By: Janice Nieliwocki

Take a look at today’s workplace and
compare it with the workplace of yesteryear
and see a very different work environment.
Today’s workplace is a virtual melting pot,
rich in diversity, reflective of our present
day society.  People come to the work-
force with varying backgrounds; differing
ethnicity, race, religion, culture and lan-
guage. We are also experiencing greater
age disparity in the workplace, as Ameri-
cans are living longer and thus staying in
the workforce longer. Not to mention,
gender difference; men and women work-
ing together. This is especially unique in
the child care industry as it has always
been predominately staffed with female
employees.

People also bring differing personal
traits to the workplace. We all bring our
own talents and skills, but we also bring
different personalities, differing values,
expectations, experiences, work ethics,
preconceived ideas and prejudices. It is
no wonder that the workplace often be-
comes a place of conflict and discord.

However we all, hopefully, realize the
importance of a harmonious workplace
and the benefits of getting along with co-
workers. One of the major benefits of har-
mony in the workplace is that it brings in-
creased productivity. In the child care in-
dustry, increased productivity would involve
doing a better job, taking the extra step to
better serve our children and families.
Keep in mind that people can’t work to
their full potential if they don’t feel good
about showing up for work each day. A
harmonious workplace also goes far in
raising morale. This is especially important
from a supervisory aspect, as high morale
inspires people to achieve more. In addi-
tion, a peaceful, amicable workplace limits
work stress, making work more enjoyable.
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As a result, employers experience less ab-
senteeism, less tardiness and a lower rate
of staff turnover.

With that said, what can we do to
build on and improve interpersonal rela-
tionships with co-workers2 The answer can
be summed up fairly easily with the focus
being on professionalism, respect, flexibil-
ity, compromise, cooperation, and com-
munication.

One of the first steps is to recognize
that you are a professional. Remember
that all your actions and interactions
should represent and reflect the profes-
sional you truly are. This includes speak-
ing to co-workers in a professional manner
and showing respect for others.

The importance of respect can’t be

emphasized enough. Be respectful in all
your interactions in the workplace, recog-
nizing that small gestures, such as greeting
your co-workers with a smile and applying
good manners, goes a long way in show-
ing respect. In addition, recognize that
everyone is different and respect and cele-
brate those differences. Take the time and
effort to look for the positive qualities in
your co-workers. You don’t need to like
everyone, but respect them for the skills
and qualities they bring to the workplace.
Remember to respect your co-workers
boundaries, recognizing that not everyone
is comfortable discussing all subjects.
Also, accept co-workers boundaries con-
cerning criticism, instead shifting the focus
to showing support.
It is import to respect confidences. If you
know personal information concerning a
co-worker, keep it confidential. Avoid gos-
siping and spreading rumors. These tend
to be hurtful and counterproductive to the
workplace.

Remember to be open-minded.

...Continued on page 3




By: Jason Dalton

. Set the tone as soon as a new client is taken

An all too familiar problem with many child care
providers is the issue of collecting outstanding debts from
delinquent clients. However, like many of the issues day
care providers face this is one that can, in a large part,
be avoided though sound policy. To begin, it is impor-
tant that the initial agreement between your agency and
an enrolling parent clearly outlines your procedures for
recovering past due tuition. It is recommended that you
include in your contract with every new parent a provi-
sion which states that overdue balances will incur interest
at the maximum rate legally permitted.  Your initial
agreement should also state that should the client’s delay
in paying a debt, require your agency to hire attorney the
client will be responsible for those costs. Provisions such
as these can serve several purposes. Initially, they act as
an additional disincentive to your clients from becoming
behind in payments in the first place. Later down the
road, should you find the need to peruse more aggres-
sive options to recover outstanding fees, these policies
shift the expense of collecting the debt onto the client
and provide leverage for your agency when attempting to
negotiate debt seftlement.

Whatever policies you decide to adopt regarding
late tuition payments, it is crucial that you actually intend
on following through with them. One of the primary
goals behind an agreement regarding late payments is to
ensure that bills are paid promptly, thus saving you the
time and expense of tracking down deadbeat clients.
Should you fail to enforce your own policies regarding
late bills, you will develop a reputation as a pushover,
clients will loose the incentive to pay your agency on
time, and you will find yourself spending more and more
time chasing down late tuition payments. Likewise, only
make threats to file suit or turn a bill over to a collection
agency if you actually intend on doing so, otherwise fu-
ture collection of past due bills will become even more
difficult.

