RUTGERS CHILDCARE RESEARCH COLLABORATIVE

Data Snapshot: New Jersey Lead Teacher Compensation in Center-Based Providers

Research from the provides a descriptive portrait of lead teacher pay and
workplace benefits among those in center-based providers in New Jersey (NJ). These findings come from a statewide survey of lead
teachers.! On average lead teachers reported an hourly pay of $22.20, and annual pay of $40K. There was variability in lead teacher
pay, and only a quarter of teachers earned more than $24.64 per hour, or $47,529 annually (Figure 1):
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There was also notable variability in hourly and annual pay along select characteristics of teachers and their centers (Figure 2):

1. Pay was highest among teachers of preschoolers,
those with a bachelor’s degree or higher, and
those in centers with state pre-k.

Figure 2. Variation in average hourly & annual pay
reported by lead teachers
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There was also variation in terms of lead teachers’ .
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report of workplace benefits (Figure 3): ®
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7. The largest share of lead teachers receiving paid

vacation/time off were those that served infants and toddlers, worked in a franchise/chain organization, or located in South NJ.
8. There was little variation in the share of teachers who received paid sick leave.

9. Alarger share of teachers with a bachelor’s degree or higher, at centers with state pre-k, and those
located in the Northeast region report receiving health insurance.
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Benefits are integral components of compensation that offer additional financial support and stability, and have
been linked to center turnover and retention.? For this reason, workplace benefits play a significant role in shaping job desirability.

Figure 3. Variation in workplace benefits reported by lead
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Strengthening
efforts to stabilize NJ's early childhood
education workforce are important for
supporting lead teachers. This may include
efforts to ensure consistency and competitive
compensation across child care programs.
There are several next steps to consider:

, this research highlights the utility and
continued need to collect data and monitor
teacher  compensation and  workforce
experiences. NJ could learn from
promising efforts to increase workforce pay
from other states. For instance, the Great Start
Compensation program in Minnesota? involved
the state passing legislation to develop a wage
scale that establishes a target level of pay based
on teachers’ credentials. This effort also
included payments issued to programs to help
fund increases in teacher compensation, which
was signed into law as a permanent,
noncompetitive program for eligible providers
in 2023. These wage supplements combined
State Funds, the Child Care and Development
Fund, and the Preschool Development Grant
Birth Through Five program. states can
also support teacher compensation by
identifying strategies that increase access to
benefits. Colorado is one example of progress in

0% 20% 40% 60% 100% . - .
this area, as they are building upon existing
policies to support their child care workforce.*

And , some states are conducting pilot studies to evaluate the impacts of compensation increases. lllinois’s ExceleRate pilot

program® is one example investigating how their salary scale increased providers’ ability to recruit and retain staff with higher
credentials, and exploring how increases in compensation can be sustained through cost modeling. Virginia is another example that
has increased child care subsidy payments rates to programs based on cost models that include target levels of pay for teachers.®

! Data Source: In 2024, 1,074 lead teachers of children ages 0-5 years at licensed center-based providers across NJ were surveyed. More information on the results of
this survey can be found in the full report: Stephens, C., Friedman-Krauss, A., Nores, M., & Kent, A. (2025). Child Care Lead Teachers in New Jersey: Full Report. New
Brunswick, NJ: National Institute for Early Education Research.
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