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Baseline data

o UWATX used to conduct landscape surveys bi-annually until 2018

o Discontinued during COVID and beyond

o Lacked any up-to-date data to inform implementation and show
impact of RTC

o Have some data through our Success By 6 Coalition, but not the
level needed
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2025 ECE Landscape Survey

Goal: Collected updated information to inform improved coordination, accountability, advocacy, and funding decisions
across the ECE sector -including information needed for RTC

Survey Components:
1. Development of the survey with community co-creation at the center
2. Distribute survey and collect information
3. Create reports and dashboards to share information back out to the community

Key Indicators:

Enrollment Information:

Staffing and Qualifications

Wages & Compensation

Tuition costs

Needs and Challenges

Demographics of children, teachers, and administrators (e.g., age, race/ethnicity)
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Methods
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Development & Co-creation

e 2010-2018 surveys used as guide
e Used several SX6 Coalition workgroups and partners for feedback & development - 30+ individuals
o  Workgroups:
m  High quality child care workgroup
m  Equity workgroup
o Partners:
m  City of Austin
m Travis County
m  Workforce Solutions Boards (WFS)
e Once strawman survey was created:
o Presented to WFS provider workgroup, UWATX child care partners, and family-based child care groups
for feedback & ask for specific engagement
Received group feedback from 30+ providers

Received specific feedback from 5 providers (3 center based & 2 home-based providers) - provided $50
compensation per provider

e Final survey was lengthy - but providers were compensated between $100-$200 per site/location for
completion.
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Distribution

Fielded October 30-December 30 2025
This captures a snapshot between the ending of ARPA funds and beginning of RTC funds
Survey sent to 572 providers
o  20% registered and licensed home-based providers (N=114)
o 80% licensed centers (N=458)
Sent out by partners at the City, County, and Workforce Solutions
Attended several provider workgroups to talk about survey
132 finished a large proportion of the questions; 100 providers completed the survey
Challenges/barriers:
m  Roughly half of home-based providers did not have an email address and could only be
contacted through phone
m  Chains and franchises - make up large number/percentage of providers
e Representative sample
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Overall Results

The Austin/Travis County ECE system operates under persistent strain, shaped by workforce shortages, financial
fragility, and uneven access to affordable care.

Providers reported difficulty keeping classrooms fully enrolled, retaining existing teachers, recruiting qualified staff,
maintaining facilities, and keeping tuition affordable.

The interconnected challenges that make it difficult to operate stable, high-quality programs.
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Providers reported operating at just
o 64% of their licensed capacity
o 73% of desired capacity

Only 16% of providers were fully enrolled & 84% had open slots in three or more age
groups.

Teacher turnover exceeded 40%, driven by low wages, career changes, and performance-
related dismissals.

Well over half of the providers indicated that open positions remained unfilled largely
because applicant pools were small and candidates lacked required qualifications.

These staffing challenges often led to operational shifts, such as additional workload for
current teachers, closing or combining classrooms, or inability to meet quality standards.

At the same time, providers were dealing with rising costs for labor and benefits, food,
classroom materials, and facility maintenance.

About a third of providers identified the inability to pay competitive wages and benefits
major hiring barriers.

Facility upgrades ranked among both the top concerns, and top funding priorities.

Over one-fifth of providers were not confident in their financial stability over the nexyyear.



Basic Provider Descriptors

Home based provider or
licensed child care center
(n=132 providers)

Non-traditional hours
(n=102 providers)

For-profit or non-profit
(n=132 providers)

20% 2

59%
800/0 88'%)
B For-profit B Licensed centers ® Traditional only
I Non-profit Home-based providers Non-traditional

Subsidies
(n=111 providers)

TRS Rating
(n=96 providers)

37%

B Subsidies
Non-subsidies

B TRS Rating
No TRS Rating



Enroliment and Capacity
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Providers are under enrolled

Licensing Capacity

Desired Capacity 87 % of Licensing Capacity 9,605

64% of Licensed Capacity
Actual Enroliment 73% of Desired Capacity 7,043
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Most ‘open slots’ were for preschoolers

Open enrollment slots (n=2,562 open slots)

Young Infants _219

Older Infants _225
Younger Toddlers _308

Older Toddlers _306
Preschool 3's _393
Preschool 4' [ -7 3
Preschool 5’s _276

School age _262



84% of providers reported being under enrolled

Percentage of providers reporting under enrollment per age
group (n=132 providers)

