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ABSTRACT

ORGANIZATIONAL CLIMATE OF CHURCH-AFFILIATED CHILD CARE
PROGRAMS: LINKAGES TO PROGRAM INSTABILITY RATES AND
EDUCATIONAL LEVELS
By

Linda Sue Haveman

Church affiliated childcare programs are the fastest growing type of childcare
program, and, yet, very little is known about organizational climate within this context.
This study extended current work in the area of organization climate (Bloom, 1996a) by
examining organizational climates within church affiliated programs and examining how
organizational climate varied according to program instability rates and staff educational
levels. A cross sectional, national sample of 53 church-affiliated child care centers (413
employees) comprised this study which utilized a descriptive, non-experimental research
design. The study utilized secondary data analysis of an existing data set compiled by
Paula Jorde-Bloom from 1985-2003.

Results indicated that the organizational climate of church-affiliated child care
programs varied as a function of and were negatively related to program instability rates.
When controlling for childcare program size, however, only the organizational climate
dimension of professional development varied as a function of program instability rate.
Organizational climate of church affiliated child care programs varied as a function of
and are positively related to staff educational levels. However, when controlling for
program size, only the organizational climate dimension of innovation varied as a
function of staff educational level. Implications for program administration are

discussed.
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Organizational Climate Of Church-affiliated Child Care Programs:

Linkages to Program Instability Rates and Educational Levels

Chapter One

Introduction

Child care is a growing industry, with church sponsorship programs, those that are
housed within and/or administered by churches, growing at a faster rate than other types
of programs (Bogle, 2001; Neugebauer, 2000). For instance, in California, 25% of all
child care centers are faith-based (Orr & Filback, 2004), a significant increase from years
past. Although child care is a growing industry, the quality of child care is largely poor to
mediocre (Cost Quality and Child Outcomes Study Team, 1995). This is certainly
problematic given the importance of child care quality to child outcomes. Studies indicate
that quality child care contributes to positive cognitive development (Peisner-Feinberg et
al., 1998), is predictive of children’s social skills (NICHD Early Child Care Research
Network, 2001), readiness for school (NICHD Early Child Care Research Network,
1999b), and pre-academic and language skills (NICHD Early Child Care Research
Network, 2002).

A number of experts have identified the components that constitute high quality
child care. For instance, the National Association for the Education of Young Children
(NAEYC) accreditation standards (1998) identify 10 indicators of quality child care
which include such things as the quality of interactions among teachers and between
parents and teachers, the quality of the curriculum, staff qualifications and professional

development, the quality of administration and staffing, aspects of the physical
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environment, health and safety standards, nutrition and food services, and evaluation
practices. In addition, Fiene (2002) outlined 13 indicators for quality child care, which
include, in addition to those noted by NAEYC, adequate staff child ratio and group size.
Feine (2002) notes, as well, the importance of quality program administration to child
care quality. Most studies of child care quality involve ratings of the classroom
environment including elements such as the quality of teacher-child interactions (Blau,
2001; NICHD Early Child Care Research Network, 1999a; Saluja, Early, & Clifford,
2002), teacher-child ratios (Cost Quality and Child Outcomes Study Team, 1995), or staff
demographics (Cost Quality and Child Outcomes Study Team,’ 1995; Neugebauer, 1999c¢;
Saluja, Early, & Clifford, 2002; Whitebook, Sakai, Gerber, & Howes, 2001). Very little
attention has been given to child care administration as a key component of quality child
care (Muijs, Aubrey, Harris, & Briggs, 2004). In particular, there is a lack of research on
administration in church-affiliated child care programs, as the vast majority of studies
examine child care programs that are not affiliated with churches (Bogle et al., 2001; S.
W. Helburn & Bergmann, 2002).

The administrative component of a child care program involves a wide range of
activities, such as hiring and supervising staff, ensuring opportunities for continued staff
development, establishing program curriculum and goals, and overseeing the financial
operations of the program. While some researchers have examined particular
administrative activities, such as staff-child ratios and cost of child care relative to child
care quality (Cost Quality and Child Outcomes Study Team, 1995), others, such as
Bloom (1996a), have examined the larger “climate” attributed to the administrative

activities of a child care program. Bloom, a leading researcher in the area of child care



administration, identifies this general ambience of the program as the organizational
climate, which is “the collective perceptions, attitudes, beliefs, and values of the
individuals in a particular work setting. It is a composite of the personalities that come
together and the leadership that guides them” (Bloom, 19964, p. 2). In operationalizing
organizational climate, Bloom identifies practices such as the degree to which the
administration facilitates quality leadership, joint decision making, quality interactions
among staff, and others which will be described shortly. Those elements define
organizational climate, as articulated by Bloom (1996a), and are reflected as quality
indicators in the applied literature as well. For example, the National Association for the
Education of Young Children (NAEYC) Code of Ethical Conduct (Feeney & Freeman,
1999) states that

