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Abstract

Work in out-of-school learning programs can be stressful, and job stress may have cascading effects for
the children and youth that attend. Fortunately, workplace supports can help decrease this stress. In this
study, we aimed to understand how youth workers’ personal and work-related demands as well as
supports predict on-the-job stress. We used multilevel modeling to investigate the demands and supports
of a sample of 111 youth workers nested in 25 programs. Results suggested that job stress systematically
varies at the program level. We found that stress at home and a negative staffing climate is associated
with higher stress and the presence of supervisor support is associated with lower staff stress. Supervisor
support, in particular, likely can play a key role in decreasing youth worker stress. We discuss implications
for training supervisors and structuring programs to support staff and to ultimately foster more positive
out-of-school program experiences for the children and youth that attend.

Key words: out-of-school learning, youth work, stress

Human-serving professions such as education, social work, and youth work can be stressful.
This work often requires emotional labor, or the regulation of one’s own stress and emotions
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while giving of oneself to others (Pugliesi, 1999). Imagine an adult after-school leader who
stops everything she is doing to help a child work through a conflict with a friend—that
educator must leave her own challenges “at the door” to listen and respond to the child.
Though human-serving occupations can be fulfilling, the emotional labor required can result in
high stress, burnout, and turnover (e.g., Kim, 2011). Additionally, the stress of these
professions can have cascading impacts on children and youth. For example, job stress can
decrease the use of educator practices that support healthy development (Corrigan, Steiner,
McCracken, Blaser, & Barr, 2001; Donat & McKeegan, 1997), lower the quality of adult-child
relationships (Pinderhughes, Bates, Dodge, Pettit, & Zelli, 2000), and increase burnout and
attrition (Font, 2012). At best, staff stress may limit opportunities available for children and, at
worst, stress can lead to negative consequences for a child’s future trajectory. Supervisor
supports and a positive work environment can help decrease the potential negative effects of
stress (Boyas, Wind, Ruiz, 2013; Maslach, Schaufeli, & Leiter, 2001).

In out-of-school learning? (OSL) settings, staff encounter particular challenges that may affect
their stress. We define OSL as structured, supervised programs occurring outside of the formal
school day, offering a diverse array of activities (e.g., physical activity, homework help,
leadership development; Vandell, Larson, Mahoney, & Watts, 2015). The work of adult leaders
in OSL is complex and may take a physiological or psychological toll on staff. Larson and Walker
(2010) described OSL work challenges as “dilemmas of practice,” which include tasks such as
facilitating activities, managing conflict among youth, and completing administrative tasks often
with limited resources or training. The authors state that the difficulty of these dilemmas is the
“ambiguity, subjectivity, and dependence on judgment” required (Larson & Walker, 2010, p.
347).

Youth worker job stress can have implications for children. Although little research exists that
investigates workplace stress for OSL staff, limited research in education provides relevant
findings. Research has shown that teacher stress can predict negative teacher-student
relationships (Yoon, 2002) and affect teachers’ irritability with students (Shernoff, Mehta,
Atkins, Torf, & Spencer, 2011). Teacher stress has also been associated with students’
development of executive functioning skills (Neuenschwander, Friedman-Krauss, Raver, & Blair,
2017) and learning motivation (Pakarinen et al., 2010). One study showed an association

! We use “out-of-school learning” instead of the more common “out-of-school time” to capture the goals of

positive learning and development supported by most programs in this context.
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between lower teacher stress and higher student empathy and reduced disruptiveness as well
as an association between higher teacher stress and student impulsivity and low cooperation
(Siekkinen et al., 2013). Although high-quality OSL programs have been shown to be
environments where children and youth can gain valuable social and emotional skills (Durlak &
Weissberg, 2013), OSL staff with high levels of stress may not be emotionally available to
support children’s development effectively.

Fortunately, organizational supports may help ameliorate stress associated with the demands of
OSL work. Researchers find that supportive supervisors can buffer the effects of stress, thereby
decreasing burnout (Boyas et al., 2013; Maslach, Schaufeli, & Leiter, 2001). When employees
perceive that their supervisors care about their emotional well-being, they are, on average,
more motivated and committed to their job (Rhoades & Eisenberger, 2002). Additionally, when
organizations make investments in employees through professional development, it signals to
employees that they are valued, which can promote job satisfaction and effectiveness
(Whitener, 2001).

In this study, we investigate workplace stress for youth workers in OSL programs. In particular,
we use the Job Demands—Resource model (JD-R; Demerouti, Nachreiner, Bakker, & Schaufeli,
2001) as a way to consider contributors to stress and supports at the personal and
organizational levels. We aim to understand how workplace stress affects the OSL workforce
and to examine the supports that may decrease stress with the ultimate goal of benefiting the
children and youth that attend programs.

