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CHANGES IN THE LABOR FORCEJAN 1 2 1984 

ST1\T£ Du(;ul·v!ENTS 

43% of ALL MOTHERS WITH PRESCHOOL 
CHILDREN NOW WORK 

The composition of to
day's labor force is quite 
different from the labor 
force of yesterday. In 1948, 
12.5°/o of the mothers with 
preschool children in South 
Carolina were part of the 
work force. Today, almost 
43°/o of these women are 
working. In the last decade, 
the female labor force has 
experienced a much larger 
growth rate than the male 

labor force. This increase 
shows that women have 
become an important con
sideration for South Caro
lina employers. 

Statistics indicate that 
three of the largest employ
ers of women in S.C. are: 
manufacturers employing 
over 16'0,000 women; gov
ernment agencies with over 
125,000 women; and 
wholesale and retail trades 

Work Status of Women in South Carolina With Children under Six, 1979 

Employed 
Full-Time 
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Source: S.C. Health Survey, 1981 

employing more than 
104,000 women. The num
ber of women employed in 
these three areas indicates 
the impact of women on the 
work force today. The in
creasing number of families 
needing two incomes, the 
increasing number of single 
parent families, and the in
creasing number of women 
entering the labor force by 
choice are but a few of the 
reasons why these changes 
are occurring. Changing at
titudes of men and women 
are also part of the reason 
for the make-up of the new 
labor force. For example, 
men are beginning to take 
a more active role in child 
rearing and household 
responsi bi I ities. 

Working parents in South 
Carolina have a growing 
concern about the availabil 
ity and quality of child care. 
They are looking for em
ployers who share their 
feelings and are responsive 
to their needs. 

THREE LARGEST EMPLOYERS OF WOMEN 
IN SOUTH CAROLINA 
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TAX INCENTIVES 
THE IRS AND CHILD CARE 

Employers who sponsor 
child care programs can re
alize additional benefits 
other than those in the area 
of employee relations. They 
may receive tax advantages 
from the development of a 
child care program for 
employees. 

Tax advantages are avail
able for employer-spon
sored child care under two 
principal forms- employer 

responsibility programs and 
employer assistance pro
grams. Simply put, em
ployer responsibility 
programs involve capital 
expenditures which may be 
depreciated or amortized by 
the company. On the other 
hand, the business ex
penses of employer assis
tance programs are currently 
deductible. The IRS has also 
ruled that the expenses of 
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employer-sponsored child 
care are deductible when the 
business benefits by reduc
ing employee absenteeism 
and tardiness, attracting and 
retaining good employees, 
and increasing staff 
productivity. 

Employers should con
sider these tax advantages 
along with employee needs 
when deciding what type of 
program to provide. 
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MODELS OF EMPLOYER-SPONSORED CHILD CARE 

ON-SITE CENTERS 
MAXIMUM EMPLOYER 

INVOLVEMENT 

The on-site model repre
sents a company's maxi
mum involvement in 
employer-sponsored child 
care. As the name implies, 
it is a center which is lo
cated on or near the com
pany's physical plant. Costs 
to be considered with the 
on-site model include start
up money, operating ex
penses (administrative and 
maintenance), and per-cap
ita subsidies. 

There are several ways to 
establish an on-site center. 
It may be operated as an in
dependent, non-profit cor
poration, a subsidiary 

corporation or as a division 
of the sponsoring company. 
The specific mode of oper
ation depends on each 
company's needs and com
mitments, the type of child 
care program offered, the 
potential enrollment, and 
the tax incentives for the 
company. 

Businesses choosing to 
provide their employees with 
on-site child care can ex
pect to see a reduction in 
employee turnover, absen
teeism and tardiness. Em
ployers can also look for 
advantages such as better 

employee recruitment po
tential and improved com
munity relations. 

An on-site facility would 
be a good choice when 
there are not adequate child 
care resources in the com
munity to meet the needs 
of a particular employee 
group. Employers who op
erate on shifts and who 
must remain in operation 
during holidays and incle
ment weather would be 
good candidates for an on
site center. These centers can 
be operated to meet the 
needs of any company. 

(JJ OFF-SITE CONSORTIUM 
SHARED COSTS AND BENEFITS 

Off-site consortium child 
care is described as a cen
trally located center which 
is used by several separate 
companies. A group of em
ployers may develop a cen
ter of this type in order to 
share the administrative and 
financial responsibilities. All 
participating employers 
benefit from the program, 
but none assumes total 
responsi bi I ity. 

To establish an off-site 

consortium child care cen
ter, interested employers 
provide start-up money for 
facility construction and op
eration. An important ele
ment of the consortium is 
that the program must meet 
the needs of the various 
companies. By using finan
cial and managerial re
sources available from all the 
participating companies, a 
high quality program can be 
developed . An added ad-

s 

vantage is that the costs are 
shared among the member 
employers. 

