, &

Iwanicki , 1982) were the variables of interest in these

studies "

Perceived autonomy has been found to negatively

influence the burnout of social workers and school teachers.

Eighty-one percent of social workers reporting high levels

of burnout also reported inadequate job autonomy (Armstrong,
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1979). Schwab and colleagues (1986) also found a

significant negative relation between autonomy and burnout

in their sample of 339 teachers. Low autonomy was

negatively correlated with emotional exhaustion ( r =-.31)

and depersonalization ( r =-.19) and positively correlated

with personal accomplishment ( r = "29) "

Similarly, decision making appears to be negatively

rel-ated to burnout for parks and recreation personnel

(Rosenthal et a1., 1983) and social workers (o'Driscoll &

Schubert, 1988). Low involvement in the decision making

process resulted in high emotional exhaustion for parks and

recreation personnel. When high levels of involvement in

the decision making process $¡ere reportedr workers also

reported high personal accomplishment" Schwab and

colleagues (1986) report results consistent with these

findings in a study of teachers"

Clarity has afso received research attention as an

antecedent of burnout. Armstrong (1979) found social

workers (H=162) wanted their job roles, policies and rules

clearly stated" Fifty-seven percent of social workers

experiencing high levels of burnout indicated inadequacy in

clarity about job expectations. The results of a study of

parks and recreation personnel (Rosenthal et a1., 1983)

showed that when clarity was low, there were higher feelings

of emotional exhaustion. High clarity resulted in higher

feelings of personal accomplishment. Teachers (n=3ZO)



reporting high role conflict also said they experienced

higher emotional exhaustion ( r =.44, p <"05) and higher

depersonalization ( r =.30, p <"05).

Orqanizational characteristicsn A third category of

variables focuses on organizaLional characteristics"
Examples of these variables include organizaLional climate
(Maslach & Jackson , 1984) caseload (Armstrong, 1979), and

prof essional growth opportunities (t'taslach & Jackson, 1981 ) "

These studies used interviews and questionnaires to obtain

information about factors which contribute to burnout"

Maslach and Jackson (1984) found that negat,ive

organizational climate v¡as positively correlated to
emotional exhaustion ( r =.42, p =.05 ) depersonalization
( r ="53, p =.05) and lack of personal accomplishment

( r ="30, p =.05). Àrmstrong (1979) found caseloads to be

an influencing factor in burnout for social workers (H=162).

The higher the caseload, the more 1ikeIy the worker would

experience burnout" Dissatisfaction with growth

opportunities and with co-workers has been positively

correlated with burnout. Maslach and Jackson (1981), in a

study of 180 professionals (nurses, social workers, mental

health workers), found emotional exhaustion and

depersonalization negatively correlated with growth

satisfaction and satisfaction with co-workers while personal

accomplishment correlated positively r^¡ith growth and co-

worker satisfaction.
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In addition to these organízational characteristics,

Jackson and Schuler (1983) hypothesized about organízational

conditions that are particularly likely to increase an

employee's risk of burnout. These conditions include (a)

Iack of rewards (especially feedback), (b) lack of control,
(c) lack of clarity and, (d) lack of support. Others have

afso suggested that organizaLional conditions can contribute

to burnout (Schwab et â1., 1985)"

Individual characteristics" rnformation on a variety

of individual characteristics leading to burnout can be

found in the literature. They include age (nuqua & Couture,

1986; Maslach, 1982a, 1982b; Maslach, & Jackson, 19791' Zabel

& Zabel , 1982) , gender (Maslach , 1982b; MasLach & Jackson,

1979), marital- status (ruqua & Couture, 1986), race

(Maslach, 1982a), education (Maslach 1982b) and work

experience (Maslach, 1982a; Zabe1 & Zabel , 1982) " Results

for the relation between age and burnout have been

consistent through all the studies. Generally, findings

indicate that younger workers are more prone to burnout

(Mas1ach, 1982a, 1982b; Maslach & Jackson, 1979) 
"

Specifically, Fuqua and Couture (1986) found younger child

care workers had higher levels of emotional exhaustion than

older child care workers" SimiIarly, Zabel and Zabel (1982)

found that younger school teachers had higher levels of

emotional exhaustion as well as depersonalization, and lower

levels of personal accomplishment (aII facets of burnout).
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Research has indicated a gender difference in the

experience of burnout. The two studies that included this
variable found very similar results. Females exhibited

higher levels of emotional exhaustion than did males, but

males exhibited higher levels of depersonalization (Mas1ach,

1982b; Maslach & Jackson , 1979) " Further, Maslach and

Jackson (1979) found that females had lower leve1s of

personal accompl i shment "

Studies of the relation of an employee's marital status

to burnout has also shown consistent results in the

literature, Four studies done between 1979 and 1986 on a

variety of employees (e"g., police officers, child care

providers all indicate that single or divorced persons

report higher levels of burnout than married persons (ruqua

& Couture, 1986; Maslach, 1982a; 1982b; Maslach & Jackson,

1979) 
"

limited research has indicated that work experience, or

years in the field may influence burnout" Maslach (1982a)

found that when workers had limited experience, they were

more likely to experience burnout. Zabel and Zabel- (1982)

support this finding with a study of school teachers" Those

who had more experience and taught on a regular basis,

reported Lower levels of emotional exhaustion and

depersonalization.



53

The last three variables (race, education and parental

status) have not been studied extensively. However,

findings do indicate that education, race and having

children relate to burnout. Masl-ach (1982a) found burnout

occured more frequently in Caucasians" Furthermore, Maslach

(1982b) reported lower levels of burnout in less educated

persons" Findings indicate that a person who has completed

college but has no post-college training is the most likely

to report high levels of burnout (uaslach, 1982b). Fuqua

and Couture (1986) report data that suggest child care

workers who have children of their oh'n have lower levels of

emotional exhaustion than child care workers who are not

parents 
"

Burnout in ChíId Care Providers

providers has been studied in more detail" However, there

is sti11 concern about the lack of empirical information

regarding causal factors" A variety of contributing factors

and outcomes have been identified in this body of research,

although limited repetition of studies decreases the

strength of conclusions drarvn about such factors" Jorde

(1982) has identified three seLs of factors which contribute

to burnout in child care providers: (a) those fundamental in

our society and culture, (b) those intrinsic in the

individual, and (c) those inherent in the profession" In

Over the last few years, burnout in child care



the following section, each of these factors will be

reviewed separately,

Societal and cultural sources of burnout stem mainly from

current values and Iifestyles. Jorde (1982) suggests that

managing the multiple roles involved in having careers and

families, men entering the field of child care, shrinking

support networks, and lack of national commitment to child

care are all sources of stress (Jorde, 1982) " In our

achievement oriented society, the choice of a low status

career, such as child care may also prove stressful.
Achieving success, in society's terms may require leaving

the field of child care altogether (Duncan, 1980; Hyson,

1982) 
"

Although the need to increase the professional status

of child care providers has been thoroughly discussed (ade,

1982; Caldwe1l, 1983), and efforts to educate the public

about the importance of child care described (ade, 1982;

Ca1dwel1, 1 983; Honig, 1 985) , little research has

investigated the impact of societal and cultural attitudes

on the burnout of child care providers (e,g., whitebook et

al., 1989)"

Fact,ors fundament,al in our societ,v and culture.
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Factors ínt,rinsic to the índívídual" Jorde (1982)

proposes that burnout is not simply the result of external

factors" Individuaf differences mediate the effect of
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stressors on each person. Jorde suggests that stress

tolerance level, coping and adaptability, the Type À

behavior pattern and a stress prone diet can lessen or

increase the impact stress may have on an individual"
Sutton (1977 ) proposed that some child care providers who

enter the field are predisposed to burnout" Sutton suggests

that child care providers with an idealistic and naive

conceptualization of their work may experience increased

stress when things do not go as planned"

Knowledge about the effects of individual
characteristics on burnout have been acquired through the

work of Fuqua and Couture (1986)" In this study of locus of

control and its relationship to burnout, Fuqua and Couture

(1986) found that external locus of control tended to resuLt

in lessened personal accomplishment, but Lhere was no

apparent effect of locus of control on depersonalization or

emotional exhaustion. Within this study, the effects of the

child care providers age, marital status, and number of

children on burnout were also examined. The results

indicate that older, married child care workers, who had

children of their orvn vrere less likely to feel emotíonal

exhaustion than younger, single persons without children"

Further information about individual characteristics
and burnout is available from a study by McMullen and Krantz

( 1 988 ) . Their \.¡ork examines self -esteem and Iearned

helplessness, and the effects of these factors on burnout in



56

child care workers. They found that workers experiencing

Iow self-esteem and high learned helplessness tended to

experience high emotional exhaustion and depersonalization"

Factors inherent in the profession" Much of the

discussion of burnout in the child care field has centred

understanding the casual factors inherent in the work itse
(""g., Jorde, 1982; Mattingly, 1977; Seiderman, 1978)" A

child care provider's day consists of many time pressures,

deadlines, and routines that must be followed (Duncan,

1980). While trying to stay within the parameters of the

program, a child care provider must also be constantly

processing information. This information can be about the

children, situations occuring, or the physical environment"

Based on this information the child care provider must

always be ready to make split-second decisions that affect
not only the provider but also the other people in the near

environment (l¿attingly, 1977) "

Workers are also often involved in intense interactions

with the children, demanding full attention (uattingly,

1977) " Unfortunately, decisions and interactions with the

children are not always successful. Children constantly do

the unexpected and what has worked in the past for one child

may not work nov¡ (Hyson, 1982). Thus, another stressor

facing the child care worker is the inconsistency of

successful experiences (uattingly, 1977).

on

1f



Early empirical research on burnout in child care

providers focused on the study of organizat ional

characteristics such as working hours, staff-child ratio,
program structure and staff meetings (Maslach & Pines,

1977) " Since these early works, more empirical work has

appeared, providing further information about the role of

these organizational factors in the burnout of child care

providers,

Identification of these stressors has led to some

empirical study of their relationship to burnout" One

commonly studied variable that is frequently linked to

burnout or job dissatisfaction in child care providers is
low pay and/or unpaid hours of work (Stremmel & Powell,

1990; whitebook, et ãf., 1989) " Stremmel and Powell (1990)

studied 429 ch'íld care providers in Iicensed group care

programs in the United States. Fifteen job satisfaction
facets were studied. Workers were found to be generally

satisfied with their work. However, one third of the sample

indicated dissatisfaction with benefits that vrere received.

Of the 15 job facets, benefits were rated least sa+-isfactory

while pay lvas only slightly more acceptable" Although these

two factors v¡ere rated the lowest, there were other factors

that were also seen as less than satisfactory. These

included breaks, respect from others, and control over

decision making" whitebook and colleagues' (1982) study of

child care providers found that although workers vrere very

57



58

dissatisfied with compensation, they were happy with co-

workers and the daily demands of their jobs. Staff turnover

and dissatisfaction were highest in centres that paid the

1ov¡est wages. Furthermore, they found teacher-chi1d ratios,

hours, work schedules and the physical environment also

contributed to feelings of dissatisfaction. These

researchers have discovered that although pay is important,

and does af fect burnout and job satisfaction, it is not the

only work factor that influences a workers burnout rate or

job satisfaction"

Role stress is another factor that has received

research attention concerning its relation to burnout in

child care providers. Fleischer (1985) found role stress

(clarity) to be important when surveying clinical child care

workers (¡l=40) who had left the field" These workers were

more dissatisfied with information they had received while

employed than workers who vrere stiIl employed" Boyd and

Pasley (1989) report that in child care providers role

ambiguity was positively correlated to emotional exhaustion

( r =.40), and depersonalization ( r =.48 ) and negatively

correlated to personal accomplishment ( r =-"11)" Role

conflict correlated similarly to emotional exhaustion

( r = "32). rdepersonalization ( r ="38), and personal

accomplishment ( r -- "28) "

Fuqua and Couture (1986) investigated a variety of

factors related to burnout in the child care field" These
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factors included: ages of children in care, off. floor time,

and input into decision making. In terms of children's age

as a factor in burnout, pêtrsons who work with children under

24 months of age experienced lower degrees of burnout than

v¡orkers with children 24 months or older" Off floor time

was found to relate to burnout" When a child care provider

had the flexibility to leave stressful situations they h'ere

less 1ike1y to report burnout. Fuqua and Couture (1985)

aLso found that opportunity for input into decision making

vras related to burnout. Workers who felt they had input

into decisions were less likely to report feelings of

emotional exhaustion and depersonalization. This is

consistent with the findings by whitebook and colleagues

(1982) who found workers who had input into decisions

effecting their jobs appeared to be more satisfied with

their work.

potential causes and effects have been discussed" Research

on burnout in a variety of occupations was examined. The

majority of these general studies deal with perceptions of

the organization and the organizational characteristics.
Research has indicated that employees' perceptions of the

organizaLional climate in the work place rnay influence

burnout 1eve1" SpecificalIy, research supports a negative

In this section, the concept of burnout and its

Summarv



relation between burnout and decision making, the reward

system, clarity, professional growth, supervisor support,

and collegiality.