1. Be diligent with outstanding debits

Should a client fall delinquent in tuition payment the
key to recovery is prompt action. Any experienced debt
collector will tell you that more time that passes before
actions are taken to recover a debt the less likely it is that
you will be able to collect even part of the debt later.
Therefore as soon as a client misses a payment you
should remind that parent, in writing, of the billing prac-
tices, finance charges, and any other billing fees outlined
in your initial agreement. If the parent continues to fail
to make tuition payments you should refuse to accept the
child info the program until the outstanding bill
(including all late fees) is satisfied. This may seem like a
harsh step, but you must remember that you are running
a business, not a charity. See what happens for example

if you stop paying your cable bill, your electric bill, or
your phone bill. Denial of service can be a mighty effec-
tive wakeup call to a client, and can set the tone for
prompt fuition payments thereafter.

Another reason why it is advisable to deny service to
a client who fails to make tuition payments is to control
the amount owed to you. Although there are a number
of options to recover past due debt (discussed below),
they are all contingent on the client having the assets
somewhere to repay you. After all, “you can’t draw blood
from a stone” and in the situation where a former client
is completely bankrupt and simply cannot pay you, its
better to have them $500 rather than $5,000 in your
debt.

lll. Taking More Drastic Measures

In the event that you are unable to persuade a client
to voluntarily pay past due bills, you have a number of
more aggressive options to chose from. It is important to
note however, that each of the following options will cost
you additional time and money. Finally, as mentioned
earlier the more fime that passes before an outstanding
debt sought the more it will cost you and the less likely it
will be that you will be able to collect, so diligence in
perusing debts is recommended.
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Recognize that your way isn’t the
only way and there is often more than
one way to get the job done, to reach
a common goal. Acknowledge and
respect that your co-workers may do
things differently, but that doesn’t
mean their way is wrong. Be flexible
enough to cooperate and compro-
mise when necessary.

Effective communication is a key
element in the workplace. Keep in
mind that good communication can
improve all relationships, including
those with co-workers. Communicat-
ing frequently and effectively can
avoid misunderstandings. Be cogno-
scente of your choice of words and
how they affect others. If a conflict
arises, avoid using blaming state-
ments and again be cautious with
criticism.  Remember that an impor-
tant component of effective communi-
cation is good listening. Give the per-
son you are speaking with your full
attention and focus on what the per-
son is saying. Establish and maintain
eye contact. Ask for clarification and
more information if needed and wait
until the other person has finished
speaking before you reply.

When communicating in the
workplace give and take praise ac-
cordingly. We all like to be recog-
nized for a job well done and positive
statements go a long way in improv-
ing relationships and fostering a feel-
ing of well being.

Even though we may put all our
efforts into working towards a harmo-
nious workplace, conflicts will arise.
Address them as soon as possible, to
keep them from escalating. A direct
approach often works best. Talk to
your co-worker using neutral lan-
guage. Offer solutions, working to-
gether to find ways to solve or correct
the problem.

Recognize that some conflicts are
often difficult to resolve and may re-
quire assistance from a supervisor or
manager. He or she may be able to
offer the help needed to resolve the
issue.

A report of harassment or bully-
ing within the workplace is a very seri-
ous matter and needs to be treated
accordingly. Harassment, in its sim-
plest form, can be defined as any im-

proper conduct by an individual, that
is directed at and offensive to another
person or persons in the workplace.
Keep in mind that it doesn’t arise to a
level of harassment until someone
complains about it. Although closely
related, bullying takes things “a step
above and beyond”. Although defini-
tions vary, bullying can be described
as offensive behavior and an exercise
of power that aftempts to undermine
an individual through humiliation.
Often, bullying involves repeated inci-
dences and a pattern of actions
meant to intimidate and offend.

The negative effects of harass-
ment and bullying in the workplace
are many and far-reaching. The indi-
vidual who is the victim of the harass-
ment or bullying may suffer from anxi-
ety, reactive depression, loss of self
esteem and self-confidence. Not to
mention the physical ailments which
may evolve as a result of the in-
creased stress. However the individ-
ual isn’t the only person who feels the
negative effects of the uneasy work
situation. The entire workplace falls
victim, and may experience loss of
morale, reduced productivity, excess
use of sick leave, increased staff turn-
over, and possible legal ramifications.