In a caring, cooperative workplace, human dignity is respected, professional

satisfaction is promoted, and positive relationships are modeled. Based upon our

core values, our primary responsibility in this arena is to establish and maintain

settings and relationships that support productive work and meet professional

needs. (p. 61)
The NAEYC Code of Ethics further lists ideas that are the aspirations of practitioners.
These include establishing and maintaining positive relationships, helping meet the needs
of professional development, promoting policies, and creating a climate of trust (Feeney
& Freeman, 1999).

Bloom has examined the relationships of organizational climate and
characteristics such as accreditation, professional development, program size, staff

commitment, and staff roles across all types of child care (1996a). However, she has not



examined the organizational climate of child care programs depending on sponsorship,
such as church-affiliated child care programs. Moreover, the influence of program
instability rates and staff educational levels has not been examined in relationship to
organizational climates of church-affiliated child care programs.

Because so little research has been conducted on administration in child care,
particularly the organizational climate, there is much to be learned about what kinds of
child care program characteristics may influence organizational climate. Characteristics
such as program instability rates and staff education are of particular interest. In the child
care research literature, program instability rate and staff education levels are two key
characteristics that have been linked with the quality care (e.g. teacher-child interactions
and child development outcomes). For instance, high turnover rates are related to less
optimal teacher-child interactions and less secure attachments between teachers and
children (NICHD Early Child Care Research Network, 1999a; Saluja et al., 2002).
Teachers with less education are less likely to work in an accredited child care center as
compared to teachers with higher levels of education (Whitebook, 1996). Researchers
have not yet examined the ways in which these two characteristics may also impact the
organizational climate of the program.

Further, the study of church-affiliated child care programs is an important area of
research given the fact that these programs have been known to differ from non-church
sponsored programs in a number of ways. For instance, church-affiliated child care
programs have lower program instability than other center-based child care programs
(Saluja, Early, & Clifford, 2002). Church-affiliated child care programs have educational

goals that differ from other types of care programs (Holloway, 1999). The legal status of



church-affiliated programs also differs from other types of child care programs with the
majority of church-affiliated child care programs being non-profit programs (Bloom,
1998). Moreover, many non-profit child care programs provide greater opportunities for
professional development for staff members (Bloom, 1998), and so church-affiliated
programs, which are often non-profit, may provide more opportunities for staff
development.

Church-affiliated child care programs also differ from other types of child care
programs according to programming quality. While church-affiliated child care programs
were among the first to embrace NAEYC accreditation (Accreditation status from the
National Association for the Education of Young Children) (Neugebauer, 1999), church-
affiliated child care programs have been shown to be lower in quality than other types of
child care programs (Bogle, 2001). One final difference between church-affiliated child
care programs and other types of center-based care involves how the programs are
administered. Church-affiliated programs, compared to other types of child care
programs, often do not network with other child care programs and are considered poorly
administered (Bogle, 2001). Because church-affiliated child care programs differ from
other types of child care programs in so many ways, it stands to reason that its
organizational climate may differ as well.

New information describing organizational climates of church-affiliated programs
and identifying the influences of program instability rate and staff educational levels will
increase our current understanding of church-affiliated child care programs. For instance,
if lower program instability rates are related to higher ratings of organizational climate,

then strategies to lower program instability are important to identify. Likewise,



employing more highly educated employees might positively impact organizational

climate.

Purpose Statement

The proposed work addresses two current gaps in the literature. First, very little is
known about the quality of organizational climate in church-affiliated child care
programs. Second, very little is known about the influences of program instability rates
and staff educational levels on the quality of organizational climate. This lack of
knowledge is problematic in three ways. First, higher organizational climate is associated
with higher quality child care programs (Bloom, 1996b, 1997b; Fiene, 2002; National
Association for the Education of Young Children & National Academy of Early
Childhood Programs, 1998). So, identifying those characteristics that impact
organizational climate is one step in devising strategies to improve organizational
climate. Improvements in organizational climate should result in higher quality child
care.

Second, church-affiliated child care programs are among the fastest growing child
care programs (Neugebauer, 2000). Church-affiliated programs also differ from non
church-affiliated programs in several ways, including staff and program demographics,
program goals, and management style (Bogle, 2001; Bogle et al., 2001; Holloway, 1999;
Lindner, Mattis, & Rogers, 1983; Mocan, 1995, 1997; Morris & Helburn, 2000; Saluja et
al., 2002); thus, findings from samples of non church-affiliated child care centers may not
be generalizable to church-affiliated child care centers.

