Preface

The 2001 Salary Study represents the Child Welfare League of America’s continuing efforts to track and report employee compensation trends among its member agencies in the United States.  Of the 987 member agencies who were asked to participate, 333 (34%) Chief Administrators and 213 Human Resources Directors or staff responded.  The respondents included state public agencies (state department of child welfare), local public agencies (county or city departments of child welfare), and private nonprofit service providers. Among Chief Administrators, there was at least one public agency respondent from 24 of the 50 United States plus the District of Columbia and one private agency respondent from 44 of the states. Among the Human Resources staff, there was at least one public agency respondent from 21 of the states and one private agency respondent from 41 of the states. The data represent 93,304 full-time salaries in child welfare as of January 1, 2001.

CWLA has studied the compensation of the child welfare workforce for more than 20 years.  During this time CWLA has tracked an increase in the median of salaries paid to individuals working in a variety of roles within public and private nonprofit agencies.  However, the increase in compensation, particularly for some direct care staff, has not kept pace with inflation or increasing wages in other sectors of the economy and salaries and benefits continue to be important factors in the recruitment and long-term retention of the child welfare workforce.  

Because of member concerns about the loss of staff and consequential disruption in services and the cost of constantly recruiting and training new staff, questions pertaining to position vacancies and position turnover were added to CWLA’s 1991 Salary Study and have continued in subsequent editions.  In the 2001 Salary Study, CWLA has also increased our emphasis on benefits and other forms of compensation that reach beyond salary such as flexible work schedules and telecommuting options.  Broadening the scope to capture these “soft benefits” will help us to build a picture of how the child welfare field is incorporating new technologies and cultural expectations about the workforce in public and private nonprofit child serving agencies. 
The data included in this report was collected based on what was occurring in agencies as of January 1, 2001.  Thus, some of the figures and trends indicated hereafter might have changed based on the dramatic events of the past year and the impact that they have had on the economy.  For instance, when reporting on turnover both public and private nonprofit agencies report virtually zero downsizing. However, since these data were collected, many state budgets have been cut and the impact of economic downturns on endowments and philanthropic giving is being felt in private nonprofit agencies.  These economic downturns have resulted in the elimination of public and private nonprofit positions that were not captured in this report.
Highlights
The majority of chief administrators, from both public and private nonprofit agencies, reported they are planning to retire from their agency in the next decade.  Specifically, 82% of public agency chief administrators expect to retire from their agency in the next 10 years and 76% expect to retire from the child welfare field during that time.  Fifty-three percent of private agency chief administrators expect to retire from their agency in the next 10 years and 49% expect to retire from the child welfare field during that time.  

Public and private nonprofit agencies are flexible about work location and work schedule.  Notably, 45% of public agencies and 37% of private nonprofit agencies reported that staff are allowed to work from home and 97 % of public and 81% of private agencies reported flexible work days or work weeks for either all staff, selected units/departments, or on a case-by-case basis.

Results of this and the CWLA Salary Studies that were conducted in the 1990’s demonstrate that salaries and benefits are higher in the public than in the private nonprofit sector.  

Private nonprofit agencies report a mean supervisor turnover rate of 38% whereas the mean turnover rate for supervisors in public agencies was 8%. These rates of turnover may be even more problematic since the data indicate that the majority of these supervisors are leaving the agencies rather than changing positions. 

The majority of agencies provide some tuition assistance or reimbursement.  Specifically, 90% of public agencies and 68% of private nonprofit agencies provide such assistance.

Few agencies with overall budgets of less than 1 million dollars have staff development and training staff members or MIS staff members.  Because workforce literature indicates that supervision, training, and staff support have a dramatic impact on retention, it seems that agencies with smaller budgets that eliminate these positions may be placing themselves at a disadvantage in their attempts to retain their workforce.  

During the six-month reference period (i.e., October 1, 2000 to March 31, 2001), average turnover rates in private agencies was 36% for direct service staff and 38% for supervisors. On January 1, 2001 11% of direct service and 5% of supervisory positions in private agencies were vacant.

Over the six-month reference period, average turnover rates in public agencies was 20% for direct service staff and 8% for supervisors. On January 1, 2001 9% of direct service and 4% of supervisory positions in public agencies were vacant.

One significant finding is that results indicate that the level of education of workers does not greatly influence the salaries of direct services staff in either public or private nonprofit agencies.

Commentary 

The data presented in this report are useless unless the child welfare field critically examines the trends and issues it reveals and crosswalks it with what is currently known about recruiting and retaining workers and rewarding performance.

For instance, agencies with budgets too small to support full time staff development or MIS employees only need look to workforce recruitment and retention literature to realize that they cannot afford to remove these staff supports if they want to maintain a stable and competent workforce.  

If attracting and retaining professionally trained direct care staff is a goal of child welfare agencies, another significant response to the data would be increasing the reimbursement of staff based on their education, as well as their experience.

These two suggestions offer examples of how agencies can use this information to change policies and practice to strategically address the systemic issues of workforce recruitment and retention through compensation and agency support.