When research on burnout in child care providers was

examined, the interest of researchers seemed to focus on

factors that are inherent in the profession and are at the

organizational level. In the past 20 years, there has been

an increase in research on the topic of burnout in the child
care work environment. À variety of factors have been

studied although little replication of studies is evident.
The empirical data provide some initial indication about the

influence of work environment on burnout levels in the child
care provider" A negative relation has been found between

burnout and the physical- setting (Mas1ach & Pines, 1977),

the reward system (f'teischer, 1985; McMullen & Krantz, 1988;

whitebook et al., 1989), clarity (Boyd & Pasley, 1989;

Fleischer, 1985; Maslach & Pines, 1977 r), decision making

(Fuqua & Couture, 1986) and supervisor support (r'teischer,

1 985; Kontos & Stremmel, 1 988; Stremmel & Powe11, 1 990 ) "

These initial findings support the idea of the work

environment's ability to influence burnout levels in child
care workers. However, several work environment factors
have not yet been studied in child care workers.

Furthermore, little is known in regard to the relative
influence of factors that have been studied. Thus, further
research is required to obtain information specific to child
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care providers on those work environment factors not yet

studied, as well as discovering the rel-ative importance of

each work environment factor to the burnout level of child

care providers. Such information could provide a basis for

planning intervention with the intention of improving the

climate of the work environment and decreasing burnout

experienced by child care providers"

Based on the review of the Iiterature, the following

hypotheses are proposed:

(1) In a sample of child care providers, collegiality v¡i1l

display a negative relationship to emotional exhaustion

and depersonalization and a positive relationship
to personal accomplishment.

Flypotheses

(2) In a sample of child care providers, professional

growth will display a negative relationship to

emotional exhaustion and depersonalization and

a positive relationship to personal accomplishment"

(3) In a sample of child care providers, supervisor

support will display a negative relationship to

emotional exhaustion and depersonalization and

a positive relationship to personal accomplishment



(4) In a sample of child care providers, clarity
will display a negative relationship to

emotional exhaustion and depersonalization and

a positive relationship to personal accomplishment

(5) In a sample of child care providers, rewards

wi Il- display a negative relationship to

emotional exhaustion and depersonalization and

a positive relationship to personal accomplishment

(6) In a sample of child care providers, decision making

will display a negative relationship to emotional

exhaustion and depersonalization and a positive

relationship to personal accomplishment"

(7) In a sample of child care providers, goal consensus

wiIl display a negative relationship to emotional

exhaustion and depersonalization and a positive

relationship to personal accomplishment.
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(8) In a sample of child care providers, task

orientation will display a negative relationship to

emotional exhaustion and depersonalization and

a positive relationship to personal accomplishment.

(9) In a sample of child care providers, physical setting

wilI display a negative relationship to emotional

exhaustion and depersonalization and a positive

relationship to personal accomplishment"



10) In a sample of child care providers, innovativeness

will display a negative relationship to emotional

exhaustion and depersonalization and a positive

relationship to personal accomplishment.
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Selection and Ðescription of Subiects

This section will include a discussion of the

methodology ernployed for this study" The selection of the

subjects, and the collection of the data will be explained.

À description of the final sample will be provided and a

description of the data analyses presented.

The sample consisted of 137 respondents which

represented a 79% response rate from the potential pool of

child care providers" A list of all licensed child care

centres was obtained from the Child Day Care Office of

Manitoba" From this list a letter vras sent to 82 centres

who met the following criteria: (a) the centre must serve

children between the ages of two and six years, (b) the

centre must have at least two full-time employees, (c) the

centre must provide fuIl-time care for children, and (d)

providers must be classified within the provincial system,

as a Child Care Worker I, II or III, and must have been

employed for at least six months. Eleven centres indicated

that they provided care for school aged children and were

therefore not eligible to participate in the study. Six of

the remaining 71 centres were unable to participate due to

METIIOD
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collection deadlines" Of the sixty-five centres that met

the criteria, 46 Q1%) chose to participate while 19 (29%')

chose not to be involved. Centres that participated in this
study were more likely to be non-profit than profit" As

wel-1, they tended to have children in mixed age groupings"

The number of licensed spaces in the centres ranged from 17

to 100" The mean size was 40 while the modal size h'as 32"

Only eight male child care providers returned the completed

questionnaire, an insufficient sample for comparison by

gender. Consequently, only f emal-e respondents r,rere utilized
in the analyses reported here.

Table 1 presents specific data for racer â9€, marital

status and leveI of education for the child care workers in

this study. The majority of respondents were between 21 and

30 years of â9êr Caucasian (80%), married (51%) for
approximately 11 years with an average of two children.
Work related demographic information is presented in Tabl-e

2. The majority of respondents were classified as Child

Care Worker III (56%), worked eight hours per day (42%) at

the centre where they had been employed for an average of

four years and four months. Participants had been in the

child care field for an average of six years and nine

months, and generally earned betv¡een $20r000 and $24r000 per

year (40%) " Forty-seven per cent of the child care workers

had some college education or had completed community

college, while another 43% lnad some university education or

had completed university.



Personal Demoqraphic Information

Variable

Aqe

1 6-20
21 -25
26-30
31-35
36-40
41 -45
46-50
50+

Race

TABLE 1

Frequency

Aboriginal
Asian
Blac k
Caucasian
Other

2
37
37
13
17

9
12

9

Marital Status

Single(never married)
Married
Divorced
Widowed
Cohabi tat ion

66

Level of

2
9
4

109
9

50
70

6
1

9

Some high school
Completed high school
Some college
Completed college
Some university
Completed university
Some post graduate work

Pe rcent

Educat i on

2
27
27
'10

12
7
9
7

Note. N='137

3
11
26
38
28
27

4

2
7
3

BO
7

37
51

4
1

7

2
I

19
28
20
20

3



Work-Rqlated Demoqraphic

Character i st ic

CCW Cert i f icat i. on

I
IÏ
IÏI

TABLE 2

Certification
(a)Special Government Courses
(b)Competency Based Assessment
(c )cotlege courses
(d)university Courses
Combination â rc

brc
b'd
crd

Job Titles
Ccw-Floor Staff
CCW-Special Needs
Assistant Supervisor
Supervi sor
Assistant Director
Di rector

Sa l-a rv

$10,000-14,000
$14,001-18,000
$18,001-22,000
fi22,001-26,000
$26,001-30,000
$30,001-35,000
35r001 and over

Information

based

Frequency

on

18
42
77

67

Percent

5
I

74
2B

4
2
'1

6

13
31
56

Â
=
6

54
20

3
2
1

4

100
2
1

19
I
3

22
20
46
40

3
1

2

73
2
1

14
6
2

16
15
34
29

2
1

2

(table continues)



Characteristic

Lenqth Emrrloved at Centre

0-48 months
49-96 months
97-144 months

145-192 months
193-240 months

Lenqth of Time

0-48 months
49-96 months
97-144 months

145-192 months
193-240 months

Frequency

Lenqth

In Field

7 hours
7 "5 hours
I hours
8.5 hours
t hours
9 and over

Àge Group Worked I^Iith

one age group
2r3r4 or 5
two age groups
2-3, 3-4, 4-5, 5-6
three age groups
2-4, 3-5, 4-6
Four age groups
2-5, 3-6
alI age groups
2-6

of Work

82
28
17

4
6

Day

Percent

68

45
39
31

9
1.1

37
30
57

7
1

5

60
20
12

3
4

Note. N=1 37

33
28
23

7
I

27
22
42

5
1

4

13

20

12

31

60

15

23

44



A letter r¡ras sent to the chairperson of the board of

directors of all day care centres in winnipeg meeting the

selection cri.teria. At the same time, a copy of this letter

was sent to the director of the centre, who usually assists

the board in making decisions on matters concerning the

centre and was the person with whom the researcher had

contact throughout the study" This letter explained the

study and requested written permission to conduct the study

within the centre (see Àppendix À)"

Within seven days after the mailing, the director was

contacted by phone. At this time the centre director's
questions were answered" In addition, a date v¡as arranged

for obtaining the board's decision regarding the centre's

participation. A four week period t+as allotted for

obtaining consent from centres, to ensure time for boards to

meet and to decide on participation. Once verbal consent

was received from the board, arrangements were made with the

director for retrieval of the written consent and

distribution of the questionnaires"

Procedures
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On the pre-arranged drop off date (witfrin one week of

receiving consent), the researcher delivered research

materials to the centres. These materials included (a) a

cover letter for the director, (b) individual packages for

each staff, (c) a large brown envelope, and (d) a reminder



notice. The cover letter to the director asked for

assistance in distribution of the staff's packets, and

reguested further information about the centre

(see Àppendix B)" The staff packets included a cover

Ietter, the questionnaire, and an envelope (see Àppendices C

and D). The cover letter discussed confidentiality and the

need for the questionnaire to be completed individually"

The envelope was used by staff to ensure confidentiality of

responses within their own centres. The large brown

envelope was used by the director to collect all completed

questionnaires. Fina1ly, a reminder notice was included in

the materials delivered to the director. The director

received a phone caII one week after the delivery of the

research materials" If all staff had not yet completed the

questionnaire, the director vlas asked to post the reminder

notice" Arrangements for the pick up of the materials $tere

also be made at this time. The retrieval was completed

within one week of the phone call, two weeks after delivery

of the research materials.

Individual participation $¡as voluntary; child care

providers had the opportunity to decline participation"

Respondents' identities remained anonymousr but

questionnaires were coded with an identification number to

indicate the centre from which they originated"
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Two scales, the Maslach Burnout Inventory (Msi)

(Maslach & Jackson , '1 986 ) and the Early Chi ldhood Work

Environment Survey (ecwns) (¡orde-Bloom, 1989b) were

selected to measure child care worker burnout and facets of

the child care work environment. The Maslach Burnout

Inventory and the Early Childhood Work Environment Survey

have both been used with a variety of samples and display

adequate psychometric properties. As wel1, a series of

demographic items were included in the questionnaire"

Instruments

Maslach Burnout Inventory

The Maslach Burnout I nventory (Mer ) (l¡aslach &

Jackson, 1986) consists of three subscales: emotional

exhaustion, depersonalization, and personal accomplishment.

The inventory includes 22 items, 9 associated with emotional

exhaustion, 5 with depersonalízaLion, and B with personal

accomplishment" These items are listed in Appendix E. Each

statement is rated on a 7 point continuum that ranges from

"never" experienced to experienced "everyday". The three

subscales are not summed to create a total burnout score'

but are treated as separate subscale scores. In the

following sections, psychometric properties of the Maslach

Burnout Inventory will be examined"
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Through factor analysis, four factors were initially

indicated. Three of these factors had eigen values greater

than unity and are considered subscales of the MBI " This

three-factor structure has been replicated with a total

sample síze of over 3r000, in a variety of studies (e"9"

Belcastro, Gold, & Haysr 1983; Go1dr 1984; Iwanicki &

Schwab, 1981)" The three factors include (a) emotional

exhaustion, (b) depersonalization, and (c) personal

exhaustion. For both the emotional- exhaustion and

depersonalization subscales, high Ievels of experienced

burnout correspond to high scores" Low personal

accomplishment scores correspond to high degrees of

experienced burnout.