Typically, off-site consor
tium models are developed 
by employers who are lo
cated in areas with a heavy 
concentration of busi
nesses. A consortium also 
allows small businesses to 
offer child care as a benefit 
because of the shared costs 
aspect of this model. 
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The vendor child care 
program utilizes the method 
of purchasing a certain 
number of enrollment 
spaces or "slots" in existing 
child care centers or family 
care homes chosen by the 
employer. Companies pur
chase a number of slots and 
then "sell" these slots to 
employees, usually at a re
duced cost. The employer 
subsidy may be based on a 
sliding fee scale which is de-

THE VENDOR PROGRAM 
PURCHASI.NG CHILD CARE 

II SLOTS" 

termined by the individual 
employee's family size and 
income. This type of sub
sidy is based on each em
ployee's ability to pay. The 
program does not require a 
large initial capital invest
ment, and the employer is 
released from administra
tive and management 
responsi bi I ity. 

The vendor program is an 
excellent choice for busi
nesses that employ a small 

number of people because 
it allows employers to offer 
a child care benefit with lit
tle direct involvement in fi
nancing and administering 
a center. This program is also 
a good plan for industries 
with several work sites and 
branches that cannot af
ford to develop centers at 
each site. Vendor programs 
are most effective when 
there are adequate child care 
resources in the community. 

VOUCHER PROGRAM 
SIMILAR TO THE VENDOR 

PROGRAM 

The voucher program is 
similar to the. vendor child 
care program. Both utilize 
the services of existing child 
care centers or family care 
homes. The difference is that 
the voucher program pro
vides the employee with a 
financial subsidy to be used 
toward the purchase of child 

care services at a center 
chosen by the employee. 
The employer decides 
whether the subsidy will be 
based on a flat rate or a slid
ing fee scale. 

The benefits involved in a 
voucher program are com
parable to those of the ven
dor program. An added 
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advantage is that under a 
voucher system, parents 
rather than employers 
choose the child care center 
they will use. As with the 
vendor program, this ar
rangement works best in a 
community with adequate 
child care resources. 



INFORMATION AND REFERRAL 
PROGRAM 

EMPLOYEE ASSISTANCE SERVICE 

Many working parents 
find that they need help lo
cating and selecting child 
care services to suit their 
needs. Some have prob
lems finding care that coin
cides with their work 
schedules, while others need 
special services for infants or 
handicapped children. 

Employers are finding that 
information and referra I 
programs offer a needed 
service with little financial 
and administrative respon
sibility. Such programs in-

valve developing and 
updating lists of child care 
providers, getting relevant 
information about care ar
rangements, answering 
questions about child care, 
providing financial infor
mation and tax guidelines, 
and making all the infor
mation easily accessible to 
the employee. The program 
involves relatively low over
head costs and is a good 
public relations tool, if the 
service is also offered to the 
community. 

iJ . 
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Information and referral 
programs are particularly 
good for employers who 
want to offer a child care 
benefit but have limited fi
nancial resources. Programs 
can also be developed as a 
joint effort by a group of 
employers. Some informa
tion and referral programs 
include in-service training for 
employees in the form of 
lunch-time seminars de
signed to provide parent 
education and personal 
management. 

SCHOOL AGE CHILD CARE 
WHEN SCHOOL AND WORK 

DON'T MIX 

Employer-sponsored child 
care programs need not stop 
with preschool aged chil
dren. Working parents must 
also make arrangements for 
school aged children who 
are out of school. School 
calendars do not often co
incide with work times and 
schedules. 

School aged child care can 
be a part of any of the pre
viously described employer-

sponsored child care pro
grams. In addition, some 
employers have purchased 
land for the development of 
day camps to be used by 
employees' children during 
the summer vacation 
months. School aged child 
care programs can be de
veloped yvith varying levels 
of commitment on the part 
of employers. 
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WHERE TO GET INFORMATION 

EMPLOYER BENEFITS, EMPLOYEE BENEFITS, TAX INCENTIVES, CHILD CARE MODELS
we have covered only a few of the areas regarding employer-sponsored child care. Every 
employer's situation and needs are unique, and must be studied individually. The School of 
Consumer Science at Winthrop College, in conjunction with the Appalachian Regional Com
mission, is providing information to South Carolina employers on employer-sponsored child 
care programs. For further information, contact: 

Dean, School of Consumer Science 
Winthrop College 
Rock Hill, South Carolina 29733 
(803) 323-2101 

OR 

Office of Children's Affairs 
Division of Health and Human Services 
1205 Pendleton Street 
Columbia, South Carolina 29201 
(803) 758-7604 
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