Understanding the influence of program instability rates and staff educational

levels on the organizational climates of church-affiliated programs is needed knowledge,



vital to improving quality child care. As previously stated, minimal research examining
the linkages between organizational climate and both program instability rates and staff
educational levels has been conducted; in fact, no research has been done examining
these variables among church-affiliated child care programs. Therefore, the purposes of
this study are to extend the work of Bloom (1996a) by 1) describing the organizational
climate of church-affiliated child care programs and, 2) examining the influences of
program instability rates and staff educational level on organizational climate in church-
affiliated child care programs, utilizing the data compiled by Bloom between 1985-2003.
As measured by Bloom (1996a), organizational climate is a composite score and
is made up of ten dimensions: collegiality, professional growth, supervisor support,
clarity, reward system, decision-making system, goal consensus, task orientation,
physical setting, and innovativeness. In her work, Bloom has examined organizational
climate across all combined types of child care programs, including church and non-
church-affiliated. Specifically, she has examined the relationship of program
characteristics including accreditation status, staff roles, program size, and staff
commitment to organizational climate (Bloom, 1996a). Organizational climate scores are
higher in accredited programs. Organizational climate is viewed more positively by
administrators of child care programs than other employees. Administrators differ from
teachers and assistants in their perception of teacher/assistant input on decision making.
Collegial differences, a dimension of organizational climate, are found depending on
program size, with higher collegiality in smaller centers; and differences were found
between for-profit and nonprofit programs in professional growth, with nonprofits

providing more opportunities for professional growth (Bloom, 1998). Areas lacking in



the research on organizational climate include describing the organizational climates of
child care centers according to sponsorship, for example, church-affiliated child care
program. A second area lacking is research is an examination of any influence of
program instability levels and staff educational levels on organizational climate of
church-affiliated child care programs.

As noted, church-affiliated child care programs differ from non-church-affiliated
child care programs. In contrast to center-based child care programs, for example,
church-affiliated child care programs have a greater percentage of white/Caucasian
workers and fewer minority workers, smaller class sizes, and less educated staff (Saluja
et al., 2002). Church-affiliated child care centers’ goals, such as child care program’s
curricular philosophy, differ from other child care sponsorship (Bogle, 2001; Holloway,
1999; Lindner et al., 1983).

Program instability rates and staff educational levels are indicators of quality in
child care programs (Fiene, 2002; National Association for the Education of Young
* Children & National Academy of Early Childhood Programs, 1998). Educated staff with
opportunities for continued professional development are essential to quality child care
(Fiene, 2002; National Association for the Education of Young Children & National
Academy of Early Childhood Programs, 1998). More highly trained staff interact with
children in stimulating and positive ways which contribute to children’s school readiness
(e.g. language comprehension skills) and their positive social development (e.g. fewer
behavioral problems) (NICHD Early Child Care Research Network, 1999a). Minimally, a
higher quality child care center, as defined by the NAEYC, will have teacher assistants

who have a GED or high school diploma and have had some training in child



development. Teachers should at least have an associate’s degree in early childhood (or
similar) and/or a Child Development Associate Credential (National Association for the
Education of Young Children & National Academy of Early Childhood Programs, 1998).
Administrators or directors should have a bachelor’s degree in early childhood, three
years of teaching and/or a graduate degree in early childhood/child development (Fiene,
2002; National Association for the Education of Young Children & National Academy of
Early Childhood Programs, 1998). Higher educational levels and years of teaching
experience results in better monitoring of staff (Howes, 1997).

Bloom and Sheerer (1992) noted that continued professional development of
administrators improved organizational climate scores; however, they have not
specifically examined whether higher staff educational levels of church-affiliated child
care program resulted in higher organizational climate scores. The study of organizational
climate in church-affiliated child care programs is important given the fact that over one
million children are cared for within church-affiliated programs each year and that these
programs are the fastest growing centers (Neugebauer, 2000). Moreover, within church-
affiliated child care programs, the relationship of program instability and staff

educational level on organizational climate is an unexamined area.

Importance of the Problem

This research is important along two primary fronts: 1) organizational climate is a
key contributor to the quality of child care, and so, understanding the organizational
climate and its relationship to program characteristics is important; and, 2) church-
affiliated child care centers are among the fast growing types of child care programs, but

there is little research on the organizational climate of church-affiliated programs.