Reliabilitv and validitv. Reliability coefficients for

the subscales are as follows: emotional exhaustion, "90;

depersonalization, "79; and personal accomplishment, "71

(Mastach & Jackson, 1986) .

interval of two to four weeks. Coefficients for the

subscales were as follows: emotional exhaustion, "82)
depersonalization, "60; personal accomplishment, .80. All

are significant at the .001 1evel " Test-retest reliability

over a one-year period has also been reported" The

coefficients for this sample vrere emotional exhaustion, .60;

depersonalization, .54; and personal accomplishment, "57

(Maslach & Jackson, 1986) 
"

Test-retest reliability has been reported over an
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Convergent validity studies suggest that emotional

exhaustion, depersonalization, and personal accomplishment

correlate in the expected direction with indicators of job

stress (Maslach & Jackson, 1986). Discriminant validity

studies reveal Iow to moderate correlations between

satisfaction and the three dimensions of burnout, providing

support for using the three burnout subscales as a construct

independent of job satisfaction" Moreover, the MBI scores

have been tested for a social desirability effect. Low

(non-significant) correlations suggest that social

desirability does not significantly effect the three burnout

scores (Maslach & Jackson, 1986)"

Ear1v Childhood Work Environment Survev

The Early Childhood work Environment Survey (eCweS)

consists of 10 subscales: collegia1ity, professional growth,

supervisor support, clarity, the reward system, decision

making, goal consensus, task orientation, physical setting,

and innovativeness. The questionnaire consists of 100

items, 10 associated with each subscale. These items are

listed in Àppendix F. Each subscale produces a score

ranging from 0 to 10 points, with 0 indicating a low rating

or unfavorable perception of the environment, and 10 a high

rating or favorable perception of the environment. In order

to control for response pattern effects, some of the items

in the subscales are worded negatively, while others are
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worded positively. Thus, some of the 10 subscales require

reverse scoring (see Appendix F for illustration of the

scoring)" The 10 subscafe scores are not summed for a total
work environment score but rather are treated as separate

scores (Jorde-B1oom, 1989b). In the following sections,

psychometric properties of the Early Childhood Work

Environment Survey will be examined.

Normative data" À Q-sort completed by early childhood

professionals vras used to select the final 100 items from

the initial 150 items. Any iterns with ambiguous wording or

with less than 80% agreement on the Q-sort position were

rejected. The initial normative data was acquired from a

group of 739 early childhood workers employed in 65 centres.

Modifications were made in the wording of some items before

being tested with a second sample of 423 workers

representing 45 different centres. This sample included

administrators and teachers, but not support persons (e.g",

cooks, cleaners) (Jorde-s1oom, 1989b) "

Reliabilitv and Validitv.

Ànalysis of variance procedures Ì,rere used to determine

if the measure differentiated between centres. A one-way

ÀNOVÀ was done with each subscale, using school membership

as the main effect. For both samples, the subscales

significantly discriminated among centres (p<"001 ) (Jorde-

Bloom, 1989b) "
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Internal consistency was measured by Cronbach's alpha

coefficient on a subset of each sample" For the first

sample the total scale alpha coefficient was .93 with

individual subscales coefficients ranging from .65 for

physical setting to .84 for supervisor support. In the

second sample, .95 was the total scale al-pha coeff icient"

Individual subscale ScoreS ranged from "69 for professional

growth to "83 for supervisor support (Jorde-s1oom, 1989b)"

The organizaLional climate dimensions were

conceptualized to represent a total work environment" Thus,

Lhe 10 dimensions are not empirically separate.

Intercorrelations ranged from .15 (physical setting and

supervisor support) to "78 for goal consensus and task

orientation, which is considered a reasonable degree of

association (Jorde-e1oom, 1989b) " Discriminant validity v¡as

tested by examining the mean correlation of a subscale rsith

the other nine subscales" Correlations ranged from "33 to

.53, suggesting a moderate relation as expected (¡orde-

Bloom, 1989b) "

Test-retest reliabitity was calculated for a proportion

of individuals from two samples over a two month period.

The first sample showed a range of .60 (clarity) to .93

(decision making) while the second sample ranged from .60

(physical setting) to.89 for decision making (Jorde-S1oom,

1989b) "
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In this study, the ECWES was used in a slightly
different manner than it has been previously" Instead of

one score per centre, each individual's score v¡as used in

analyses. The ECWES was designed to create an aggregate

score for a centre and to provide a profile of that centre's

work environment. Such information was intended to provide

feedback to centre administration and to allow for

intervention to improve the centre's work environment.

However, when individual's scores are averaged, a loss in

variability results" The consequence of this loss in

variability is the inability to assess the rel-ation of the

work environment factors to burnout" As the goal of this
study is to understand how the work environment relates to

burnout across many centres the individual work environment

scores v¡ere correlated with individual burnout scores.

In'order to test internal consistency of the

instruments used (unr and ECWES) Cronbach's alpha

Internal Consistency within the Present Samp1e

coefficient was estimated for each of them" The overall

alpha coefficient was calculated for the ECWES using the ten

subscales as "items". The ECI^¡ES had an alpha value of .87

demonstrating strong internal consistency. The three

components of the MBI v¡ere examined separately" Emotional

exhaustion displayed an alpha coefficient of .BB, which was

comparable to the alpha of .90 reported by Maslach and
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Jackson (1986). Personal accomplishment demonstrated

similarly strong internal consistency with an alpha of "72"

This alpha r,¡as also comparable to the "71 alpha Ievel

reported by Maslach and Jackson (1986)" Depersonalization

had an alpha level of .51 as compared to Maslach and

Jackson's ( 1986 ) report of an alpha l-eve1 of "79 " Thus in

this sample the depersonalization items provide a less

consistent measure of depersonalization than in previous

samples" Consequently, the results from the

depersonalization scale need to be interpreted with caution"

Demoqraphic inf ormation

Information was collected on â9€r gender' marital

status, parental status, and salaries. In order to better

understand the sample that vlas obtained for this study,

specific demographic questions were created by the

researcher (see appendix G). These items included

information regarding respondents' child care worker

cfassification (as designated by the Province of Manitoba),

as well as how they obtained that cfassification (e.g",

university or college courses, or the competency based

assessment program). In addition respondents were asked job

title, ãs weLl as the number of hours spent in direct

contact with children. Further information was obtained

regarding length of employment in the field of child care

and in the currenL position"



To assess the degree of association between the

components of the work environment (ttre 10 ECWES facets) and

the three components of burnout (emotional exhaustion,

depersonalization, and personal accomplishment) as indicated

in hypotheses one through ten, a Pearson product moment

correlation $¡as caLculated for each pair" A .05 leve1 of

significance h'as used as the criteria for acceptance or

rejection of each of the hypotheses under investigation"

Although the measurement of burnout is at the ordinal level,
the MBI is often treated as interval level data. To test
this assumption the distributions of the burnout subscales

\.rere examined for normalcy" Emotional exhaustion and

personal accomplishment displayed normal distributions,
indicating they could be treated as interval level data.

However, the depersonalization subscale was slightly non-

normal" À log transformation was performed on the

depersonalization subscal-e data. However, this
transformation only served to intensify the slight non-

normalcy of the distribution and the decision was made to

use the non-transformed depersonaLization subscafe data.

Thus, caution is required when interpreting the results for

the depersonalization data"

Ðata Analvsis
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The reLative normalcy of the burnout subscal-e supported

the use of multiple regression for exploratory analyses.

Stepwise multiple regression analyses v¡as performed in order
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to explore the relative strength of the work environment

dimensions as predictors of burnout. Àn inclusion criteria

of .05 was utilized in entering variables into three

separate regression equations"

To examine the relationship between the burnout scores

and the demographic variables (age, marital status, race,

level of education), two sets of analyses were completed"

To test the independence of race and marital status and the

three burnout scores, chi-square tests were used" A .05

Ievel- of significance provided the criteria for determining

independence. To measure the association of age and level

of education Pearson product moment coefficients were

computed. À .05 level of significance was chosen to test

the significance of Lhe correlations



This study was designed to examine the relationship of

the work environment to burnout and specifically to estimate

the relative contribution of each of 10 work environment

factors to burnout in child care providers. In this chapter

the results of hypothesis testing along with the analysis of

demographic factors and exploratory analyses wiIl be

reported "

REST'LTS

Means and standard deviations for the three subscales

of the MBI (emotional exhaustion, depersonalization, and

personal accomplishment) for this sample are presented in

Table 3" These means are quite similar to those reported by

Maslach and Jackson (1986). The mean scores for emotional

exhaustion were almost identical (20"015 compared to 21 "35),
but the mean depersonalization score for this sample was

only slightly more than half the score reported by Maslach

and Jackson (1986) (3,869 compared to 7"46) " The mean score

for personal accomplishment was slightly higher than the

norm (38"489 compared to 32"75) " All of the means are

within one standard deviation of the norm, indicating that

the perf ormance of the MBT in this sample lllas similar to

that reported previously.

Comparison of Burnout Scores
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¡øith Norms



Means and Standard

u20
SD 10

Emot i ona 1
Exhaust i on

.015

" 433

Deviations for Burnout Subscales

TABLE 3

Note " N=1 37

While burnout is considered a continuous variable,
Maslach and Jackson (1986) report three Levels of burnout,

including Iow, moderate, and high" The distribution of

scores from this sample in these categories is presented in

Table 4 
"

This sample had a higher distribution of child care

providers reporting low and moderate leve1s of burnout then

has been reported in past research" The data hras a cross

sectional sample of child care providers. This one time

collection of the burnout data did not allow for the fact

that burnout is a continuous experience and that people can

move from one range to another based on their daily events.

By not collecting this fluctuation in burnout levels, the

data is providing information based on the chitd care

providers level of burnout at a specific point in time.

This specific data was collected prior to strucLural changes

Burnout Subscales

Depersonalization

3 " 869

3"863

81

38"489

6.230

Pe r sona 1
Àccompl i shmenL



that were made in the day care

may have been collected after

Number and Percent of Child Care Providers Reportinq
Hiqh, Moderate, and Low levels of Burnout

82

system" Thus, different data

these changes vtere

Burnout Range

LOï^i

f requency
percent

MODERATE

f requency
percent

HTGH

f requency
percent

TABLE 4

Note" N=137
abc
EE is emotional exhaustion" DP is depersonalization" PA is

personal accompli shment "

Burnout Subscales

EE

(<17 )

55
40

(17-27)

55
40

(>27 )

27
20

implemented.

DP

(<6)

97
71

(6-10)

30
22

(>10)

10
7

PÀ

(>36)

9
66

( 35-30 )

35
26

(<30)

11
I



Means and standard deviations for the ten dimensions of

the ECWES for this sample are presented in Table 5.

Overall, the mean scores for the ten work environment

dimensions were quite similar to those reported by Jorde-

Bloom (1989b)" Three of the dimesions displayed mean scores

very similar to the norms, including collegiality (Z.Ol

compared to 6"88), task orientation Q "43 compared to 7 "34),
and innovativeness (7 "07 compared to 7.00). Two other work

environment dimensions srere within .5 of the norms,

including professional growth and supervisor support (+.gl

compared to 5"52; 7.12 compared to 7"63). The sample means

were slight.ly larger than the norms for four of the work

environment dimensions, including clarity (7"23 compared to

6.50), goal consensus (7"84 compared to 7"03) and physical

setting (8"08 compared to 7"40) and reward system (Z.Ol

compared to 6"36). Finally, the mean for decision making

vlas smaller for the sample (S"g¡) than the norm (7"33)" The

standard deviations for the sample were consistent with

those found in the normative data reported by Jorde-Bloom

(1989). All of the means are within one standard deviation

of the norm, indicating that the mean scores for the ten

ECWES dimensions in this sample were similar to those

reported previously.

Comparison of Work Environment Scores with Norms
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Means and Standard Deviation Scores for the
Work Environment Dimensions

Work Environment Dimensions

CollegiaI ity
u

SD

TABLE 5

Professional Growth
u

SD

Supervisor Support
u

SD

CIar i ty
u

SD

Reward System
u

SD

Decision Making
u

SD

Goal Consensus
u

SD

Task Orientation
u

SD

Physical Setting
u

SD

I nnovat i veness
u

SD
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7"01
2 "06

4 "97
2"48

7 "12
2.41

7 .23
2 "15

7 "01
1"69

5"83
2 "55

7 "84
2 .19

7 "43
2.21

8"08
1 . B0

7 "07
2.15

Note. N=1 37



components of the work envi ronment ( tfre 10 ECIIES dimensions )

and the three components of burnout (emotional exhaustion,

depersonalization, and personal accomplishment) a Pearsons

product-moment correlation coefficient v¡as calculated for

each pair" A "05 level of significance was used as the

criteria for acceptance or rejection of each hypothesis" As

previously discussed, the emotional exhaustion and personal

accomplishrnent subscales exhibited normal distributions,
providing support for treating these burnout subscales as

inLerval- level- data " The sI ight non-normalcy of the

depersonalization subscales indicates a need for caution in

the interpretation of those results.

In examining the relationship between the work

environment and burnout, ten hypotheses r{ere tested, with

each hypothesis encompassing the association between the

specific work environment dimension and all three components

of burnout" These data are presented in Table 6.