It is important to point out that
there can be legal liabilities to both
the individual who is committing the
harassment and/or bullying, and to
the employer (corporation) as well.
The harasser or person who is doing

the bullying can be held liable both
CRIMINALLY and CIVILLY, depending
on the actions taken place. Different
elements of harassment/bullying have
different penalties in place. Keep in
mind that liability can involve mone-
tary as well as criminal penalties.

Employers or corporations can be
held liable if they don’t have a system
in place to handle such situations. A
procedure should be in place for
dealing with harassment and bullying
that involves the written documenta-
tion for reporting such incidents. In
addition, the employer can be held
liable if he or she knew of the situa-
tion or should have known of the
situation and failed to take all appro-
priate measures to make the harass-
ment/bullying stop and punish the
person who committed the offenses.
The employer needs to take immedi-
ate, remedial action which involves an
investigation and removal of the per-
petrator from contact with the individ-
val.

We all need to recognize the im-
portance of gefting along with others
in the workplace. A harmonious
workplace does wonders in making
the organization run smoothly. The
better we get along with others and
work as a team, the easier it is to
achieve a common goal: that being
to provide the best services we possi-
ble can to the parents, families and
children we serve.

CHILD CARE PROVIDER

RETAINER PROGRAM
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By: Jason Dalton

Are Direct Grantee Head Start
Centers schools?  Although the
answer may seem simple enough,
this issue has created a lot of con-
troversy as it can mean the differ-
ence between whether or not
teachers at these institutions are
entitted to Unemployment Com-
pensation benefits.

In general, the Federal-State
Unemployment Insurance Program
provides unemployment benefits to
eligible workers who are unem-
ployed through no fault of their
own (as determined under State
law), and meet other eligibility re-
quirements of State law. Although
the states are free to create their
own specific unemployment com-
pensation laws, the states must
meet certain Federal guidelines in
order to receive compensation
from the Federal Unemployment
Compensation fund.  Therefore,
although there is a degree of
variation in the UC laws from state
to state, most state laws contain a
number of similar provisions nec-
essary to keep in compliance with
the federal guidelines.

Among the provisions required
by the Federal Unemployment Tax
Act (“FUTA”) to be implemented
on the state level is what is re-
ferred to as the “between the terms
denial provision” for employees of
educational institutions. Basically,
this provision requires that UC
benefits be denied to employees of
“educational institutions”  whose
period of unemployment at issue is
“between two successive academic
years or ferms if such individual
performs such services in the first
of such academic years or terms
and there is a reasonable assur-
ance that such individual will per-
form such services in the second of
such academic years or terms.”
Simply put, this provision requires

states to deny UC benefits to
school employees during regularly
scheduled breaks such as summer
recess when the employee has
been assured a return to her posi-
tion at the conclusion of the break.
The law however, fails to give
guidance as to what exactly quali-
fies as an educational institution.
Quite clearly public elementary
and secondary schools qualify as
educational institutions, but where
do Head Start centers fall2

Currently the official position
of the US Department of Labor is
that Community Action Group run
head start programs do not qualify
as educational institutions under
FUTA while Head Start centers run
directly by local boards of educa-
tion do qualify as educational in-
stitutions.  This position is ex-
pressed in a 1997 Unemployment
Insurance Program Letter (UIPL)
citing a 1979 UIPL letter, num-
bered UIPL 41-97 and 40-79 re-
spectively. Community action
groups, as discussed in UIPL 41-
97 are typically umbrella action
programs that run a number of
other programs such as, food dis-
tribution, energy assistance, senior
citizen assistance, weatherization
programs, etc. According to UIPL
41-97, a community action group
run head start center whose goals
include “child adjustment and de-
velopment at the emotional and
social levels, rather than school-
type training” would not qualify as
an educational instruction under
the Act.

On the other hand, when a
local board of education operates
a Head Start program as an inte-
gral part of the school system in
the facilities of an educational in-
stitution, with Head Start workers
as employees of the board, UIPL
4197 deems the head start center
to qualify as an “educational intui-

tion.” Left unanswered by the let-
ter, however, is the status of Head
Start programs run by a direct
grantee whose primary purpose is
the education of pre-school aged
children.

