
To better understand racial diversity and 

equitable representation in urban child 

welfare organizations, this study explores 

two research questions:

1. Are there significant differences 

between White workers and workers of 

Color across workforce variables, 

including if workers of Color are 

represented in supervisory and 

managerial roles at their agency.  

2. What constellation of community, 

agency, individual, and racial factors 

predict workers’ intention to remain 

employed in their agency?” 
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Sample: 757 public child welfare workers 

employed in urban settings in three 

distinct jurisdictions.

Data Collection: Voluntary and 

confidential on-line survey administered 

via Qualtrix with $5 gift-card incentive 

collected demographic and workforce 

related questions including perceptions 

about agency climate, intention to remain 

employed, burnout, and job satisfaction. 

Data analyses: Bivariate analyses were 

conducted to identify factors related to 

intention to remain employed and 

demographic differences between White 

workers and workers of Color. 

Hierarchical regression explored how 

agency, individual, and racial factors 

predict workers’ intention to remain 

employed.

Figure 1. Sample self-identified racial identity (n = 757)



RESULTS: Intention to Remain Employed

Table 1. Factors related to intention to remain employed.

Table 3: Relationship between predictors of intention to remain employed and race. 

Table 2: Hierarchical regression of intention to remain employed. 

*p0.05; **p0.00

*p0.05; **p0.00

Figure 1. Representation of workers of color Workers of Color were 

significantly more likely to be 

employed in casework 

positions, and White workers 

were more likely to be 

supervisors and managers 

(p=0.015).

Jurisdiction, agency climate, 

worker burnout and racial 

identity were are predictive of 

intention to remain employed.

Hierarchical regression 

analysis shows a

constellation of 

community, agency, 

and individual factors, 

including race, are 

predictive of intentions 

to remain employed.  

Burnout scores were 

lower for workers of 

Color.



RESULTS & DISCUSSION

Fig 3: Work Related Burnout and Intention to Remain Employed by Race. Fig 4: Personal Burnout and Intention to Remain Employed by Race.

Staff of Color and White staff were not 

significantly different in their 

demographic characteristics (gender, 

income, parental responsibilities, 

education, or agency tenure) save for 

more non-White respondents having 

special family responsibilities such as 

eldercare, with 36.34% of staff of 

Color indicating additional family care 

work compared to 28.11% of their 

White co-workers (p = 0.016).  

Key Findings Workers of Color had 

significantly lower levels of 

personal and client-related 

burnout despite having lower 

intentions to remain employed 

than their White counterparts.

Agencies in the sample recruited and 

employed a diverse workforce, yet there is 

room to improve retention and promotion 

for staff of color; inequitable representation 

begins to appear at the supervisory level 

and increases at the manager/director level.

While this research is cross-sectional and 

non-experimental, it identifies the role racial 

identity plays in intentions to remain 

employed; future research should identify 

why these differences exist.