Hvpothesis 1. In a sample of child care Þroviders,

colleqialitv will displav a neqative relationship to

emotional exhaustion and depersonalization and a positive

relationship to personal accomplishment" This hypothesis

was partially supported" Emotional exhaustion and

depersonalization viere signif icantly correlated with

To assess the degree of association betv¡een the

llvpothesis Testínq
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Correlat i on
with Burnout

Work Environment
Dimensions

of Work Environment Dimensions
Subsca le s

TÀBLE 6

Col1eg ial i ty
Professional Growth

Supervisor Support

Clar i ty
Rewards

Decision Making

Goal Consensus

Task Orientation

Physical Setting

I nnovat i veness

Burnout Subscales

EE

86

- 2q**

- .14

- "12

-"14

- "11

-.26**

-.09

-. 1g*

-.21*

-.19*
Note. N=1 37
ab
EE is emotional exhaustion.

personal accompl ishment .
*p < "05. **p < .01

DP
b

- "21x

- "12

- "26**

- "19*
? q**

- " 34*'t

_.29**

-.26**

- ?q**

-.26**

collegiality (

respectively).

accompl i shment

PA

"01

.16

.16

.16

-"01

"06

.30**

" 21*

"03

.24* *

r = -"25, p="01

The correlation
and collegiality

DP is depersonalization" PA is

and r = -"21 , p ="05,

between personal

was essenLially zeto ( "01) "
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Hypothesis 2. Tn a sample of child care providers,

professional- qrowth will display a nesative relationship to

emotional exhaustion and depersonalization and a positive

relationship to personal accomplishment. The direction of

the relationships was as expected; however, association vlas

very low, (emotional exhaustion r = -"14¡ L = -.12, for

depersonalization, and "16 personal accomplishment) and did

not reach significance" Thus this hypothesis ttas not

supported.

llypothesis 3, In a sample of child care providers,

supervisor support will displav a neqative relationship to

emotional- exhaustion and depersonalization and a positive

relationship to personal accomplishment. This hypothesis

was only partially supported" Relationships between all the

variables vrere in the appropriate direction. However, a

significant correlation was found only between supervisor

support and depersonalization ( r = .26, p < .01)" The

correlation for emotional exhaustion with supervisor support

r,¡as -"12 and .16 for personal accomplishment,

Hvpothesis 4" In a sample of child care providers,

claritv will display a neqative relationship to emotional

exhaustion and depersonalization and a positive relationship

to personal accomplishment. Partial support for this

hypothesis s¡as found. Depersonalization vras significantly

related to clarity ( r = -"19 p <.05) although the strength

of the correlation was low. Emotional exhaustion and
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personal accomplishment were not significantly correlated

with clarity (-"1¿, and "16, respectively); however, the

direction of these reLationships was as expected"

Hvpothesis 5. In a sample of child care Þroviders,

rewards will displav a neqative relationship with emotional

exhaustion and depersonalization and a positive relationship

with personal accomplishment" This hypothesis v¡as partially

supported. A significant negative relationship was found

only between rewards and depersonalization ( r = -"25, P-

<.01)" Although emotional exhaustion displayed a low and

nonsignificant relationship to rewards this relationship was

in the hypothesized direction" The correlation between

personal accomplishment and rewards was essentially zero

(-"01).

Hypothesig 6. rn a sample of child care providers,

decision makinq will displav a nesative relationship to

emotional exhaustion and depersonalization and a positive

relationship to personal accomplishment. once again,

part ia1 support f or the hypothes i s I'ilas f ound " A moderate

correlation was found between decision making and emotional

exhaustion and depersonalization ( r = -"26 and -.34, P-

<"01, respectivety). Personal accomplishment and decision

making did have a positive relationship; however, it was

quite low (.06) and did not reach significance.
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Hypothesis 7, In a sample of child care providers,

qoal consensus wilt displav a neqative relationship to

emotional exhaustion and depersonalization and a positive

relationship to personal accomplishment. Support for the

relationship of goal consensus and depersonalization and

personal accomplishment r.¡as found" Depersonalization and

personal accomplishment had a moderate correlation with goal

consensus ( r = -"29 and .30, p <"01) and these correLations

were in the expected direction. The direction of the

relationship between emotional exhaustion with goal

consensus $ras also as expected but was quite low (.09) and

$ras not signi f icant.

Hvpqttregig 8" In a sample of child care providers,

task orientation will displav a neqative relationship to

emotional exhaustion and depersonalization and a positive

relationship to personal accomplishment" This hypothesis

was fu1ly supported as emotional exhaustion and

depersonal ízation' correlated negatively to task orientation
( r =-.18, p <.05 and r = -"26, p <"01) and personal

accomplishment correfated positively with task orientation
( r ="21 , p. <.05).

llypothesis 9. rn a sample of child care providers,

phvsical settinq will displav a negative relationship to

emotional exhaustion and depersonalization and a positive

relationship to personal accomplishment. Partial support

s¡as found for this hypothesis. Emotional exhaustion and
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depersonalization demonstrated significant negative

correlations to physical setting ( r = -.21, p <.05 and r =

-.25, p =.01, respectively). The correlation between

personal accomplishment and physical setting was essentially

zeto.

Hypothesis 10. In a sample of child care providers,

innovativeness will displav a neqative relationship to

emotional exhaustion and depersonalization and a positive

relationship to personal accomplishment. This hypothesis

$ras fully supported. Emotional exhaustion and

depersonalization both correlated negatively with

innovativeness ( r = -.18, P <.05, and r = -.26, P <'01,

respectively). Personal accomplishment displayed a

significant positive relationship to innovativeness (t=.24,

Þ <.01).

Cross-Classification of Demoqraphic Variables and Burnout

To t.est f or relationships between the demographic

variables (age, education, marital Statusrand race) and the

dependent variables (emotional exhaustion,

depersonalízation, and personal accomplishment) two sets of

analysis were conducted. First, to test for a relationship

between race and marital status and burnout, a separate chi-

Sguare analysis was conducted for each burnout subscale.

The burnout subscale scores were divided into high, moderate

and low Ieve1s using Maslach and Jackson's (1986) criteria.



Race was collapsed into two categories, Caucasian and non-

Caucasian and marital status into two categories, married

and non-married" This analysis revealed no significant

influence from marital status or race on reported level of

Cross-classif ication of Demoqraphic
þ¡ Burnout Subscales

Demographic
Var iables

TÀBLE 7

RACE
Gucas ian 21
Non-Caucasian 6

Emot i ona 1
Exhaust ion
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Burnout Subscales

Var iables

H

Marital Status
Married 14
Not Married 1 3

M

Depersonalization

c
L

42
10

2
[=
p=

Note. N=1 37
a
H=high level

c
L=low level

df=Z "

46
I

H

"75
"69

35
19

1"72
"42

b

30
25

2

^-p=

M

82279
2 8 14

Pe r sona I
Accompl i shment

abc
L

of burnout.

of burnout,

H

p̂=

7 12
3 18

2

2.1
.35

60
36

5.40
"07

M

B 30
35

b
M=moderate leveI of burnout.

L

X=
p=

71
16

"97
.61

55
35

3"s0
"17

2x-
p=

16
19

2
¡1 -p-



92

burnout (See Table 7)" Second, to test for a relationship

between age and education level and burnout, a Pearson

product moment correlation was conducted, correlating age

and education with each of the three burnout subscales

scores (See Table 8) " Age correLated negatively with both

depersonalization and emotional exhaustion ( r = -"25, and

-"24, respectively, p <.01)" Thus, the older a child care

provider, the lower the Ievel of reported depersonalization

and emotional exhaustion. Level of education was not

Correlation of Demoqraphic
Burnout Subscales

Demographic
Variables

TABLE 8

Age

Educat i on

Note. N=1 37
*p<"01.

Variabl-es with

Emot i ona I
Exhaust i on

- "24x

.00

significantly correlated with any of the burnout subscales"

Burnout Subscales

Depersonal i zat ion

- "25*

"15

Pe r sona 1
Accompl i shment

- "07

-"08



To determine which variabl-es vrere the strongest

predictors of leve1 of burnout, a series of stepwise

multiple regression analyses were performed" More

specifically, the analyses attempted to examine the work

environment items which would best explain variance in the

reported emotional exhaustion, depersonalization and

personal accomplishment levels. Àge, which had been found

to correlate with emotional exhaustion ( r = -"24, p <.01)

and depersonalization ( r = -"25, p <.01), was entered first
into the regression analyses for these Lwo subscales. Age

vras not forced into the equation for personal

accomplishment" Table 9 presents the resul-ts of analyses"

Overa1l, these data revealed that few work environment

dimensions entered the equation at the tolerance level of

"05. More specifically, decision making was a strong

predictor for both emotional exhaustion and

depersonalization. Six percent of the variance (nZ) of

emotional- exhaustion (beta= -"24, p ="003) and ten percent

of the variance (nZ) of depersonalization (beta= -.32, p =

" 007 ) I'i'as explained by decision making"

Exoloratorv Analvses
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Age vras also a significant predicLor of both emotional

exhaustion and depersonalízaLion, explaining six percent of

the variance (nZ) for emotional exhaustion (beta = -.24¡ p. =

"01) and six percenL for depersonalization (beta= -"25, p =



Siqnificant Standardized Beta Coefficien
Work Environment Dimensions are used as
Burnout Subscale Scores

Burnout Subscales
Fac tor s

TABLE 9

Emotional Exhaustion
Age
Decision making

Depersonalization
Àge - " 25**
Decision making - "32xGoal Consensus - "19*

Personal Accompl i shment
GoaI Consensus -"30'',*

Beta Coefficients and Variance Explained

Beta

ts When

Note. N=1 37
*p<"0a" **p<"005.

Predictors of the

-.24r,*
- "24**

94

.003)" A second work

v¡as found to explain a

(R2) of depersonalizat

R2 Change R2

" 06
.11

.05

.16
"20

.09

The third subscale of burnoutr Pêrsonal accomplishment

was also found to be best predicted by goal consensus (beta=

-.30r p ="000) " Goal consensus explained nine percent of

the variance in personal accomplishment.

"õ;

"10
"03

Significance
of Change

" 005
" 004

.003
" 000
"027

.000

environment dimension, goal consensus,

small amount (3%) of the variance

The total variance explained for each of the burnout

subscales ranged from nine to twenty percent. The

ion (beta= -"19, p ="03)



depersonalization subscale had the largest amount of

variance explained (20%) by three variables (age, decision

making, and goal consensus). Àge and decision making

explained a total of eleven percent of the variance in

emotional exhaustion, while only one variable (goal

consensus) was able to explain all nine percent of the

variance in personal accomplishment"
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The findíngs of this study support the use of social

exchange theory when examining burnout in child care

providers" Social exchange theory predicts that a work

environment perceived as more rewarding than costly will
provide a profitable experience. The correlational analyses

supported this prediction" That is, a more positively

perceived work environment was related to lower burnout

1evels, while a more negatively perceived work environment

Ì{as related to higher burnout leveÌs.

The findings of this study suggest that burnout is

experienced by child care providers, although not at the

level experienced in previously studied populations (Maslach

& Jackson, 1986)" This finding could be due to the

differences in the population sampÌes" The norms are based

on a variety of human services workers including child

services workers, child protection workers, social workers,

who may in fact experience higher levels of burnout than do

child care providers" Furthermore, it is possible that self

selection has occured in the sample reported on here" That

is, child care providers who vlere experiencing higher levels

of burnout perhaps were unable or unwilling to participate

in this study. Thus, the sample may reflect lower levels of

burnout than is actually present in child care providers"

DTSCUSSTON
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The findings are, in general, consistent with the

results of previous research which indicate that a positive

work environment decreases employee burnout (Masfach, 1978;

t^Ihitebook et al., 1982). The correlations between the ten

work environment dimensions and the three burnout subscales

were al1 in the expected direction except for the

correlation between rewards and personal accomplishment,

which was close to zero (- "01). That is, with the

exception of rewards, the more positively perceived the work

environment the fower the reported Levels of emotional

exhaustion and depersonalization and the higher the reported

leveIs of personal accomplishment. While the correfations

were generally in the expected direction, few of the work

environment dimensions displayed a significant association

with personal accomplishment and emotional exhaustion"

However, nine of the ten work environment dimensions did

have a low correlation with depersonalization.

In the following sections the correlational results

related to each of the three burnout subscales will be

discussed separately focusing on which work environment

factors correlated significantly with each subscafe and the

strength or explanatory power of these correlations. A

discussion of the exploratory analyses, which allowed for

examination of the relative predictive ability of work

environment factors, will foIlow these sections.