This very issue is currently be-
ing argued on various levels of
appeal within the Pennsylvania
Unemployment Compensation
system. Direct Grantee Head Start
Programs are typically non-profit
corporations whose sole function
is running an education driven
Head Start School. They focus on
five areas of service, Education,
Nutrition, Medical/Dental, Com-
munity Involvement, and Disability
Services, however the bulk of their
focus is usually in Education. The
majority of Direct Grantee Head
Start Center employees are typi-
cally teachers, and although the
Centers are not regulated directly
by the Pennsylvania department of
education, they are held to federal
performance standards that ex-
ceed those of the department of
education.

In Pennsylvania there is some
case law that seems to indicate
that Direct Grantee Head Start
Centers would qualify as educa-
tional institutions according to PA
Unemployment Compensation
law. In the case of Faster Seal
Society v. Unemployment Com-
pensation Board of Review the
Commonwealth court of Pennsyl-
vania held that the Easter Seal So-
ciety for Handicapped Children
qualifies as an Educational Institu-
tion under PA UC law. In so hold-
ing the court noted: “that Easter
Seal does not operate a school
exclusively, but provides other ser-
vices that are not academic, does
not mean that Claimant did not
‘provide services for an educa-
tional institution.””

Continued on Page 6
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A. Small Claims Court

Small Claims Court refers to the

section of civil court devoted to
claims involving small amounts of
money.

The maximum demand permitted
in a small claims court complaint
varies from state to state but is typi-
cally within the range of $2,000 to
$5,000. If you have a client who
owes you more than the maximum
amount permitted in your state, you
can still choose to peruse the claim
in small claims court however you
will forfeit your claim to any money
in excess of the court maximum. For
example, in a state where the small
claims court maximum is $5,000,
you may file a complaint against a
client who owes you $6,000 however
in the event that you win the case
you will only recover $5,000 and
you will be barred from perusing the
additional $1,000 in a subsequent
case.

The benefits filing a claim in
small claims court is that it can be
less expensive than hiring an aftorney
or a collection agency. Although
you may choose to hire an aftorney
to represent you in small claims
court, it is not necessary and many of
the cases are litigated pro se. The
filing fees and court costs for small
claims court are also typically rela-
tively small.  For example in New
Jersey the filing fee in small claims
court is $15 for one defendant and
$2 for each additional defendant.

In order to win a judgment
in small claims court you need to be

physically present on your court date
and present evidence of the debt
your client owes you. Documents
demonstrating your client’s debt in-
cluding, contracts, bills, lefters, re-
ceipts, efc. are crucial to your suc-
cess in court, so it is very important
that you keep careful record of all of
these documents and bring them with
you to court.

Among the drawbacks to
small claims court is the limited
amount of money that may be re-
covered. It can also be time con-
suming, as you will need to prepare
for your case and personally attend
court on the ftrial date. Finally,
should you be unable to adequately
present your case a negative judg-
ment against you could bar any fu-
ture efforts to collect the debt.

Additional  information  re-
garding small claims court in your
state including any necessary forms is
available online or at your local
county courthouse.

B. Private Attorney

If the amount in question is
too large for small claims court, or if
you do not have the time to prepare
and present a case yourself, you may
consider hiring an attorney to pursue
the debt for you. Lawyers can be
more effective than debt collection
agencies, especially if the amount in
controversy is large enough to con-
sider court action. Most of the time
a simple threatening letter on an at-
torney’s letterhead is sufficient to
persuade a client to satisfy an out-
standing debt.  Should the client
continue to refuse to pay the debt a

lawyer can file suit in civil court and
obtain a judgment against the
debtor. The judgment may then be
satfisfied immediately by the debtor, it
can be obtained through court or-
dered wage garnishment, or it can
then be entered as a lien against any
property the debtor owes and if nec-
essary obtained through sheriffs sale.

Although hiring an attorney
is an effective method to recover a
debt, the obvious drawback to using
an attorney is the cost. Depending
on the amount of the debt and the
amount of work required, an attor-
ney may charge based on an hourly
fee or collect at least one-third of the
recovered amount, or both.