Generally, 86% of center-based care across the country is poor to mediocre (Cost Quality
and Child Outcomes Study Team, 1995). Indicators of the quality of center-based child
care have been researched widely. Two of the critical components of higher quality child
care is program instability rate and the administrative function of the program (Fiene,
2002; National Association for the Education of Young Children, 1998), which includes
the organizational climate of the program (Brainard & Fox, 1974; Munton & Mooney,
1999). Limited research suggests that organizational climate (Bloom, 1996) and lower
program instability (High Scope, 2003) are related to higher quality care. Still, little
research has examined the influence of program instability rates and staff educational
levels on the organizational climate of church-affiliated child care programs.

Child care is a growing industry within the United States. The need for child care
has risen because more women continue to enter the workforce than in previous years.
From 1995 to 2001, sole parental care of children not yet in kindergarten decreased from
40% to 39%. The greatest decrease in parental care occurred among children ages 0-2,
declining from 51% to 48% (Day, 1996). During this time, the use of center-based
programs increased from 31% to 33% (Federal Interagency Forum on Child and Family
Statistics, 2004). Although church-affiliated child care programs make up only 9% of all
center-based child care programs (Neugebauer, 1999c), this represents nearly 1.5 million
children (Neugebauer, 1999a). Clearly, the large number of children in church-affiliated
programs warrants the study of their child care environments.

One of the challenges in researching organizational climate is the paucity of
measures that have been designed to assess organizational climate (Muijs et al., 2004).

Bloom (1990) has developed the only tool for examining organizational climate in child
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care programs that is currently in use. Bloom’s (1990) instrument will be used in the
proposed research. Additionally, most child care providers in the United States have
limited training on ways to decrease program instability rates and employ staff with
higher educational levels; this is problematic for child care quality. We know it means
trouble in terms of quality of interactions; we do not know exactly what it means for
organizational climate. Answers to these questions will have implications for policy

decisions as well as practices.

Conceptual Model

Bloom (1992) built her model of organizational climate on a social systems
approach. The model includes the external environment (e.g. sponsoring agency; the local
community; the professional community; legislative bodies and regulatory agencies; the
economic, social and political climate; the business community; and the technological
environment), people (e.g. characteristics of the individual, such as gender, age, ethnicity,
socio-economic group, family history, educational level, training, work experience,
interest/skills/talents, personal traits, needs and expectations, adult development, career
stage, commitment, motivation, professional orientation, beliefs and values, roles, and
groups), structure (e.g. legal governing structure), processes (e.g. leadership style,
decision-making, problem-solving, communication networks, planning and goal setting,
group meetings, interpersonal relations, conflict management, supervision and training,
performance appraisals, center evaluations, socialization practices, child assessment
practices, teaching practices, and rate of program instability), culture (e.g. organizational

climate), and outcomes (e.g. quality of child care provided).
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ABSTRACT

ORGANIZATIONAL CLIMATE OF CHURCH-AFFILIATED CHILD CARE
PROGRAMS: LINKAGES TO PROGRAM INSTABILITY RATES AND
EDUCATIONAL LEVELS
By

Linda Sue Haveman

Church affiliated childcare programs are the fastest growing type of childcare
program, and, yet, very little is known about organizational climate within this context.
This study extended current work in the area of organization climate (Bloom, 1996a) by
examining organizational climates within church affiliated programs and examining how
organizational climate varied according to program instability rates and staff educational
levels. A cross sectional, national sample of 53 church-affiliated child care centers (413
employees) comprised this study which utilized a descriptive, non-experimental research
design. The study utilized secondary data analysis of an existing data set compiled by
Paula Jorde-Bloom from 1985-2003.

Results indicated that the organizational climate of church-affiliated child care
programs varied as a function of and were negatively related to program instability rates.
When controlling for childcare program size, however, only the organizational climate
dimension of professional development varied as a function of program instability rate.
Organizational climate of church affiliated child care programs varied as a function of
and are positively related to staff educational levels. However, when controlling for
program size, only the organizational climate dimension of innovation varied as a
function of staff educational level. Implications for program administration are

discussed.
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Organizational Climate Of Church-affiliated Child Care Programs:

Linkages to Program Instability Rates and Educational Levels

Chapter One

Introduction

Child care is a growing industry, with church sponsorship programs, those that are
housed within and/or administered by churches, growing at a faster rate than other types
of programs (Bogle, 2001; Neugebauer, 2000). For instance, in California, 25% of all
child care centers are faith-based (Orr & Filback, 2004), a significant increase from years
past. Although child care is a growing industry, the quality of child care is largely poor to
mediocre (Cost Quality and Child Outcomes Study Team, 1995). This is certainly
problematic given the importance of child care quality to child outcomes. Studies indicate
that quality child care contributes to positive cognitive development (Peisner-Feinberg et
al., 1998), is predictive of children’s social skills (NICHD Early Child Care Research
Network, 2001), readiness for school (NICHD Early Child Care Research Network,
1999b), and pre-academic and language skills (NICHD Early Child Care Research
Network, 2002).