98

The results indicated a significant correlation between

personal accomplishment and only three of the work

environment dimensions, including goal consensus, task

orientation and innovativeness. Although significant

correlations vJere revealed, these correlations were not

particularly strong and thus, the variance (12) explained in

personal accomplishment by each of these work environment

dimensions was less than than '10 percent " Nine percent of

the variance (r2) was explained by goal consensus" OnIy six

percent of the variance (r2) in personal accomplishment was

explained by innovativeness and four percent by task

orientation "

The lack of significant relationships between personal

accomplishment and the several other work environment

dimensions may be due to the focus of the personal

accomplishment subscale on satisfaction from clients
(children) which may not be perceived as part of the work

environment" That is, personal accomplishment is a

refl-ection of how child care providers feel about their
performance, their satisfaction with their work and how

adequate they feel in their work" The items that measure

this construct deal with the interactions caregivers have

with the children. Consequently, personal accomplishment,

measured as it by Maslach and Jackson, with an emphasis on

satisfacLion received from working with clientele¡ frây not

be related to any work environment dimension, but instead it



may have to do with how satisfying child care providers

perceive their interactions with children to be"

Previous research has found significant reLationships

between personal accomplishment and a variety of work

environment dimensions, including ones that were not found

in this study. More specifically, Physical setting
(Rosenthal et aI., 1983), the reward system (Schwab et 41.,

1986), clarity (noyd & Pasley, 1989; Rosenthal et al", 1983;

Schwab & Twanicki, 1982), supervisor support (Pines, 1982;

Schwab et al., 1986; zabel & Zabel, 1982) and collegiality
(Maslach & Jackson, 1982; Rosenthal, 1983; Schwab et â1",

1986; zabel & Zabel, 1982) were at1 found to correlate with

personal accomplishment. Specific to child care providers,

Boyd and Pasley (1989) found role ambiguity (Iow clarity) to

correlate at a low level to personal accomplishment"

While previous research results indicated significant

relationships between personal accomplishment and a variety

of aspects of the work environment, none have examined the

relationship of goal consensus, task orientation or

innovation to personal accomplishment" Thus the findings of

this study reveal three dimensions of the work environment

v¡hich appear important to the burnout levels of child care

providers, but have previously been unstudied" Additional

research needs to include these areas so that a better

understanding of how these dimensions of the work

environment influence the burnout of child care providers.

99



100

Also important to note was the lack of a significant
relationship between personal accomplishment and the reward

system" Although there are not much empirical data to

support a relationship between burnout and rewards, the lack

of rewards in the child care field has often been cited as a

source of dissatisfaction (e.g., whitebook et aI., 1989) and

was therefore expected to correlate significantly with

personal accomplishment. However, the lack of such results

may have to do with the conceptualization of "the reward

system" used in the Early Childhood work Environment Survey,

which may be different from what is usually focused on

adequacy of pay and benefits" The items focused more on

equity of distribution and less on adequacy of rewards

received. Thus, although staff may not feel that as

individuals they are paid their worth, they may perceive the

rewards with in their centre as equitably distributed" The

perception of fairness of rewards would not logically
contribute to one's sense of personal accomplishment, thus

potentially explaining the lack of association between

personal accomplishment and the reward system.

Emotional exhaustion was significantly correlated with

half of the work environment dimensions" Thus, the work

environment appears to have more to do with emotional

exhaustion than personal accomplishrnent but Iess than with

depersonalization" The five work environment dimensions

that were found to be related to emotional exhaustion
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included decision making, col1egia1ity, physical setting,

task orientation and innovativeness" Thus, it seems that

when child care providers feeL they have autonomy and

control; view their cofleagues as open, friendly, helpful

and positive; see the physical setting as comfortable and

view the organization as efficient and creative, they are

Iess 1ikely to experience emotional fatigue or exhaustion.

The amount of variance (r2) in emotional exhaustion

explained by these five work environment dimensions ranged

from three to seven percent" Both task orientation and

innovativeness had a 12 of three percent, while physical

setting explained four percent" Collegiality and decision

making were higher, explaining six and seven percent,

respectively" So while there are significant correlationst

the amount of variance explained in emotional exhaustion by

these five work environment dimensions is not high"

Much previous research supports several of these

relationships (nuqua & Couture, 1986; Maslach & Jackson,

1982; Maslach & Pines, 1977; Rosenthal et 41", 1983; Schwab

et aI., 1986). However, most of this research is based on

samples other than child care providers, where there is

limited empirical data on task orientation and physical

setting" OnIy the research of Maslach and Pines (1977 ) and

Fuqua and Couture (1986) is specific to child care

providers" Maslach and Pines (1977 ) found child care

providers made use of staff meet.ings to have input to
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decisions. Furthermore, they found that better work

rel"ationships were associated with teamwork in child care

providers. Fuqua and Couture (1986) reported that child

care providers who had input into decisions were less 1ikely

to report emotional exhaustion and depersonalization"

Five of the work environment dimensions did not

significantly correlate with emotional exhaustion. These

vrere professional growth, supervisor support, clarity,

reward system and goal consensus (which did correlate

significantly with personal accomplishment). Especially

surprising is the lack of significant correlations between

emotionaL exhaustion and clarity, supervisor support and

rewards.

emotional exhaustion rvas contrary to the findings reported

by Boyd and Pasley (1989) and Schwab and Iwanicki (1982)"

These studies examined burnout in child care providers and

teachers, and researchers found a significant relationship

between role clarity and emotional exhaustion" The fact

that clarity was only significantly related to one burnout

subscale in this study may in part be due to the definition

of clarity as a work environment dimension. rn previous

researchr specific components of clarity \AIere studied rather

then the general concept of clarity. For example rol-e

ambiguity, role stressz and role evaluation have been

studied as separate componenLs, resulLing in a different

The lack of correlation between job clarity and
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conceptualization than that used here, which is a more

globaI construct" Perhaps when a global role clarity
measure is used its relationship to emotional exhaustion is

obscured.

Ànother explanat ion f or thi s part icul-ar result i s that

in the past two or three years, in response to a lack of

formalized job descriptions and policies in many centres,

the Manitoba ChiId Care Association published job

descriptions for child care providers and encouraged centres

to use them" Though centres were not asked if this was the

case, it is possible that some may have implemented these

job descriptions and thus providers have a clear

understanding of their roles, and the policies of the

centre, as reflected in the relatively high mean score

(7"23) for the clarity dimension.

Based on past research, supervisor support had also

been expected to relate significantly to emotional

exhaustion. Zabel and Zabel (1982) and Schwab and

colleagues (1986) bottr found a significant relationship

between these variables in their studies of teachers"

Spec i f ic to chi Id care providers , Flei scher ( 1 985 ) reported

31% of clinical child care workers who left their employment

had done so as a result of lack of supervisor support" In

our sample, while only 48% of the child care providers had

been in the fietd for less than five years, 73% }:,ad been at

Lhei r current centre f or less than f ive years. Thus, t.hi s
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sample reflects a high mobility rate within the field" The

mobility rate may indicate that child care providers are not

building rapport or networks with their supervisor, or are

leaving as they do not feel supported by Lheir supervisor"

It is interesting to note that while supervisor support

was not related to emotional exhaustion, emotional

exhaustion did correlate significantly with collegiality.
This significant correlation may indicate that child care

providers look to co-workers for support rather than the

supervisor. Perhaps child care providers look to their
peers who share their daily experiences" Many supervisors,

on the other hand, do not work directly h'ith the children

and so do not share the daily experiences of direct contact

with children or may simply not have as much contact with

their staff members" The opportunities to build supportive

supervisory relationships are not as prevalent as the

opportunity to build relationships with co-workers.

One study reports results congruent with these

findings. Emotional exhaustion was found to be related to

the more informal support systems in the work setting, but

not the formal- aspects of supervisorrs leadership and role

structure (t,eiter & Meechan, 1986). rnformal support or

cohesiveness is analogous to the collegiality dimensions

measured here, while leadership and direction is analogous

to supervisor support" Thus, it appears the informal system

is more important to a child care provider's burnout level
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than a formal system of support is, which would explain the

resul-ts related to collegiaIity, supervisor support and

emotional exhaustion in this study"

Finally, there may have been some confusion around the

supervisor support dimension which may have led to the

discrepancy of the results. The question read as follows:

"Check all that characterize the supervision given in your

centre most of the time". In day care in Manitoba there can

be many levels of supervision which child care providers

receive. They may have a room supervisor, an assistant

director, a director and even the daycare board who may all

be providing supervision on some leve1. This confusion

about the supervisor v¡as noted on the questionnaire, as

several child care providers wrote comments that they were

not sure who they were to be evaluating. Thus, this result

may reflect indirect supervision (e"g" boards) as well as

direct supervision, which may explain the lack of a

significant correlation between supervisor support and

emotional exhaustion.

The third surprising resul"t was the lack of a

signif icant correlation between emotional- exhaustion and

rewards. As discussed earlier, limited empirical data

specific to burnout and the reward system exists, but the

reward system has frequently been hypothesized to be an

important factor in child care providers' feelings of

adequacy (Seiderman, 19781. whitebook et al., 1989). Also as
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discussed previously, the conceptualization of rewards found

in the Early Childhood Work Environment Survey is likel-y a

different one than typically considered, accounting for the

unexpected lack of correlation. This particular result
seems to indicates that child care providers perceive

rewards to be fairly distributed" Thus, these results
should not be interpreted as suggesting that adequate pay

does not continue to be crucial to child care providers'

fulfillment, but instead that equal distribution is not an

important factor in burnout in this particular sample.

The depersonalization subscale of burnout vras

significantly correlated with nine of the ten work

environment dimensions, although most vüere low correlations"
Thus, the effect of the work environment on Lhe burnout of

child care providers is most pronounced in terms of

depersonalization, or one's sense of negativityr cynicism,

detachment and withdrawal from clients" These results vrere

similar to what is found in previous research. That is,
depersonalization was frequently found to be significantly
correlated with work environment dimensions, though less

often then either emotional exhaustion or personal

accomplishment (foyd & Pasley, 1989; Maslach & Jackson,

1982; Rosenthal et ã1", 1983; Schwab & Iwanicki, 1982;

Schwab et aI. , 1986; Zabel & Zabel, 1982) 
"

More variance (12) v¡as explained by work environment

dimensions in depersonalization than either personal
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accomplishment or emotional exhaustion. The range of

variance explained was from four percent for collegiality

and clarity, to twelve percent for decision making. Thus,

while most of the work environment dimensions significantly

correlated to depersonalization, as with personal

accomplishment and emotional exhaustion, only a sma1l amount

of the variance in depersonalization was explained by these

variables. Factors other than the work environment seem to

be responsible for the burnout experienced by child care

providers.

Studies specific to burnout in child care providers are

limited but provide support for the results presented here"

Fuqua and Couture (1986) found that burnout was related to

decision making. That is, providers who felt their input

affected the working conditions reported Less

depersonalization and emotional exhaustion" Furthermore,

Boyd and Pasley (1989) also found a relationship between

burnout and the work environment. They found role arnbiguity

(Iow clarity) to significantly correlate with

depersonalization and emotional exhaustion. The also found

a 1ow Level correlation to personal accomplishment"

The findings of this study suggest that in relative

terms, the work environment is more important to a child

care provider's sense of depersonalization than it is to

Lheir emotional exhaustion or personal accomplishment" Nine

of the ten work environment dimensions related significantly
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to depersonaLization, suggesting that further research on

the work environment should explore the ability to intervene

with depersonalization in child care providers.

It is important to note that many of the work

environment dimensions found to be correlated significantly
to burnout in this study have not been previously studied

either in child care providers or other human service

professions. These findings suggest that a wider variety of

variables need to be considered when researching the work

environment in order to fully understand its impact on the

child care provider"

A stepwise regression analysis was performed to explore

which, if ânyr of the ten work environment dimensions could

best predict burnout in this sample of chitd care providers.

