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'' Black women described that their emotions were 

disproportionately seen as aggressive or angry while 

white colleagues who expressed passion or anger did 

not receive the same reaction. "Our passion is 'being 

aggressive~" one focus group participant described, 

"whereas their passion is 'truly genuine passion' and 

they 'truly mean well~" As a result of these stereotypes, 

the Black women in our survey and focus groups- and 

in other documented research in this area-engage in 

a great deal of emotional labour to regulate their 

responses to others and manage how others perceive 

them. One Black woman executive director in New York 

said she has to "spend a lot of time trying to make 

people comfortable. That wastes my time, because I 

am credible." 13 

The researchers go on to say that: 

'' For Black women, research indicates that the 

emotional labour required to regulate responses based 

on the perceptions of others causes significant stress 

that can ultimately impact job performance." 14 

13 & 14• Biu, Ofronama. "Race to Lead: Women of Color in the Nonprofit Sector." The Building Movement Project, 2019. 
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Key Finding: More Racialized Women 
Are Leaving Their Jobs 

Our data analysis suggests that racialized women leave their jobs at higher rates than other groups. 

Employee retention rates are an important factor for organizations to track. Employee retention -
how long an employee stays at an organization - is usually measured using a percentage over a period 
of time. For example, an 80% retention rate might mean that in a given year, 80% of the staff of an 
organization stayed in their jobs. Calculating retention rates, especially at small community 
organizations, is quite easy, and can provide an invaluable metric for evaluating the health and 
strength of your organization. This data can be even more useful if specific categories of employees 
are investigated. For example, if there is always turnover in a certain role or department. Sector-level 
retention data is also useful, especially when qualitative information about why people left their jobs 
is uncovered. For example, in a 2010 survey and report, Commongood Careers found that more than 
a quarter of employees of Colour in the nonprofit sector had left a position because of a "lack of 
diversity and inclusiveness."15 

Racialized Women and Retention 

Specifically for racialized women, experiencing microaggressions has a direct impact on their ability 
to stay in their positions in the community sector. 

'' There are so many organizations that when they hire 

one woman of colour, the conditions make it pretty 

much impossible for them to sta½ whether the 

emotional labour or the racism." 

- Ananas, Focus Group Participant 

1 out of 5 of racialized women respondents reported having left or resigned a position in the 
community sector in the year prior to the survey due to an unwelcoming working environment for 

15• Shwartz, R., et al. "The Voice of Nonprofit Talent: Perceptions of Diversity in the Workplace." Commongood Careers & 
the Level Playing Field Institute, 2010. 

https://coco-net.org/wp-content/uploads/2016/02/diversityreport.pdf


racialized people or due to racialized harassment. This increases to 1 out of 3 when we look at the 
three years prior to the survey. 
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% of Racialized Women Who Left a Job Due to an Unwelcoming Environment 
or Racial Harassment 

n In the past year In the past 3 years 

53 20.75% 32.08% 

It's important to look at not only those who left but also those who are considering leaving, but 
cannot. At the time of the survey, close to 15% of all racialized women respondents indicated that they 
were currently considering leaving a position due to an unwelcoming working environment for 
racialized people or due to racial harassment. The percentage jumps up to over 30%, when the 
question was broadened to whether or not they had considered leaving a position for the same 
reasons in the past year. 

In comparison, 10% of our racialized survey respondents regardless of gender were currently 
considering leaving a position because of an unwelcoming working environment for racialized people 
or racial harassment; and 27% when the question was broadened to whether or not they had 
considered leaving a position for the same reasons in the past year. 

n 
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n 

53 

% of Racialized Respondents Who Considered Leaving a Job 
Due to an Unwelcoming Environment or Racial Harassment 

"Currently considering" "Considered in the past year" 

9.64% 27.71% 

% of Racialized Women Who Considered Leaving a Job 
Due to an Unwelcoming Environment or Racial Harassment 

"Currently considering" "Considered in the past year" 

13.21% 30.19% 



91 

'' My current barriers to leaving are financial and 

disability-related. I am also unsure that anywhere else 

will necessarily be any better." 

- Racialized Woman Survey Respondent 

There was no statistically significant number of white respondents who were considering leaving 
their jobs because of racial harassment; this is related to the very low number of white people who 
identified having experienced racial microaggressions or harassment at all. 

The Frequency of Racial Microaggressions Correlates With 
Lower Retention 

In comparing different survey responses, we observed a correlation between the frequency of 
experiences of racial microaggression and other forms of harassment with the frequency of resigning 
or taking a leave of absence. Specifically, as experiences of racial aggressions increase, so do the 
instances of resigning or taking a leave. 

This box plot graph depicts the relationship between the frequency of microaggressions experienced 
by racialized community sector workers of all genders and the frequency with which they resigned 
from their roles. A box plot was chosen to illustrate this because it effectively shows the distribution 
of data, highlighting medians, quartiles, and potential outliers. If you are interested in learning more 
about box plots. check out this link.16 

16• "Box Plot (Box and Whiskers): How to Read One & How to Make One in Excel. Tl-83. SPSS." Statistics How To, 2022. 

https://www.statisticshowto.com/probability-and-statistics/descriptive-statistics/box-plot/
https://www.statisticshowto.com/probability-and-statistics/descriptive-statistics/box-plot/
https://www.statisticshowto.com/probability-and-statistics/descriptive-statistics/box-plot/
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A similar correlation exists between higher frequencies of microaggressions and taking leaves of 
absence. 
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Since 2016, the Centre for Community Organizations (COCo) has been engaged in Diversite d'Abord, 
a research and education project that examines how racism operates in the nonprofit sector in Quebec. 
Everything you need to know about Diversite d'Abord can be found at: 
https://coco-net.org/diversite-dabord/. 
You can reach coco over email at: info@coco-net.org or explore our website at: https://coco-net.org. 
You can easily connect with coco by following us on Facebook. ~Twitter. or Linked In. 
We update these platforms regularly with resources, news, and updates on topics related to 

community groups. et◄ fl X in 
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