A number of experts have identified the components that constitute high quality
child care. For instance, the National Association for the Education of Young Children
(NAEYC) accreditation standards (1998) identify 10 indicators of quality child care
which include such things as the quality of interactions among teachers and between
parents and teachers, the quality of the curriculum, staff qualifications and professional

development, the quality of administration and staffing, aspects of the physical
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environment, health and safety standards, nutrition and food services, and evaluation
practices. In addition, Fiene (2002) outlined 13 indicators for quality child care, which
include, in addition to those noted by NAEYC, adequate staff child ratio and group size.
Feine (2002) notes, as well, the importance of quality program administration to child
care quality. Most studies of child care quality involve ratings of the classroom
environment including elements such as the quality of teacher-child interactions (Blau,
2001; NICHD Early Child Care Research Network, 1999a; Saluja, Early, & Clifford,
2002), teacher-child ratios (Cost Quality and Child Outcomes Study Team, 1995), or staff
demographics (Cost Quality and Child Outcomes Study Team; 1995; Neugebauer, 1999c;
Saluja, Early, & Clifford, 2002; Whitebook, Sakai, Gerber, & Howes, 2001). Very little
attention has been given to child care administration as a key component of quality child
care (Muijs, Aubrey, Harris, & Briggs, 2004). In particular, there is a lack of research on
administration in church-affiliated child care programs, as the vast majority of studies
examine child care programs that are not affiliated with churches (Bogle et al., 2001; S.
W. Helburn & Bergmann, 2002).

The administrative component of a child care program involves a wide range of
activities, such as hiring and supervising staff, ensuring opportunities for continued staff
development, establishing program curriculum and goals, and overseeing the financial
operations of the program. While some researchers have examined particular
administrative activities, such as staff-child ratios and cost of child care relative to child
care quality (Cost Quality and Child Outcomes Study Team, 1995), others, such as
Bloom (1996a), have examined the larger “climate” attributed to the administrative

activities of a child care program. Bloom, a leading researcher in the area of child care



administration, identifies this general ambience of the program as the organizational
climate, which is “the collective perceptions, attitudes, beliefs, and values of the
individuals in a particular work setting. It is a composite of the personalities that come
together and the leadership that guides them” (Bloom, 19964, p. 2). In operationalizing
organizational climate, Bloom identifies practices such as the degree to which the
administration facilitates quality leadership, joint decision making, quality interactions
among staff, and others which will be described shortly. Those elements define
organizational climate, as articulated by Bloom (1996a), and are reflected as quality
indicators in the applied literature as well. For example, the National Association for the
Education of Young Children (NAEYC) Code of Ethical Conduct (Feeney & Freeman,
1999) states that

In a caring, cooperative workplace, human dignity is respected, professional

satisfaction is promoted, and positive relationships are modeled. Based upon our

core values, our primary responsibility in this arena is to establish and maintain

settings and relationships that support productive work and meet professional

needs. (p. 61)
The NAEYC Code of Ethics further lists ideas that are the aspirations of practitioners.
These include establishing and maintaining positive relationships, helping meet the needs
of professional development, promoting policies, and creating a climate of trust (Feeney
& Freeman, 1999).

Bloom has examined the relationships of organizational climate and
characteristics such as accreditation, professional development, program size, staff

commitment, and staff roles across all types of child care (1996a). However, she has not



examined the organizational climate of child care programs depending on sponsorship,
such as church-affiliated child care programs. Moreover, the influence of program
instability rates and staff educational levels has not been examined in relationship to
organizational climates of church-affiliated child care programs.

Because so little research has been conducted on administration in child care,
particularly the organizational climate, there is much to be learned about what kinds of
child care program characteristics may influence organizational climate. Characteristics
such as program instability rates and staff education are of particular interest. In the child
care research literature, program instability rate and staff education levels are two key
characteristics that have been linked with the quality care (e.g. teacher-child interactions
and child development outcomes). For instance, high turnover rates are related to less
optimal teacher-child interactions and less secure attachments between teachers and
children (NICHD Early Child Care Research Network, 1999a; Saluja et al., 2002).
Teachers with less education are less likely to work in an accredited child care center as
compared to teachers with higher levels of education (Whitebook, 1996). Researchers
have not yet examined the ways in which these two characteristics may also impact the
organizational climate of the program.