It is important to note that few dimensions explained

variance for each of the burnout subscales, with decision

making and goal consensus significant predictors of two of

the subscales. Thus, these results indicated, as Masl-ach

and Jackson (1986) suggested, that the three subscales were

separate components that should not be combined for a total-

score and were affected quite differently by the work

environment dimensions" In fact, only two of the ten

dimensions predicted burnout in child care providers"

Àge, which was forced into two of the reqression

equations, r,¡as a significant predictor of burnout. In
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emotional exhaustion, age and decision making r{ere equally

strong predictors (beta=.24) " Similarly, in the equation

for the depersonalization subscale, age and decision making

were significant predictors"

Past research has consistently found age to be related

to burnout. Findings indicate that younger workers are more

prone to burnout (Maslach , 1982a, 1982b; Maslach & Jackson,

1979)" In a sample of school teachers, Zabel and Zabel

(1982) found younger teachers had higher fevels of emotional

exhaustion, depersonalization and lower levels of personal

accomplishment. In the one study specific to child care

providers, Fuqua and Couture (1986) found younger child care

providers reported higher 1evels of emotional exhaustion

than older child care providers. In this sample: age vlas

significantly related to emotional exhaustion and

depersonalization" In factr a9e v¡as an equally strong

predictor of burnout for both of the subscafes"

The significance of decision making as predictor of

both emotional exhaustion and personal accomplishment

suggests the importance of decision making in a child care

providers work environment" This work environment dimension

encompasses the autonomy and control that the child care

providers have over their work" When one examines the role

of the child care provider it becomes quite clear !¡hy

decision making would be a predictor of burnout" Child care

providers must be constantly processing information about
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children, situations, and the physical environment. They

need to always be ready to make a decision that may effect
many people, including the children, themselves, even other

adults" Thus, if the child care provider does not perceive

an environment that supports, a1lows or encourages decision

making then they may begin to feel stressed and in turn

burnout "

GoaI consensus is the second work environment dimension

that vras able to predict burnout in this sample"

Specifically, it predicted emotional exhaustion and

depersonalization. tn depersonalization, goal consensus was

only responsible for explaining three percent of the

variance. However, it explained nine percent of the

variance in personal accomplishment and was, in fact, the

only work environment dimension which predicted this
component of burnout. Again, when examining the work of the

child care provider, this result was not surprising.

Working as a team and having a common objective are very

important when working with other people. In order for

things to get accomplished and properly care for children,
workers must have common goals. without consensus, there is
less teamwork, less understanding of co-workers, more

conflict and a lower evaluation of how you are functioning

in your position" Thus, when goal consensus is lacking it
is quite reasonable to expect. higher levels of reported

burnout, especially in regard to personal accomplishment.



The findings of this study suggest that research in the

area of child care providers work environment needs to be

expanded to include a wider variety of work environment

dimensions" Replication of this study needs to be done in

order to confirm the results" Unfortunately this study

sampled child care providers who work with preschool

children thus limiting its generalizability to all child

care providers. Thus, future research should include

attempts to replicate these findings with other types of

child care providers.

What can be concluded is that a variety of work

environment dimensions are related to burnout. In general,

the more positively perceived the work environment, the less

likeIy child care providers are to experience burnout.

There rì'as a relationship between the depersonalization

component of burnout and most work environment dimensions

for child care providers. Furthermore, emotional exhaustion

in child care providers was also related to several work

environment dimensions" Fina11y, personal accomplishment

did not appear to be as influenced by dimensíons of the work

environment, âs it has been defined in this study.

Conclusion

1.1 1

These findings have implications for the improvement of

the work environment and for the potential elimination of

burnout. in child care providers. This study indicated that
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co1legiality, decision making, and goal consensus are aIl

aspects of the work environment that can be manipulated to

benefit the provider and the centre. Specifically, this

study supported the concept of teamwork as an important

construct in the work environment" The ability to trust co-

workers and feel a cohesiveness may provide a buffer against

burnout in child care providers and consequently positive

work relationships should be nutured in child care

providers.

Furthermore, the findings of the study suggest that

child care providers need to have input into the decision

making process at their centre" This aspect becomes very

important in centres where supervisory staff are not always

on the floor to assist in the day to day decisions that need

to be made. By having input into the decisions made, staff

feel part of the team, supported and Less likely to burnout"

Previous research suggests one means for increasing this

sens of involvement is through open discussion in staff

meetings (Maslach & Pines, 1977) 
"

In addition, the results suggest the importance of goal

consensus in decreasing burnout" It is important for staff

members to be aware of the goals of the centre and to agree

upon the priority of these goals" Thus, having a clearly

stated philosophy statement that is congruent with a child

care provider's personal philosophy is one means for

limiting burnout in child care providers"
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The lack of a relationship between rewards and burnout

revealed in this study also has implications for the field

of child care" It is important to note the meaning of

"reward system" as used here, which focuses on equity of

distribution of re$Iards, not general adequacy of rewards"

Thus these findings do not indicate that pay and benefits

are unimportant in burnout. However, if rewards were viewed

as highly inadequate it would seem likely that such a view

would be revealed in a general negative perception of the

reward system, which was not the case" Furthermore, a

general negative perception of rewards should logically

relate to burnout, which did not occur here. Perhaps too

much emphasis has been placed on the importance of external

rewards and more effort should be made in other areas of the

work environment to improve it, thus decreasing levels of

burnout and increasing leveLs of feelings of adequacy"

While it is not recommended that child care providers stop

advocating for better salaries and benefits, it is important

to recognize that child care providers do perceive an

equitable distribution of benefits and that general concern

with rewards do not relate to burnout here" This finding

becomes especially important in the current financial

siLuation in which increasing salaries may be less feasible

than attempting to improve the work environment.

Unfortunately, not much

provider who chose not to par

IS

tic

known about the child care

ipate in this study. It may
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be that lower leveIs of burnout are reported in this sample

due to Lhe fact that child care providers experiencing

higher levels of burnout may have chosen to not participate

in the study. Furthermore, this study dealt only with

providers at preschool centres and did not include those in

mixed or other age-specific centres. Thus, the results of

this study can not be generalized to child care providers as

a whole.

The results of this study provide other kinds of

direction for future research on burnout and the work

environment in child care providers. First, it is necessary

for there to be a replication of this study to test those

resul-ts that are different from those found in previous

research. This replication will assist in the better

understanding of the influence of the work environment on

burnout specific to child care providers, by clarifying
which work environment dimensions are truely of

signi f icance.

Second, there needs to be further attempts to use the

Early Childhood Work Environment Survey as a research tool"

This instrument was originally designed to provide profiles

of centres climate and has only recently begun to be used as

a research instrument" Thus, further research is necessary

to clarify its ability to measure an individual-'s perception

of the work environment as well as it provides a centre wide

prof i le "
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Third, the results suggest that although the work

environment does influence burnout in child care providers,

the amount of variance explained is low, suggesting that

there are other contributing factors. Further research

needs to examine what these factors might be, and how they

impact burnout in chitd care providers.

Finally, research needs to measure child care provider

satisfaction with their work in vrays other than just

focusing on burnout" This broader base of measurement will

assist in a better understanding of the child care providers

and in what vrays their fulfillment and feelings of adequacy

can be increased. Although this study has provided an

initial awareness of the relative importance of the work

environment to burnout in child care providers, there is

still much further study required before a complete

understanding of child care providers is attained.
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THE T'NIVERSTTY OF À{ANTTOBA

October 23, 1-992

Dear Chairperson:

FA.CULTY OF HU¡tfAN ECûLOGY

DEPARTMENT OF FAMILY STUDIES

Much has been written about the high turnover rate of teachers in
ahild care. At the same timer wê know very little about which
aspects of the work environment are potentially stressfuÌ and
inhibit, job satisfactj-on. Only by asking those r¡ho are child
eare professionals can rrre learn about ttre nature of these issues"
Such information can assist us to plan more effectively to meet
needs of staff and provide quality care in such financially
restrictive times-

I am writing to invite your centre to participate in a unigue
study to be conducted in the tlinnipegi area. Your centre was
selected from all child care centres in this area, based on the
type of care (fu1l-time. preschool) provided. Às the board of
one of the selected centres you can help us to learn about the
issues child care professionals face by allowing me to invite
your child care v¡orkers to participate in this project. ff they
agree to particípate, they will complete a short questionnaire,
requiring approximately 2O minutes" This questionnaire will
focus on issues related to the child care work environment (e"9",
staff rel-ations, pay and promotion, working with children) . In
addition, the centre director will be asked to provide some
general inforrnation about the centre (e"9", numbers of chíldren
and staff, classifj-cation level of the staff members). This
should require no more than five minutes of the directors time"
The confidentiality of your centre and your teachers r¡ilI be
protected since no names will be used on the questionnaires or
envelopes" Identification codes will be used only to ensure that
all replies from one centre wi1l be kept together. The director
of your centre has also been sent information about the studyo to
assist in your deci.sion"

Human Eæology Building
Wimipcg, Manitoba
C¡mda R3T 2N2

Tel: Q04.) 47+9225
F.AX G'04) 275-5299



lrlíthin the week f will teÌeptrone the director of your child care
centre. At that time, I will be most happy to answer any
questions you nay have concerning the project and to inquire
about permission to invite your child care v¡orkers to complete
the questionnaire. Your participatj-on is voluntary, as is their

'participation of your employees. The infornation your child care
workers provide will- assist us in understanding more about the
complexities of their work.

I will be happy to provide you with a sunmary of the results of
the study" The summary will include the general response of all
the chitd care workers who participate, not just your employees"
f believe the information may be helpful- to you as you pJ-an for
the continued support of your staff.

Thank you for your assistance.

Sincerely,

2-

Nancy f. Schneider
Graduate Student

Brenda Boyd , PLr:.D z

Assistant Professor
Project Supervisor
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TIIE UNTVERSITY OF MANITOBA

October 23, L992

Dear Director:

FACULTY OF TruMAN ECOI,oGY

DEPARTMENT OF FAMILY STUDIES

Much has been hrritten about the high turnover rate of teachers in
child care" At the same time, wê know very litt1e about which
aspects of the work environment are potentially stressful- and
inhibit job satisfaction" OnIy by asking those who are child
care professionals can we learn about the nature of these issues"
Such information can assist us to plan more effectively to meet
needs of staff and provide quality care in such financially
restrictive tirnes "

I am writing to invite your centre to participate in a unique
study to be conducted in the Winnipeg area. Your centre was
selected from al-l chil-d care centres in this area, based on the
type of care (ful1-time, preschool) provided" As the director of
one of the selected centres you can help us to learn about the
issues child care professionals face by allowing me to invit,e
your child care workers to participate in this project" If they
agree to participate, they will complete a short questionnaire,
requiring approximateJ-y 20 minutes. This questionnaire wil-I
focus on issues related to the child care work environment (e"9",
staff relations, pay and promotion, working with children). In
addition, you will be asked to provide some general information
about the centre (e"9., numbers of children and staff,
classification leve1 of the staff members) " This should require
no more than five minutes of your time" The confidentiality of
your centre and your teachers will be protected since no names
will be used on the questionnaires or envelopes" Identification
codes will be used only to ensure that all replies from one
centre will be kept together" The chairperson of your centre
board has also been sent information about the study, to assist
in your decision

Within the week you witl receive a caII from me" At that time, f
will be most happy to answer any questions you may have
concerning the project and to inquire about permission to invite
your child care r,¡orkers to complete the questionnaire" Your
participation is vol-untary, âs is the participation of your

Human Ecology Building
Winnipeg, Manitoba
Canada R3T 2N2

Tel: QU) 47+9225
FAX (204) 275-5299



employees" The information your chÍ1d care workers provide wiII
assj-st us in understanding more about the complexities of their
work.

I will be happy to provide you wi-th a sunmary of the results of
the study" The sunmary wilt include the general response of all
the child care workers who participate, not just your employees"
I believe the information may be helpful to you as you plan for
the continued support of your staff.

Thank you for your assistance"

Sincerely,

2-

Nancy I" Schneider
Graduate Student

Brenda Boyd, Ph"D"
Assistant Professor
Project Supervisor



CONSENT FOR CENTRE PARTTCIPATION ]N SURVEY

On behalf of the Board of Directors of

I agree to allow Nancy Schneider to conduct a research

project in our day care centre.

I understand that the research project involves the

answering of questionnaires by staff and that all
information is maintained in confidence.

(Name of Centre)

134

(Signature) (nate )
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THE UNryERSIry OF MANITOBA

Date

Dear Director:

FACULTY OF HUMÀN ECOI'GY

DEPARTMENT OF FAMILY STUDIES

I am pleased your centre has agreed to participate in the work
environment study. f have listed below the steps that you will
be assisting with, âs per our telephone caIl.
(1) Hand out one packet to each staff member"

(2) Coll-ect finished packets from staff and place in the brown
envelope -

(3) Post remj-nder notice if required, when the reminder phone
call is made.

(4) Complete the attached questionnaire about your centre.
(5) Complete one of the questionnaire bookl-ets that has been

provided for all staff"
I will be calling in one week to arrange a date to get the
questionnaires" I greatty appreciate your assistance with this
matter.