C. Debt collection Agency
A debt collection agency is a com-
pany whose specialization is the re-
covery of outstanding debt. Debt
collection agencies come in all sizes
and vary from general debt collec-
tion to those specializing in certain
locations and types of debt. Once
hired, a Collection agency will take
the same type of measures you
would. They send stern letters and
make threatening phone calls, how-
ever, because collecting debt is their
sole focus they often tend to be more
cost effective than you would be per-
sonally.  Debt collection agencies
typically charge a percentage of the
amount collected. Their fees range
from 25-50% depending on the
amount sought and the time lapsed.
Although this may seem like a steep
amount, recovering $2,500 of a

$5,000 debt is better than nothing.
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Although the Easter Seal Soci-
ety and Direct Grantee Head Start
Centers are clearly not the same
organization, they have a number
of similarities. Both are compre-
hensive service agencies with a
primary focus on education and
supplemental services provided to
enhance the educational experi-
ence. In fact, the most distin-
guishing characteristic  between
the two is that Direct Grantee
Head Start centers are involved in
a substantially greater amount of
structured instruction than the
Easter Seal Society, which cares
for primarily disabled children
and focuses to a greater extent on
physical and medical care.
Therefore, since it has been es-
tablished that the Easter Seals
Society qualifies as an Educa-
tional Institution under PA UC law
it appears as though Direct
Grantee Head Start  Centers,
which are more like schools than
the Easter Seals Society, should
also qualify as Educational Institu-
tions.

Despite the forgoing analysis,
many local Unemployment Com-
pensation Service Centers con-
tinue to reach the conclusion that
Direct Grantee Head Start Cen-
ters are not Educational Institu-
tions under PA UC Law. Contin-
ved challenges of these finding to
the State Unemployment Com-
pensation Board may provide fi-
nal clarification for all Direct
Grantee Head Start Programs in
PA. We will continue to work with
Head Start Programs in PA in an
effort to work toward clarification.

If your Head Start Agency is
seeking representation for Unem-
ployement Compensation mat-
ters, contact Dawn Martini at
(215) 785-3400 for information.
For updates regarding this issue
stay tuned to our website at
www.childproviderlaw.com.

By: Janice Nieliwocki

Now that winter has finally arrived, don’t take a vacation from activi-
ties designed to promote the development of gross motor skills. Gross
motor skills are the abilities needed to control the large muscles of the
body. These muscles control movements such as walking, running,
crawling, throwing and similar activities.

The importance of a good preschool movement curriculum can’t be
over emphasized. Children love to move and movement helps to de-
velop the large muscles of the body necessary for the above mentioned
activities and promotes self-esteem and self- confidence. In addition,
physical activities, infroduced at an early age, encourage physical fitness
and set the stage towards healthy and active lives, especially important
today as we face a nationwide increase in childhood obesity.

You are probably spending more time indoors due to winter weather
and it can be a challenge to incorporate physical activities and move-
ment into your everyday regimen. Why not face the challenge, be crea-
tive and have some fun, keeping in mind that your ultimate goal is to
promote and improve gross motor skills¢

When planning your movement curriculum, look at the developmental
level of each child. Take care to ensure that your lesson plans and ac-
tivities are developmentally appropriate yet offer a certain degree of
challenge. Arrange your activities in a hierarchical sequence so that ear-
lier skills build towards more complex physical skills. If incorporating
equipment info your movement program, make sure that the equipment
is developmentally appropriate and inspect it periodically to ensure it is
safe and in good condition.

Include activities that promote balance, spatial orientation, coordina-
tion and body awareness. Incorporate movements that are designed to
work the major muscles of both the upper and lower body.

Parachute play is a perfect indoor activity for improving upper body

Continued on page 7




...continued from Page 6
strength and coordination.  Spread the parachute
out and position children equidistant around the pe-
rimeter, instructing them to hold a portion of the
parachute. Allow children to manipulate the para-
chute up and down in a wavelike motion. Incorpo-
rate a lightweight ball into the activity and have chil-
dren either toss and catch the ball with the parachute
or roll it around the parachute in a circular pattern.
These activities and similar ones will work the mus-
cles of the wrist, arm, shoulder and trunk. You can
also include activities which involve crawling under
the parachute, etc. to further involve other large
muscle groups. You can also purchase music CD’s
which include music and activities designed for para-
chute play.

Beanbag and/or lightweight ball toss can easily be

adapted for indoor play.

Work to improve throwing and catching skills. In
keeping with a winter theme, you can also simulate
“snowball” activities, having children roll white tissue
paper info pretend “snowballs”.  Children love hav-
ing a “pretend” indoor snowball fight or tossing their
pretend snowballs info a basket or other container.
You can also involve kicking activities, as long as
space allows and there are no safety risks.