Further, the study of church-affiliated child care programs is an important area of
research given the fact that these programs have been known to differ from non-church
sponsored programs in a number of ways. For instance, church-affiliated child care
programs have lower program instability than other center-based child care programs
(Saluja, Early, & Clifford, 2002). Church-affiliated child care programs have educational

goals that differ from other types of care programs (Holloway, 1999). The legal status of



church-affiliated programs also differs from other types of child care programs with the
majority of church-affiliated child care programs being non-profit programs (Bloom,
1998). Moreover, many non-profit child care programs provide greater opportunities for
professional development for staff members (Bloom, 1998), and so church-affiliated
programs, which are often non-profit, may provide more opportunities for staff
development.

Church-affiliated child care programs also differ from other types of child care
programs according to programming quality. While church-affiliated child care programs
were among the first to embrace NAEYC accreditation (Accreditation status from the
National Association for the Education of Young Children) (Neugebauer, 1999), church-
affiliated child care programs have been shown to be lower in quality than other types of
child care programs (Bogle, 2001). One final difference between church-affiliated child
care programs and other types of center-based care involves how the programs are
administered. Church-affiliated programs, compared to other types of child care
programs, often do not network with other child care programs and are considered poorly
administered (Bogle, 2001). Because church-affiliated child care programs differ from
other types of child care programs in so many ways, it stands to reason that its
organizational climate may differ as well.

New information describing organizational climates of church-affiliated programs
and identifying the influences of program instability rate and staff educational levels will
increase our current understanding of church-affiliated child care programs. For instance,
if lower program instability rates are related to higher ratings of organizational climate,

then strategies to lower program instability are important to identify. Likewise,



employing more highly educated employees might positively impact organizational

climate.

Purpose Statement

The proposed work addresses two current gaps in the literature. First, very little is
known about the quality of organizational climate in church-affiliated child care
programs. Second, very little is known about the influences of program instability rates
and staff educational levels on the quality of organizational climate. This lack of
knowledge is problematic in three ways. First, higher organizational climate is associated
with higher quality child care programs (Bloom, 1996b, 1997b; Fiene, 2002; National
Association for the Education of Young Children & National Academy of Early
Childhood Programs, 1998). So, identifying those characteristics that impact
organizational climate is one step in devising strategies to improve organizational
climate. Improvements in organizational climate should result in higher quality child
care.

Second, church-affiliated child care programs are among the fastest growing child
care programs (Neugebauer, 2000). Church-affiliated programs also differ from non
church-affiliated programs in several ways, including staff and program demographics,
program goals, and management style (Bogle, 2001; Bogle et al., 2001; Holloway, 1999;
Lindner, Mattis, & Rogers, 1983; Mocan, 1995, 1997; Morris & Helburn, 2000; Saluja et
al., 2002); thus, findings from samples of non church-affiliated child care centers may not
be generalizable to church-affiliated child care centers.

Understanding the influence of program instability rates and staff educational

levels on the organizational climates of church-affiliated programs is needed knowledge,



vital to improving quality child care. As previously stated, minimal research examining
the linkages between organizational climate and both program instability rates and staff
educational levels has been conducted; in fact, no research has been done examining
these variables among church-affiliated child care programs. Therefore, the purposes of
this study are to extend the work of Bloom (1996a) by 1) describing the organizational
climate of church-affiliated child care programs and, 2) examining the influences of
program instability rates and staff educational level on organizational climate in church-
affiliated child care programs, utilizing the data compiled by Bloom between 1985-2003.
As measured by Bloom (1996a), organizational climate is a composite score and
is made up of ten dimensions: collegiality, professional growth, supervisor support,
clarity, reward system, decision-making system, goal consensus, task orientation,
physical setting, and innovativeness. In her work, Bloom has examined organizational
climate across all combined types of child care programs, including church and non-
church-affiliated. Specifically, she has examined the relationship of program
characteristics including accreditation status, staff roles, program size, and staff
commitment to organizational climate (Bloom, 1996a). Organizational climate scores are
higher in accredited programs. Organizational climate is viewed more positively by
administrators of child care programs than other employees. Administrators differ from
teachers and assistants in their perception of teacher/assistant input on decision making.
Collegial differences, a dimension of organizational climate, are found depending on
program size, with higher collegiality in smaller centers; and differences were found
between for-profit and nonprofit programs in professional growth, with nonprofits

providing more opportunities for professional growth (Bloom, 1998). Areas lacking in



the research on organizational climate include describing the organizational climates of
child care centers according to sponsorship, for example, church-affiliated child care
program. A second area lacking is research is an examination of any influence of
program instability levels and staff educational levels on organizational climate of
church-affiliated child care programs.