Sincerely,

Human Fæology Building
Winnipeg, Manitoba
Canada R3T 2N2

Tel: QC4) 47+9225
FAX (204) 275-5299

Nancy I" Schneider
Graduate Student

Brenda Boyd, PhD"
Supervisor



Nancy f. Schneider
Department of Family Studies
University of Manitoba

Date

CENTRE INFORMATION

In the space provided
response appropriate

l-) Hor'¡ many children

2) Does your centre hold profit or non-profit status?

3)

beside each question, please fill in the
for your centre. Thank you"

is your centre licensed to serve?

Do the children play in mixed age groups or in age segregated
groups?

4) Hosr many staff are employed full time (35 hours or more per
week) at your centre?

s) IIow many staff are employed part
week) at your centre?

6) How many of the staff are cl-assified as Child Care !{orker I?

7') HoIrü many of the staff are classified as Child Care Worker II?

8) How
ITI?

many of the staff.are classified as Child Care V{orker

time (Iess than 35 hours per



It is understood that child care workers participate j-n a variety
of tasks throughout the work day" However, in order to better
understand your centre we ask that you answer the following
questions based on what the workersr major responsibilitíes are.

9) How many of the staff are directors?

fO) How many of the staff are assj-stant directors?

L1) How many of the staff are supervisors?

i-2) How many of the staff are
the chil-dren?

13) How many of the staff are cleaners?

L4) Holtr many of the staff are cooks?

responsible only for the care of
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THB TJMYERSITY OF MANTTOBA

Dear Child Care Provider:

Much has been written about the high turnover rate of teachers in
the child care profession" Many suggest the high turnover rate
is due to the conditions of the work" Although wideJ-y discussed,
rarely have chil-d care workers been asked how they see the
situation. onty by asking child care workers directly can we
hope to ful1y understand the complexity of the issues, and be
able to suggest ways to improve the job situation in this
profession"

Some of the child care centres in your area have been selected to
provide such information. The boaia and Director of your centre
have agreed to participate in this study by asking you to
complete this questionnaire" Your participation is voluntary.

Your confidentiality is assured since no one in your centre will
see your response. When the results are prepared, all
information will be discussed using group responses only. In
order for your anshrers to be representative of your general
feelings about work, wê ask you to complete the questj-onnaire in
private" When it is complete, place it, in the return envelope.
Give the sealed envelope to your centre director" A mernber of
the project team will pick it up in one week. once it is
completed, you are free to discuss it with your co-workers.

I would be happy to provide you with a sunmary of the results of
the study" Copies of the final results witl be sent to your
centre followíng the completion of the study"

I greatly appreciate your assistance in learning about your work
as a child care worker

Nancy I" Schneider
Graduate Student

FACULTY OF HIJMAN ECOI.oGY

DEPARTMENT OF FAMILY STUDIES

Human Ecology Building
Mnnipeg, Manitoba
Canada R3T 2N2

Tel: QM) 47+92?5
FAX (204) 275-5299

Brenda Boyd PhD"
Supervisor
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THE CHILD CARE PROVIDERS' WORK ENVIRONMENT

This survey is being done to better understand the child

care providers' work environment. Please answer all of the

questions. If you wish to comment on any of the questions

please feel free to use the space in the margins or a

separate sheet of paper.

Thank you for your help.

October - December, 1992

N" Schneider

Department of

University of

Family Studies

Manitoba R3T 2N2



Please answer the questions in this section with respect

the overall conditions in your centre as they are MOST OF

THE TIME.

Check ALL that

centre most of

cooperative and friendly
competitive

describe the overall staff relations in your

the t ime:

people are reluctant to express their feelings

teachers are very helpful to new staff
good team spirit
staff are generally frank and candid

morale is Iow

people socialize outside of work

people feel isolated
people complain a lot

Check ALL that apply.
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to

provide on-site

encourage staff
provide release

provide release

Does your organization" " "

staff development workshops?

to share resources with each other?

time to attend conferences?

time to visit other schools?



Chec k ALL that apply. Does your organizaLion.. "

provide tuition reimbursement to take college

provide guidance for professional advancement?

have a library of professional books for staff
subscribe to several educational journals and

magazines?

implement a career ladder for professional

advancement ?

encourage staff to learn new skills and competencies?

Check ÀLL that characterize the supervision given in your

centre most of the time:

provides support and helpful feedback regularly
hard to please

incompetent

conducts fair evaluations of staff
too critical

14s

courses?

sets high but realistic standards

to use?

delegates too much

compliments and praises staff
talks down to staff
very knowledgeable

Check ALL that apply.

distribute a parents' handbook detailing policies

and procedures?

have a staff manual outlining
provide written contracts for

Does your organization. . "

staff policies?

employees ?



Check ALL that apply" Does your organízation. " "

have written job descriptions for each position?

distribute a monthly newsletter to parents?

Check ALL that characterize your centre most of the time:

written communication is cLear

there are seldom conflicting demands made on staff

policies and procedures are well-defined

rules are consistent

staff are weIl-informed

Check ÀLL that describe the pay and promotion system at your

centre:

promotions are not handled fairly
salaries are fair considering the centres's income

fringe benefits are equitably distributed
some people are paid more than they are worth

raises are based on favoritism
pay is distributed fairly
pay is fair compared to what other centres pay

this place is a revolving door, ho job security
people are taken advantage of

chances for promotion are good
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Check ALL that describe how decisions are made at your

centre most of the time:

people are encouraged to be self-sufficient in making

decisions

the director likes to make most of the decisions

people don't feel free to express their opinions

everyone provides input on the content of staff
meetings

conformity is the name of the game here

there are scheduled staff meetings at least twice

month

people provide input but decisions have already been

made

teachers make

affect them

teachers are

the director
decisions
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Check ALL that apply with respect

program:

decisions about things that directly

seldom asked thei

values everyone's

goals are left vague

everyone agrees on program goals

people know how to compromise

centre does not have a written phi

staff share a common vision of wha

be like

r oplnlon on lssues

input in major

to the goals of your

losophy

t the centre should



Check ALL that apply with respect to the goals of your

program:

_ the staff seldom talk about educational objectives

staff are committed to program goals

staff are not unified in their philosophy

people disagree on what should be taught to children
program has well-defined educational objectives

Check All that describe the way things get done at your

centre most of the time:

meetings are a waste of time

this place is run very efficiently

people get the job done

time is wasted

deadlines are missed regularly

things rarely get put off
employees work hard

people come to work late
people procrastinate often

meetings are productive
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Check ÀLL that apply to the physical environment of your

cent re :

well-arranged use of space

cramped and crowded conditions

seems either too hot or too cold

neat, t.idy, and safe

decorations are drab



Check all that apply to the physical environment of your

centre:

teachers have a place to store personal belongings

classroom noise disrupts office business

there are sufficient supplies and materials

the building needs major repairs

storage space is well-organized

Check ÀLL that describe your organization as a whole:

emphasizes creativity
not very innovative

quite traditional
implements needed changes

encourages diverse opinions

regularly looks at new educational approaches

things stay pretty much the same

new ideas tried out

people avoid taking risks at all costs

problems go unsolved

149

Read each statement on the following pages carefully and

decide if you ever feel this way about your job" If you have

never had this f eeling, circle a tr0t' (zero ) af ter the

statement. If you have had this feeling, indicate how often

you feel it by circling the number (from 1 to 6) that best

describes how frequently you feel that lray.



HOI,I OFTEN:

Never À few

t imes

a year

or fess

2

Once a

month or

less

Q-1 I feel emotionally drained from my work"

À few

t imes a

month

(circle number)

Never0 1 2 3 4 5

Q-2 I feel used up at
( c i rc le number )

Never0 1 2 3

4

Once

a

week

Q-3 I feel fatigued when I get up in the morning

and have to face another day on the job.

( c i rc Ie number )

Never0 1 2 3 4 5 6Everyday

1s0

A few

times a

week

the end of the workday"

Every

day

6 Every day

Q-4 I can easily understand how the children feel

about things.
(circle number)

Never0 1 2 3 4 5

6 Every day

6 Every day



HOW OFTEN:

0

Never A few

t imes

a year

or less

¿

Once a

month or

less

8-5 I f eel I treat some chi ldren as i f they r^rere

impersonal objects.
(circle number)

Never0 1 2 3 4 5 6Everyday

A few

t imes a

month

4

Once

a

week

Q-6 Working with people all day is really a strain

for me"

(circle number)

Never0 1 2 3 4 5 6Everyday
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A few

times a

week

Q-7 I deal very effectively with the problems of

the chi ldren "

(circle number)

Never0 1 2 3 4 5 6Everyday

Every

day

8-B I feel burned out from my

(circle number)

Never0 1 2 3 4 5

work.

6 Every day



HOW OFTEN

Never À few

t imes

a year

or less

2

Once a

month or

less

Q-9 I feel I'm positively influencing other

people's lives through my work.

(c ircle number )

Never0 1 2 3 4 5 6Everyday

A few

t imes a

month

Q-1 0 I've become more callous toward people since

4

Once

a

week

took this job.

(circle number )

Never0 1 2 3 4 5

1s2

À few

t imes a

week

Q-1 1 I worry that this job

emot i onal Iy .

(circle number)

Never0 1 2 3 4

Q-12 I feel very energetic
(circle number )

Never0 1 2 3 4

6

Every

day

6 Every day

is hardening me

6 Every day

6 Every day



HOW OFTEN:

Never A few

t imes

a year

or less

2

Once a

month or

less

Q-13 I feel frustrated by

( c i rc le number )

Never0 1 2 3 4

À fei+

times a

month

8-14 T feel I

(circle

Never 0

4

Once

a

wee k

Q-l5 I don't really care what happens to some

chi ldren .

'm working too hard on my job.

my job"
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À few

t imes a

wee k

number )

12345

(circle number)

Never0 1 2 3

6 Every day

Every

day

Q-16 Working with people directly puts too much

stress on me.

(circle number )

Never0 1 2 3 4 5 6Everyday

6 Every day

6 Every day



HOW OFTEN:

Never A few

t imes

a year

or less

2

Once a

month or

less

g-17 I can easily create a relaxed atmosphere with

the children "

(circle number )

Never0 1 2 3 4 5 6Everyday

A feI,¡

t imes a

month

8-18 I feel exhilarated after working closely with

4

Once

a

wee k

the children.
(circte number )

Never0 1 2 3
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A few

t imes a

wee k

g-19 I have accomplished many worthwhile things in

this job"

(circle number)

Never0 1 2 3 4 5 6Everyday

Every

day

Q-20 I feel like I'm at
(circle number )

Never0 1 2 3

6 Every day

the end of my rope.

6 Every day



HOW OFTEN:

Never À few

t imes

a year

or less

2

Once a

month or

les s

Q-21 In my work, f deal with emotional problems very

caImIy.

(c i rcle number )

Never0 1 2 3 4 5 6Everyday

A few

t imes a

month

Q-22 I feel the children
problems.

(circle number)

Never0 .1 2 3

4

Once

a

week

155

A few

times a

wee k

Every

day

blame me for some of their

5 6 Every day
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Finally, we'd like to ask some general questions about you"

g-1 What is your Child Care Worker Classification?
(circle number)

1

2

3

Q-2 What is

1

2

3

4

5

Q-3 lfhat i s

CHILD CÀRE WORKER I

CH]LD CARE WORKER II

CHILD CARE WORKER III

this classification based on? (circle number)

SPECIÀL GOVERNMENT COURSES

COMPETENCY BASED ÀSSESSMENT

COLLEGE COURSES

UNTVERSITY COURSES

OTHER ( PT,NASN SPECI FY )

Q-4 Which of the following best represents your job title?
(circle number)

you job title?

1

2

3

4

5

6

7

CHILD CARE

CHTLD CARE

ASSI STANT

SUPERVI SOR

ASST STANT

DI RECTOR

WORKER- FLOOR STÀFF

WORKER SPEC]AL NEEDS STAFF

SUPERVI SOR

OTHER ( PT.EASE SPEC] FY )

DT RECTOR



Q-5 What is your

1

2

3

4

5

6

7

B

9

10

11

Q-6 How long

1

2

3

4

5

6

saiary per year?