Young Infants [ ;¢
older infants [ G -7
Younger Toddlers _ 56%

Older Toddlers _55%
preschool 3's [ R >
preschool 4's [ R 5 ¢
preschool 5's [ R -

school age [ R -1 ¢



For-profit providers and those accepting subsidies were
most likely to report under enroliment in 3+ age groups

Percent of under enrolled programs by age group
(n=132 providers)

Total 16% 20% 64%

For-Profit 8% 21%

Non-Profit 28%

Subsidies 11% 13%

No Subsidies 20%

Age Groups

B 3+ Age groups

M 1-2 Age groups
0 Age groups



Staffing Challenges and Teacher Demographic:
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of providers were understaffed

iH

open teaching positions
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Teacher vacancies often result in operational shifts

Impact of staff vacancies (Select all that apply)
(n=27 providers)

Existing staff are working overtime or taking on
additional duties

We are relying on substitutes or temporary staff 52%

We have combined classrooms or groups to maintain
ratios

37%

We have reduced the number of children we can
enroll

We have had to close classrooms temporarily or
permanently

26%

We are unable to meet certain quality standards or

goals 19%

We are limiting hours of operation (e.g., shorter day

4%
or fewer days) 0



Small applicant pools, candidates lacking required
qualifications, and inability to pay competitive wages are
barriers to filling positions

What are the main barriers your program faces when hiring new staff?
(Select All That Apply)(n=107 providers)

Applicants lack required qualifications _64%
Low applicant poo! | 2o
Unable to offer competitive wages _36%
Unable to offer benefits || EGTHIEEE 30%
Delays in background checks or licensing _21%

Lack of transportation access for candidates ||| 10%

other [l 6%



Long tenure defines much of the workforce: yet turnover rate is
high

Time teachers have been at their program
(n=1,317 teachers)

Less than 6 months [ GGG 16%
6 - 11 months |G o%
1 year INNEEE 1 4%
2 - 5 years NG - -
6 - 10 years || GG 149
More than 10 years || GGG 14%

Average Turnover Rate is over

40%



Almost 60% of providers have more than 20% turnover

Rate of teacher turnover by provider (n=96)

No turnover

1-19% turnover
m 20-49% turnover
m 50%+ turnover

26%




30% of lead teachers had at least a four-year degree

Lead teacher highest level of education attainment
(n=974 lead teachers)

High school diploma or GED [ /0%
Some college courses NG © 1%
Two year college degree | 10%
Four year college degrec NG © 3%

Some graduate school [12%
Graduate degree-S%



Average teacher wages are a bright spot, but still do not
provide a living wage for Travis County

Average teacher hourly wages (n=100 providers)

Assistent Teachers

Lead Teachers

$14

Minimum $18

$23 $17

Maximum

$16

Average $20




Salary and change of careers are top reasons for teachers leaving

Reasons for teachers leaving (Select all that apply) (n=107 providers)

Higher salary opportunity | N, -
Change of career |, -+
Personal family reasons [, - 190
Released from employment due to performance [ ENEGTTINNENEGEGEEEEEEEEEEEEEEEEEEEE, 0
Moved to a new area [, - 0+
Length of commute [ N -
Personal health reasons | EGcENGEGEGEGEGEGEGEGEE <
Finish education & Needed Highschoo! [ I ENEGNINIELEIGNGEGEGEGEGEGEGEGE : -
Secured employment at school district || G 0%
Lack of benefits (e.g. healthcare) [ NGTGTNTNTNGNGE ©
Unknown [N
Retirement [ NG
other Reason [ G 7
Seeking full-time employment | NEGEGEzEG_G_ 7>
Lack of advancement opportunities || llGTczNGG

Work culture or management issues | NG G-
Position was cut due to funding _4%




Successful retention strategies focus on wages and culture

Which Three Strategies Have Helped You Most in Retaining Staff This Past
Year? (Select Up To 3) (n=107 providers)

60%

Increased wages

Improved workplace culture /

50%
team-building g

39%

Offered schedule flexibility

34%

Provided paid professional development

Offered retention bonuses 249%

Days off- School district schedule,

19%
Improved benefits (e.g., PTO, health care) #

Promoted from within 15%

No formal retention strategiesin place-7%

Other-5%



Director/Owner Information

UNITED  UNITEDIS
< WA THEWAY



Long tenure defines much of the leadership: over half had been
at their program for over 10 years

Time the director has been at this program / how long sole
owner/operator has run their program (n=113)

Less than a year -8%
1-2 years -10%
3-5years _14%
6-10 years _14%
over 10 years | >/ %