As noted, church-affiliated child care programs differ from non-church-affiliated
child care programs. In contrast to center-based child care programs, for example,
church-affiliated child care programs have a greater percentage of white/Caucasian
workers and fewer minority workers, smaller class sizes, and less educated staff (Saluja
et al., 2002). Church-affiliated child care centers’ goals, such as child care program’s
curricular philosophy, differ from other child care sponsorship (Bogle, 2001; Holloway,
1999; Lindner et al., 1983).

Program instability rates and staff educational levels are indicators of quality in
child care programs (Fiene, 2002; National Association for the Education of Young
" Children & National Academy of Early Childhood Programs, 1998). Educated staff with
opportunities for continued professional development are essential to quality child care
(Fiene, 2002; National Association for the Education of Young Children & National
Academy of Early Childhood Programs, 1998). More highly trained staff interact with
children in stimulating and positive ways which contribute to children’s school readiness
(e.g. language comprehension skills) and their positive social development (e.g. fewer
behavioral problems) (NICHD Early Child Care Research Network, 1999a). Minimally, a
higher quality child care center, as defined by the NAEYC, will have teacher assistants

who have a GED or high school diploma and have had some training in child



development. Teachers should at least have an associate’s degree in early childhood (or
similar) and/or a Child Development Associate Credential (National Association for the
Education of Young Children & National Academy of Early Childhood Programs, 1998).
Administrators or directors should have a bachelor’s degree in early childhood, three
years of teaching and/or a graduate degree in early childhood/child development (Fiene,
2002; National Association for the Education of Young Children & National Academy of
Early Childhood Programs, 1998). Higher educational levels and years of teaching
experience results in better monitoring of staff (Howes, 1997).

Bloom and Sheerer (1992) noted that continued professional development of
administrators improved organizational climate scores; however, they have not
specifically examined whether higher staff educational levels of church-affiliated child
care program resulted in higher organizational climate scores. The study of organizational
climate in church-affiliated child care programs is important given the fact that over one
million children are cared for within church-affiliated programs each year and that these
programs are the fastest growing centers (Neugebauer, 2000). Moreover, within church-
affiliated child care programs, the relationship of program instability and staff

educational level on organizational climate is an unexamined area.

Importance of the Problem

This research is important along two primary fronts: 1) organizational climate is a
key contributor to the quality of child care, and so, understanding the organizational
climate and its relationship to program characteristics is important; and, 2) church-
affiliated child care centers are among the fast growing types of child care programs, but

there is little research on the organizational climate of church-affiliated programs.



Generally, 86% of center-based care across the country is poor to mediocre (Cost Quality
and Child Outcomes Study Team, 1995). Indicators of the quality of center-based child
care have been researched widely. Two of the critical components of higher quality child
care is program instability rate and the administrative function of the program (Fiene,
2002; National Association for the Education of Young Children, 1998), which includes
the organizational climate of the program (Brainard & Fox, 1974; Munton & Mooney,
1999). Limited research suggests that organizational climate (Bloom, 1996) and lower
program instability (High Scope, 2003) are related to higher quality care. Still, little
research has examined the influence of program instability rates and staff educational
levels on the organizational climate of church-affiliated child care programs.

Child care is a growing industry within the United States. The need for child care
has risen because more women continue to enter the workforce than in previous years.
From 1995 to 2001, sole parental care of children not yet in kindergarten decreased from
40% to 39%. The greatest decrease in parental care occurred among children ages 0-2,
declining from 51% to 48% (Day, 1996). During this time, the use of center-based
programs increased from 31% to 33% (Federal Interagency Forum on Child and Family
Statistics, 2004). Although church-affiliated child care programs make up only 9% of all
center-based child care programs (Neugebauer, 1999c), this represents nearly 1.5 million
children (Neugebauer, 1999a). Clearly, the large number of children in church-affiliated
programs warrants the study of their child care environments.

One of the challenges in researching organizational climate is the paucity of
measures that have been designed to assess organizational climate (Muijs et al., 2004).

Bloom (1990) has developed the only tool for examining organizational climate in child
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care programs that is currently in use. Bloom’s (1990) instrument will be used in the
proposed research. Additionally, most child care providers in the United States have
limited training on ways to decrease program instability rates and employ staff with
higher educational levels; this is problematic for child care quality. We know it means
trouble in terms of quality of interactions; we do not know exactly what it means for
organizational climate. Answers to these questions will have implications for policy

decisions as well as practices.