10,000-12,000

12,001-14,000

14,001-16,000
'1 6,001-18,000

18,001-20r000

20 ,001-22,000

22,001 -24 ,000

24 ,001-26,000

26,001-30,000

30,001-35,000

35r00'1 and over

$

$

$

$

$

$

$

$

$

$

$
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is your work day? ( circle nurnber)

7 HOURS

7 "5 HOURS

8 HOURS

I " 5 HOURS

9 HOURS

orHER (prnesn

Q-7 Hov¡ much of this time is spent directly caring for

chi ldren?

hour s

SPECI FY )



8-8 How much of this time is spent on administrative

duties?

hours

Q-9 How long have you been ernployed at this centre?

Q-10 How long have you been employed in the field of Child

Care ?

years and _ months

Q-1 1 What are the ages of the children you are responsible

for? (circle ÀLL that apply)

1 TWO YEARS

2 THREE YEARS

3 FOUR YEÀRS

4 FIVE YEÀRS

5 SIX YEARS

years and months
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Q-12 How many children are you usually responsible for at

one time?

Q-13 What is your sex? (circle number)

1 MALE

2 FEMALE



Q-14 What is your age? (circle number)

1

2

3

4

5

6

7

I

I,Iha t i s

1 6-20

21 -25

26-30

31-35

36-40

41 -45

4 6-50

50 and over

Q-15

1

2

3

4

5

Q-16 What

1

2

3

4

5

your race? (circle number)

ABORIGINÀL

ÀSIÀN

BLACK

CÀUCASIAN

orHER ( pr,nese
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is your marital status? (circle number)

SINGLE (¡INVER MÀRRIED)

MARRI ED

DIVORCED

WTDOWED

OTHER (PT,NESN SPECIFY)

g-17 If married, for how long have you been married to your

current spouse?

SPECl FY )



g-18 Do you have children? (circle number)

YES

NO

8-19 How many children do you have?

.1

2

Q-20 How many of your children live with you?

Q-21 What was the highest level of school you completed?

(circle number)

1

2

3

4

5

6

7

I
9

'160

SOME HIGH SCHOOL

COMPLETED HIGH SCHOOL

SOME COLLEGE

COMPLETED COLLEGE

SOME UNIVERSITY

Q-22 What was your

UNDERGRADUATE

GRADUÀTE

COMPLETED UNIVERSITY

SOME POST GRÀDUATE WORK

COMPLETED MÀSTER'S DEGREE

OTHER (PT,N¡.SE SPECIFY)

major field of study ?



Is there anything else

feel is important and

this space to express

appreciated"
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about your work environment that you

should be noted? If so, please use

your thoughts" Your comments are

Your contr

Thank you

ibution to this
for taking the

study is greatly appreciated"

time to participate in the study



Appendix E

MASLACH BURNOI'T TN\TENTORY
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The Maslach Burnout Inventory is composed of three separate

subscales. The scores for each of the three subscales

cannot be combined to provide a total burnout score.

lnstead, each on of the subscales has its own score. À high

score of emotionaL exhaustion and depersonalization and a

1ow score on personal accomplishment indicate a high level

of burnout" A high score for emotional exhaustion is 27 or

over, a moderate score is 17 to 26 and a low score is 0 to
16. Depersonalization has a high rating when the score is
13 or over, moderate when the score is 7 to 12, and low when

it is 0 to 6. For personal accomplishmentr 0 to 31 is
considered highr 32 to 38 is moderate and 39 or over is a

low score. This scale is the reverse of those for emotional

exhaustion and depersonal-ízation because the personal

accomplishment are positively stated, unlike emotional

exhaustion and depersonalization which are negativeJ.y stated
(Maslach & Jackson, 1986).

Scorina
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8-1

q--2

Emotional Exhaustion

I feel emotionally drained from my work"

g-3 I feel fatigued when I get up

and have to face another day

I feel used up at the end of the workday.

Q-5 Working with people aII day is really a strain
for me "

g-B

Q-1

I feel burned out from my work.

3 I feel frustrated by my job.

Q-14 I feel

Q-1 6 Working

st ress

Ç--20 I feel

in

on

I'm working too hard on rny job"

the morning

the job"
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with people directly puts too much

on me"

Each item is scored

range of scores from

like I'm at the end of my rope"

from 0-6, with the resulting possible

0-54 "



Depersonalization

8-5 r feel I treat some children as if they were

impersonal objects "

Q-1 0 I've become more callous toward people since I

took this job.

8-11 I worry that this job is hardening me

emot i ona 1 ly .

Q-15 I don't really care what happens to some

chi ldren "

Q-22 I feel the children blame me for some of their
problems 

"

Each item is scored from 0-6 with a resulting possible range

of scores from 0-30.
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Personal Accompl i shment

Q-4 I can easily understand how the children feel

about things.

Q-7 I deal very effectively with the problems of

the children "

Q-9 I feel I'm positively influencing other

people's lives through my work"

Q-12 I feel very energetic"

Q-17 I can easily create a relaxed atmosphere with

the children"

Q-18 I feel exhilarated after working closely with

the children "

Q-19 I have accomplished many worthwhile things in

this job"
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Q-21 In my work, I deal with emotional problems very

caImlY "

Each item is scored from 0-6 with a resulting possible range

of scores from 0-48"



Appendix F

EARLY CHILDHOOD !{ORK ENVIROTdMETdT STTR\TEY
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Each of the ten dimensions of the work environment has a

possible score rangeing from 0 to 10. The subscale scores

remain separate and are not added together for a total

environment score" For eight of the subscales

(collegiatity, supervisor support, reward system, decision

making, goal consensus, task orientation, physical setting,

and innovativeness) five of the items are worded positively

The negatively worded items are indicated in the appendix by

an asterisk (o). To calculate the score for each dimension

a tally is made of all the positive iterns (one point for

each item marked) and a1l the negative items (one point for

each item marked). The negative items are then subtratcted

from the positive items" Next, five is added to the total

to give the final score for that subscale. Thus, it is not

possible to receive a negative score" The lowest possible

score is 0. For two of the subscales (professional growth

and clarity) the number of items checked are simply summed

to give the score.

Scorinq
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ColleoiaIitv
cooperative and friendly
competitive

people are reluctant to express their feelings

teachers are very helpful to new staff
good team spirit
staff are generally frank and candid

morale is low

people socialize outside of work

people feel isolated
people complain a lot

provide on-site staff development workshops?

encourage staff to share resources with each other?

provide release time to attend conferences?

provide release time to visit other schools?

provide tuition reimbursement to take college

courses?

provide guidance for professional advancement?

have a library of professional books for staff to

use ?
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Professional Growth

subscribe to several educational journals and

magazines?

implement a career ladder

advancement ?

for professional



* negat

encourage staf

ively worded i
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f to learn new skitls and competencies?

tems.

provides support and helpful feedback regularly

hard to please

i nc ompetent

conducts fair evaluations of staff

too critical

Supervisor Support

sets high but realistic standards

delegates too much

compliments and praises staff
talks down to staff
very knowledgeable

distribute a parents' handbook detailing policies

and procedures?

have a staff manual outlining staff policies?

provide written contracts for employees?

have written job descriptions for each position?

distribute a monthly newsletter to parents?

written communication is clear

Claritv

there are seldom confticting demands made on staff

policies and procedures are well-defined

rules are consistent

staf f are r,¡e11-informed



Reward Svstem

promotions are not handled fairly

salaries are fair considering the centres's income

fringe benefits are equitably distributed

some people are paid more Lhan they are worth

raises are based on favoritism

pay is distributed fairly
pay is fair compared to what other centres pay

this place is a revolving door, Do job security

people are taken advantage of

chances for promotion are good

Decision Makinq

people are encouraged to be self-sufficient in making

decisions
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the director likes to make most of the decisions

people don't feel free to express their opinions

everyone provides input on the content of staff
meet ings

conformity is the name of the game here

there are scheduled staff meetings at least twice a

month

people provide input but decisions have already been

made

teachers make decisions about things that. directly

affect them

Leachers are seldom asked Lheir opinion on issues



the director values everyone's input in major

decisions

*_ goals are left vague

everyone agrees on program goals

people know how to compromise

*_ centre does not have a written philosophy

staff share a common vision of what the centre should

be like
*_ the staff seldom talk about educational objectives

staff are committed to program goals

*_ staff are not unified in their philosophy

*_ people disagree on what should be taught to children

Goal Consensus

Task Orientatíon
*_ meetings are a waste of time

this place is run very efficiently
people get the job done

*_ time is wasted

*_ deadlines are missed regularly

things rarely get put off
employees vrork hard

*_ people come Lo work late
*_ people procrastinate often

program has well-defined educational objectives
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meetings are productive



Phvsícal Settina

weIl-arranged use of space

*_ cramped and crowded conditions
*_ seems either too hot or too cold

neat, tidy, and safe

*_ decorations are drab

teachers have a place to store personal belongings

*_ classroom noise disrupts office business

there are sufficient supplies and materials

*_ the building needs major repairs

storage space is well-organized

Innovativeness

emphasizes creativity
*_ not very innovative

*_ quite traditional
implements needed changes

encourages diverse opinions

regularly looks at new educational approaches

*_ things stay pretty much the same

_ nev¡ ideas tried out

*_ people avoid taking risks at all costs

*_ problems go unsolved and five are worded negatively.
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Q-1 What is your Child Care Worker Classification?

1

2

3

Q-2 hrhat i s

CHILD CARE WORKER I

CHILD CARE WORKER II

CHILD CARE WORKER III

1

2

.)
J

4

5

Q-3 What

Q-4 which

1

2

3

4

5

6

7

this classification based on? (circle number)

SPECIÀL GOVERNMENT COURSES

COMPETENCY BASED ASSESSMENT

COLLEGE COURSES

UNTVERSITY COURSES

OTHER (PT,NESN SPECIFY)

is you job title?

of the following best represents your job title?

CHILD CARE WORKER_ FLOOR STÀFF

CHTLD CARE WORKER _ SPECIAL NEEDS STÀFF

ÀSSTSTÀNT SUPERVISOR

SUPERVI SOR

ASSISTANT DIRECTOR

DI RECTOR

OTHER (PT,EASE SPECIFY)
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Q-5 What is your salary per year?

1 $ 10,000-12,000

2 $ 12,001-14,000

3 $ 14,001-16,ooo

4 $ 16,001-18,000



5

6

7

I
9

10

1'1

Q-6 How long

1

2

3

4

5

6

$

$

$

$

$

$

+

19,001-20,000

20 ,001-22 ,000

22,001-24 ,000

24,001-26,ooo

26,001 -30,0oo

30,001-35r000

35r001 and over

is your work day? (

7 HOURS

7 "5 HOURS

8 HOURS

8 " 5 HOURS

9 HOURS

orHER (prnesn

Q-7 How much of this time is spent directly caring for

chi ldren ?

hours
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circle number)

SPECI FY )



Q-8 Hor+ much of this time is spent on administrative

duties?

hours

Q-9 How long have you been employed at this centre?

Q-10 How long have you been employed in the field of Child

Care?

years and months

Q-1 1 What are the ages of the children you are responsible

f.or? ( c i rc Ie ALL that apply )

1 TWO YEÀRS

2 THREE YEARS

3 FOUR YEÀRS

4 F]VE YEÀRS

5 SIX YEARS

years and _ months
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Q-12 How many children are you usually responsible for at

one time?

Q-13 what is your sex? (circle number)

1 MALE

2 FEMALE
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1

2

3

4

6

I

I

Q-1 5 What

Q-14 What is your age? (circle number)

1 6-20

^ ¡ ^È¿t-¿?

26-30

31-35

36-40

41 -45

46-50

50 and over

is your race? (circle number)

ABORIGINÀL

ÀSIÀN

BLÀCK

CAUCASIÀN

OTHER (PT,NASE SPECIFY)

is your marital status? (circle number)

1

2

5

4

q

Q-1 6 What

1

2

3

5

SINGLE (HNVEN MARRIED)

MARRI ED

DIVORCED

WIDOWED

OTHER (PT,NASE SPECIFY)

Q-17 If married, fOr how long have you been married to your

current sPouse?



Q-18 Do you have children?

8-19 How many children do you have?

1

2

I E.;Þ

NO

Q-20 How many of your children live with you?

(circle number )

Q-21 What vras the highest level of school you compteted?

( c i rc 1e number )

1

2

3

4

5

6

7

I
9

179

SOME HTGH SCHOOL

COMPLETED HIGH SCHOOL

SOME COLLEGE

COMPLETED COLLEGE

SOME UNIVERSITY

COMPLETED UNIVERSITY

SOME POST GRADUATE WORK

COMPLETED MASTER'S DEGREE

OTHER (PT,NESN SPECIFY)

Q-22 Vfhat was your

UNDERGRÀDUATE

GRÀDUATE

major field of study ?