An indoor obstacle course is easy to set up and
can provide a great deal of fun as well as focus on
improving gross motor skills. There are many pieces
of equipment, such as a low balance beam, fabric
tunnel, or sets of stairs, specifically designed for just
this purpose which can be purchased fairly inexpen-
sively. However, lack of equipment shouldn’t pro-
hibit you from this activity as you can use items from
your classroom to establish an indoor obstacle
course. You can easily put together a make-shift tun-
nel by draping a sheet over chairs or tables. Large
wooden blocks can serve as a “balance beam” on
the floor or as an obstacle for children to step over.
Small classroom chairs can be set up in a particular
configuration, so that children can “weave” through
or around them. Large hoops, laid flat on the floor,
are perfect for children to step (or jump) in and out
of. Make an effort to incorporate various move-
ments and challenges into your obstacle course ac-
tivity, including, but not limited to, crawling, jumping,
skipping, stretching, climbing, and left and right co-
ordination. Consider your particular classroom situa-
tion and environment and the developmental level of
the children you’re working with.  Proceed accord-
ingly, keeping safety in mind.

Dancing to music can be a favorite activity
for young children and can serve to develop gross
motor skills. It is the perfect activity to incorporate
stretching and reaching movements. Include ribbon
wands with your dance motions and improve coordi-
nation and rhythm, as well.

Don’t overlook the importance of static ac-
tivities, which work to improve stability and balance.
Have children stand on one leg, switch to the other
leg, and/or perform other balancing actions. The
game of Simon Says is the perfect venue for these
activities.

When inclement winter weather limits your
ability to play outdoors, seize the opportunity and
accept the challenge to focus on physical activities
indoors. The benefits a good movement curriculum
can provide is well worth the extra time and effort it
may take to plan and execute. The children you
serve will experience improved gross motor skills, as
well as increased self-esteem and confidence!




By: Dawn K. Martini

Strategic Planning has become an integral part of the child
care industry. Child care centers all over the country, espe-
cially those in states with quality initiative programs, have be-
gun to make charting the course of their businesses a priority.
In an effort to promote and sustain quality early care and edu-
cation programs, non-profit organizations such as the United
Way have invested large quantities of money in the child care
industry in the area of Strategic Planning. Many new business
savvy for-profit owners have taken lessons from other indus-
tries which have used Strategic Planning to build healthy and
profitable companies and are engaging the Strategic Plan-
ning.

At its core, a Strategic Plan is a road map for the com-
pany. The Strategic Plan outlines and sets markers for
achievement of specific goals over time. Typically the Strate-
gic Plan is set out as one, three and five year benchmarks,
although some businesses push forward and include a 10
year benchmark as well.

As a process, Strategic Planning forces the owners and
administrators of child care programs to focus on key issues
effecting the growth and development of their businesses as a
whole. In child care it is important to consider the entirety of
the business when Strategic Planning. For too long child care
business owners have not paid much attention to business and
employment practices as keys to developing a healthy and
successful early care and education business.

The Owner/Administrators begin the Strategic Planning
Process by establishing the current position of the business
and setting a solid foundation from which to work in relation
to the following indicators: Agency Mission, Financial Stability,
Range of Services Provided, Curriculum, Facilities, Population
Served and Administrative/Human Resource Systems.

With the above indicators in mind owners move onto se-
lecting a Strategic Planning Team. The Strategic Planning
Team will meet several times over the course of the process to
discuss goals, barriers and action steps. It is the Strategic
Planning Team that sets the roadmap for the business for
presentation to the owners/BOD approval or adoption as the
official Strategic Plan for the business.

The methodologies for developing a Strategic Plan vary
depending upon the particular style of the facilitator. Finding
a facilitator that compliments the personality of the business
and the owners/administrators, who is also knowledgeable
about the child care industry can greatly impact the success of
the overall process. The facilitators role is to tap into and
draw out the richness and creativity of the Strategic Planning
Team Members and to direct the teams energy into develop-
ing a comprehensive Strategic Plan. It is not the facilitators
role to develop the Strategic Plan for the business. Setting the
course of the business from and outside perspective would not
result in a personalized, effective and useful Strategic Plan.