Conceptual Model

Bloom (1992) built her model of organizational climate on a social systems
approach. The model includes the external environment (e.g. sponsoring agency; the local
community; the professional community; legislative bodies and regulatory agencies; the
economic, social and political climate; the business community; and the technological
environment), people (e.g. characteristics of the individual, such as gender, age, ethnicity,
socio-economic group, family history, educational level, training, work experience,
interest/skills/talents, personal traits, needs and expectations, adult development, career
stage, commitment, motivation, professional orientation, beliefs and values, roles, and
groups), structure (e.g. legal governing structure), processes (e.g. leadership style,
decision-making, problem-solving, communication networks, planning and goal setting,
group meetings, interpersonal relations, conflict management, supervision and training,
performance appraisals, center evaluations, socialization practices, child assessment
practices, teaching practices, and rate of program instability), culture (e.g. organizational

climate), and outcomes (e.g. quality of child care provided).
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For this research, the researcher will examine people (staff educational levels) and
processes (program instability rates) and the influence of these on the culture
(organizational climate) of the child care program. In the current study, the primary
purpose is to better understand the influence of program instability rates and staff
educational levels on the organizational climate of church-affiliated child care programs.

The current investigation will examine the influence of program instability rates
and staff educational levels on the organizational climate, along with the dimensions of
organizational climate defined by Bloom (1996a), which include professional growth
opportunities, supervisor support, clarity, reward system, decision-making system, goal
consensus, task orientation, physical setting, and innovativeness, of church-affiliated

child care programs.
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Conceptual and Operational Definitions

Table 1

Conceptual and Operational Definitions

Conceptual Definition

Operational Definition

Child Care

Church-affiliated Child
Care

Organizational Climate

Child Care is conceptually
defined as caring for the needs
of children outside of the home
and by someone other than the
parent or guardian.
Church-affiliated child care will
be conceptually defined as child
care that occurs within a faith-
based building. It includes both
church sponsored programs and
those programs housed within,
but not sponsored by a church
facility.

From the Quality of Work Life in
the Early Childhood Setting
(1996): “the collective
perceptions, attitudes, beliefs,
and values of the individuals in a
particular work setting. It is a
composite of the personalities
that come together and the
leadership that guides them” (p.
2). The instrument is composed
of the following 10 dimensions.
Collegiality: extent to which
staff is friendly, supportive, and
trusts one another

Professional growth
opportunities: the extent to
which opportunities are available
to increase professional
competence

Supervisor support: the degree
of facilitative leadership that
provides encouragement,
support, and clear expectations

13

Child care will be operationalized as a
program’s description that it cares for the
needs of children outside of the home by
someone other than the parent or guardian.

Church-affiliated child care will be
operationalized by a check that the child
care center sponsorship church-affiliated
rather than private proprietary/partnership,
corporation/franchise, private nonprofit,
public school affiliated, military, Head
Start, or university affiliated.

Organizational climate will be
operationalized as the total mean score
across the 10 subscales.

The mean scale score of collegiality items.

The mean scale score of professional
growth items.

The mean scale score of supervisor support
items.



Table 1 Continued

Program Instability
Rate

Staff
Educational Level

Clarity: the extent to which
policies, procedures, and
responsibilities are clearly
defined and communicated
Reward system: the degree of
fairness and equity in the
distribution of pay, fringe
benefits, and opportunities for
advancement

Decision-making system: the
degree of autonomy given to
staff and the extent to which
they are involved in making
center wide decisions

Goal consensus the degree 10
which staff agree on the
philosophy, goals, and objectives
of the center

Task orientation: the degree of
emphasis placed on good
planning, efficiency, and getting
the job done

Physical setting: the extent to
which the spatial arrangement of
the center helps or hinders staff
in carrying out their
responsibilities

Innovativeness: the extent to
which the center adapts to
change and encourages staff to
find creative ways to solve
problems

Percentage of teaching staff who
have left employment during the
past twelve months

The highest education level of
staff.

The mean scale score of clarity items.

The mean scale score of reward system
items.

The mean scale score of decision-making
system items.

The mean scale score of goal consensus
items.

The mean scale score of task orientation
items.

The mean scale score of physical setting
items.

The mean scale score of innovativeness
items.

The percentage of teaching staff, who have
left employment during the past twelve
months as reported by the program director.
The percentages provided will be grouped
according to levels of program instability
such as ten percent or lower will be coded 1
(low staff turnover), 11-39% will be coded
2 (moderate staff turnover), 40% or more
will be coded 3 (high staff turnover).

The highest educational level category
checked by the staff on the ECWES with
choices of high school or GED equivalent
(coded a 1), some college (coded a 2),
associates degree (coded a 3), bachelor’s
degree (coded a 4), some graduate work
(coded a 5), master’s degree (coded a 6),
post mater’s work (coded a 7), or doctorate
(coded an 8).
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Research Questions and Hypothesis
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