60% of directors or owners had at least a four-year degree

Director or Sole Owner/Operator Highest Level of
Education Attainment (n=113)
High school diploma or GED -4%

Some college courses [ 225
Two year college degree_14%
Four year college degree [ >0

Some graduate school ll%

Graduate degree | o



Over 50% of directors or owners earned more than $60,000/year

Director or sole owner/operator annual salary (n=113)

Less than $25,000 [ GG 2
$25,000-$29,999 G 4%
$30,000-$39,999 GG © 2%
$40,000-$49,999 |GGG %6
$50,000-$59,999 I, - 596
$60,000-$69,999 NG ' 596
$70,000-$79,999 [ EGNEGEGEGEGEGEGEE 10%
$80,000-$89,999 |GG 7 %%
$90,000-$99,999 |GG 525
More than $100,000 G 4%



Financial Confidence

Program Challenges & Priorities
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Over a fifth of providers reported not feeling confident in their
financial stability over the next year

Confidence in program financial stability over the next
12 months (n=102 providers)

| don’t know-4%

Not confident | 2 3%
Somwaiiat confider N 2t




For-profit providers are a lot less confident than non-profit
providers

Confidence in program financial stability over the Confidence in program financial stability over the
next 12 months: For-profit next 12 months: Non-profit
(n=57 providers) (n=44 providers)
| don’t know [lI3% | don’t know [Jl5%
Not confident [ GG - % Not confident [N 14%
Somewhat confident | NN 24 %6 somewhat confident | = 0%
confident N = confident N =07

Very confident | NN 1 6% Very confident M 2 3%



Home-based providers are a lot less confident than center-

based providers

Confidence in program financial stability over the
next 12 months: Home-based providers
(n=19 providers)

| don’t know -11%
Not confident [ GG 37 %
Somewhat confident _26%

Confident.S%

Very confident _21%

Confidence in program financial stability over the
next 12 months: Licensed child care centers
(n=105 providers)

| don’t knowIZ%

Not confident_19%
Somewhat confident_27%
Confident _34%
Very confident_18%



Top 5 Program Challenges (Select Up To 5) (n=99 providers)
Enrolling enough children to stay fully operational
Financial sustainability of the program

Low wages or inability to offer competitive pay

Hiring qualified staff

Needed playground repairs or upgrades

Needed facility/building repairs

Access to substitute teachers 35%

Serving children with identified special needs and developmental delays 31%

Affording classroom materials and supplies 30%

Administrative burden (paperwork, compliance, etc.) _28%

27%

Access to professional development for staff

Facility or space limitations 26%

Affordable rent and utilities & Increasing property taxes within Travis County 23%

Affordable food, and basic needs items such as toilet paper, paper towels, and bleach 21%

Staff retention 19%

Meeting licensing or regulatory requirements 6%

Other .3%

58%



2025 Funding Priorities
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9.

Increase staff salaries

Improve staff training

Offer or increase financial support for
teacher education

Offer or improve staff benefits
Upgrade facilities

Increase number of teachers

Increase number of non-teacher staff
Serve a higher number of children from
low-income families
Increase/upgrade program supplies or
equipment

10. Reduce parent fees
11. Offer or increase parent education

2016 Funding Priorities
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9.

Increase staff salaries

Increase number of teachers
Improve staff training

Ofter or improve staff benefits
Ofter/Increase financial support for
teacher education

Reduce parent fees

Ofter/Increase parent education
Serve a higher number of children from
low-income families

Increase program supplies and/or
equipment

10. Upgrade facilities
11. Increase number of non-teacher staff



Key Focus Areas & Community Stratec

Increase enrollment
o Raising Travis County direct scholarship/gap funding
o Pre-K Partnerships
e Improve recruitment and retention of teachers - teacher pipeline & wages
e Create director pipeline
e Shared Services for:
o Substitutes

o Food and classroom materials, diapers, etc.

P - e
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o Facility improvements and management/maintenance

o Other services that save money and time




Next Steps
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United Way will build on this work through topic-
specific reports (e.g, enrollment, quality, wages &
benefits), and dashboards on the EC data hub.

Priorities will be determined through coalition and
community conversations.

Focus groups with providers to dig deeper where

survey couldn't. .
Questions?

Alison.Bentley@uwatx.org



THANKYOU TO OUR FUNDERS

for their partnership and generous support

of this survey and report

@
Couch Family Texasviuual
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Grantmakers Advancing
Economic Equity
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