Please look for Strategic Planning articles in upcoming
issues as they will delve into specific areas of the Strategic
Planning Process.

Next Issue: Strategic Planning: Set the Foundation

By: Janice Nieliwocki

If you are looking for something to enhance
and enrich your preschool curriculum consider add-
ing Learning Stations for the Preschool Classroom
to your classroom. Often used in primary and ele-
mentary classrooms, the Learning Station concept
can be easily adapted for use in preschool class-
rooms. All it takes is a little creativity and ingenuity!

Learning Stations are individual areas set aside
in your classroom, specifically designed for small
group interactive learning. Each area is equipped
with teacher developed materials and activities
which are designed to teach and/or reinforce a
specific skill or concept. The teacher designed ma-
terials are of various formats and are created to
appeal to young children. The activities can be
work mats, games, and/or manipulatives.

Your Learning Stations can be either litera-
ture or theme based, but should be related in some
way so to add to the overall continuity of the activ-
ity. Make a list of the developmentally appropriate
concepts you wish to teach and make and create
activities to reflect both the skills and the theme (or
book) you've selected.

The number of stations set up in your class-
room can vary, but it is best to limit the number to
three or four at any given time. This allows for an
organized classroom environment and for the
teacher to maintain contact with all groups
throughout the activities.

Children are then placed in small groups of
four or five. Each group begins at a different sta-
tion and then rotates from station to station as each
activity is completed. Learning Stations work best
with older three, four and five year old children, but
can be adapted for the younger preschooler as
well. You will just need to simplify and modify the
activities to be appropriate for the age and stage of
development of the child with whom you are work-
ing.

The teacher’s role is that of planner and
facilitator. After providing directions for each activ-
ity, the teacher should provide support and guid-
ance, allowing the children to successfully complete
the activities at each station.

Learning Stations can serve to motivate
hands on learning, build and reinforce basic skills,
and foster independent learning. Once incorpo-
rated into your classroom curriculum, the benefits
you will discover will be great and far-reaching!

Next Issve: The Benefits of Adding Learning
Stations to Your Classroom Curriculum




By: Dawn K. Martini

A great dis-service is being done
to our teachers and assistants with
respect to the liability they face every-
day when walking into a classroom
or onto a playground. The dis-
service is not that they face the liabil-
ity. Liability goes with being a pro-
fessional. The dis-service is that the
liability is not explained to them.

As our industry grows and be-
comes more sophisticated owners
have positioned themselves and their
businesses in an effort to protect their
assetfs by carrying professional liabil-
ity insurance policies. Owners have
accepted, sometime begrudgingly,
the liability that comes part and par-
cel with providing quality child care
services to our nations children.

Owners and the media, have
made staff and society aware of the
liability that exists in the industry.
Staff knows that we live in an ex-
tremely litigious society. They know
parents are poised to sue when little
Johnny falls down and goes boom.
Yet, teachers and assistants have
nary a clue that the liability extends
to them personally.

As the child care industry grows
and expects a higher level of profes-
sional conduct from its teachers and
assistants it becomes increasingly
important that they are educated in
this regard.

When informed that the personal
liability exists, staff who are commit-
ted to the children and families we
serve will act in a more professional
manner. On the other hand, staff
who are here because it is a job, just
like any other random job, tend to
be weeded out because they feel the
stakes are now too high.

So where should we begin with
this discussion? It is important for
staff to understand that when a par-
ent files a lawsuit on behalf of their
child, the person or people in the
classroom at the time of the incident
or injury will be named in the lawsuit
in addition to the company. Addi-
tional people may also be named
depending upon the company’s

management/supervisory  structure.
Further, there is no requirement that
the employer provide representation
for the staff member. In fact, the
company’s insurance policy will not
cover the liability assessed to the em-
ployee, only the liability assessed to
the company.

Staff should be aware that they
are exposed for their actions or inac-
tions in a number of areas, most
commonly: accidents/injuries to the
children (these most frequently occur
on the playground where supervision
is often sub-par) and accusations of
child abuse. It is critical for staff to
be involved in planning and develop-
ing procedures within their class-
rooms and on the playground in or-
der to be proactive in addressing the
liability issue. Staff should be made
to read all licensing regulation docu-
ments and accreditation standards as
well as the Personnel Policy Manual,
Procedures Manual and the Parent
Handbook in an effort to be best
prepared to prevent situations which
would lead to lawsuits.

Staff and management should
also toke a proactive posture with
regard to their relationships with par-
ents and children. Many of the law-
suits filed by parents on behalf of
their children are frivolous and a
result of a parent not understanding
the activities or interactions between
children or trusting the staff working
with their child. Taking the time to
teach parents about child care and
what activities their child will be en-
gaged in, as well as the common
things children do when in group
care can go a long way to prevent
the lawsuit from being filed in the first
place.

From the employers perspective,
the more the staff is trained on policy
and procedure, the more responsible
staff become for their actions or in-
actions. If you look at liability like a
pie-chart the percentage of the pie
the staff is responsible for gets larger,
while the employers slice of the pie
gets smaller. Neither the employee
not employer will ever reduce their

responsibility to zero because em-
ployers are always responsible for
what their employees do on behalf of
the company and the employee will
always be considered a trained pro-
fessional and will be held responsible
for their own professional conduct.

To be clear, what being liable
for your professional conduct trans-
lates to for staff is that their personal
assets, their home, their car, their
possessions, their investments, can
be taken to satisfy a civil judgment
entered against them.

One comment which is often
heard from young staff members is
that they don’t care about getting
sued personally because they don't
have anything for the parents or the
child to get. They don’t own a home
yet, have large investments or a big
savings account. But the bottom line
is that the judgment remains on the
record until such time that it is satis-
fied. The collection process can be
done over long periods of time and
can involve sheriff sales of acquired
property. The collection of the judg-
ment will depend entirely on the ag-
gressiveness of the parents and their
attorney. Hoping it the lawsuit won't
come your way because you don't
have anything is a weak and wishful
position from which to come.

Staff may wish to consider buy-
ing an individual professional liability
insurance plan fo protect themselves
and their assets. This is a new con-
cept, but there are insurance agents
who can write this type of policy.
Overall, it would not be prohibitively
expensive to be insured in this way
and considering the consequences
and size of the judgments in acci-
dent/injury cases involving children,
the price could be a bargain.

Liability in the civil courts is the
one area where child care providers
are held to a professional standard.
As we push for professional recogni-
tion on all fronts we can not choose
the professional responsibilities we
like and ignore the ones we don't.
We must embrace the issue of liabil-
ity as the professionals we are.




Ron, Dawn and Jan will be
traveling to the following cities for
Local, State, Regional and Na-
tional Conferences on the dates
indicated. We welcome you to
attend the conferences. Informa-
tion has been provided so you
can contact the organization con-
ducting the training/conference.

If we are going to be in your
state or area, we welcome you to
contact us about coming to your
program or organization to do a
private training.  The cost of

bringing us in to your program or
organization is significantly re-
duced because we are already
traveling to your area. We cer-
tainly don’t mind adding a day or
two to our travel schedules to
work with you.

Contact us at (215) 785-3400 to Mar 10: CITE Conference, East
see if we can visit your program Brunswick, NJ. For information

when we are in town.

Jan 25 - 27: Chicago Metro
AEYC Chicago, IL.

Feb 6 - 7: Region IV Head Start
Conference Atlanta, GA.

Feb 17 - 18: Bright Beginnings
Management Retreat, Anchor-
age, Alaska

Feb 19: Children’s Courtyard
Management Retreat, Dallas, TX.

Feb 21 - 24: Virginia Association
for Early Childhood Education
Norfolk, VA. For information go
to vaece.org

Feb 27 - Mar 1: Ronald V.
McGuckin and Associates hosts
the Orlando, FL Seminars. For
seminar and registration informa-
tion go to childproviderlaw.com
or contact Janice Nieliwocki

(215) 785-3400

email mail@njaeyc.org

Mar 8 - 10: California AEYC San
Jose, CA. For information go to
caeyc.net

Mar 21 - 23: National After
School Association Phoenix, AZ.
For information go to naaconfer-
ence.org

Mar 24: Central Florida Child
Care Conference Ocala, FL.

Mar 31: Central Susquehanna
AEYC Williamsport, PA

Apr 16 - 17: Mississippi Head

Start Conference

Apr 16 - 19: National Head Start
Association Conference, San An-
tonio, TX. For information go to

nhsa.org

Apr 25: NACCP Annual Confer-
ence Boston, MA. For informa-
tion go to naccp.org