Job Demand—Resource Model

The JD-R model, a theoretical frame through which to understand worker stress (Demerouti et
al., 2001), has been successfully applied across several contexts including education and
healthcare. Across multiple studies, researchers find that job demands are associated with
stress (e.g., Boyas & Wind, 2010; Hakanen, Bakker, & Schaufeli, 2006; Hu, Schaufeli, & Taris,
2011; Lizano & Mor Barak, 2012) and job resources can buffer the effect of demands on
burnout (e.g., Bakker, Demerouti, & Euwema, 2005; Boyas et al., 2013). The JD-R model will
allow us to investigate job stress and organizational resources in the OSL context.

In the JD-R model, demands are conceptualized as job features that require sustained effort
and are considered a “cost” to the employee. Demands can become stressors when high effort
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is required without support to meet demands. Employment in OSL settings may place high
demands on staff. OSL staff tend to receive less formal training than other youth-serving fields
and jobs are often part-time with low wages (Dennehy & Noam, 2005; Deutsch, Blyth, Kelley,
Tolan, & Lerner, 2017). Some programs compensate staff only for “face time” with children,
which may result in staff preparing activities or attending professional development outside of
paid work hours (Raley, Grossman, & Walker, 2005). Personal stressors are also considered
demands in the JD-R model (Schaufeli & Taris, 2013). Research shows that an individual’s
stressors in one role (i.e., work, home) can increase the effects of stress in their other
professional roles (Byron, 2005; Ford, Heinen, & Langkamer, 2007). This is sometimes referred
to as a “spillover” effect, which may play a particularly strong role for OSL staff stress. OSL
careers require intense emotional labor. Staff must ignore or regulate their own stress while
giving of themselves to the children and youth with whom they work (Pugliesi, 1999). Also, the
demographic makeup of OSL staff tends to be majority female (Yohalem, Pittman, & Moore,
2006). Though gender effects may play less of a role in worker stress than previously believed
(Byron, 2005), some research shows that women have home responsibilities that could
disproportionately affect the stress they bring into the workplace compared to men (Ford et al.,
2007). This is especially true when women have their own children or when their workplaces
are not flexible (Byron, 2005).

Resources, on the other hand, refer to aspects of a job (e.g., material or psychological
supports) that reduce job demands and stimulate personal growth (Schaufeli & Bakker, 2004).
These can be especially impactful in decreasing stress when demands are high, as in OSL
programs (Bakker & Demerouti, 2007). The support that staff perceive from supervisors may
ameliorate the demands of a particular workplace. One hypothesis is that supervisors “buffer”
job demands and decrease the consequences of job stress (Babin & Boles, 1996; Maslach et al.,
2001). This buffering effect is associated with decreased burnout and greater job satisfaction
(Maertz et al., 2007; Maslach et al., 2001; Rhoades & Eisenberger, 2002). Supervisors may also
create a culture where staff feel psychologically safe by using positive staffing practices
(Carmeli & Gittell, 2009; May, Gilson, & Harter, 2004). For example, supervisors and
organizations that display concern for employees’ needs and foster their skill development may
enhance employee self-determination and interest in their work as well as a sense of belonging
among staff at the organization (Deci, Connell, & Ryan, 1989; Huang & Cho, 2010). Program
financial resources may also play a role in countering job demands, though there is little
research in this area. A 1993 study by the U.S. Department of Education cited common OSL
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program expenditures as salaries, benefits, rent, utilities, insurance, and other program costs
(Seppanen, 1993).

The Current Study

In this study, we investigate the effects of individual and job demands and resources on OSL
staff stress. In particular, we are interested in teasing out the sources of stress and supports
that can be addressed through organizational or field-wide action. First, we hypothesize that
perceived stress varies by OSL program due to differences in the organizational context and
supports provided by supervisors. Multilevel models allow us to examine the ratio of job stress
by program site versus individual. We then address our primary question: How do youth
workers’ personal and program demands and supports predict on-the-job stress? Based on
previous research in related fields, we anticipate that individual sources of stress will be the
strongest predictors; however, we hypothesize that supervisor support will be an important
predictor of decreased staff stress.

Methods
Participants

The data for this study come from the baseline wave of a randomized controlled trial study of a
professional development intervention. Prior to the intervention, directors of OSL programs in a
mid-sized Midwestern city applied to participate and receive professional development at no
cost. Eligible programs served children in preschool through eighth grade in the 2015-2016
school year. Prior to randomization, staff completed surveys via an online link and, when
necessary, were provided with hard copies to increase participation.

As indicated in Table 1, 111 OSL staff across 25 programs are included in this study. The
sample of staff in programs is predominantly female and identifies as 82% White and 18%
Black or African American. The average age is slightly over 22 years and many have completed
either professional certifications (31%) or a bachelor’s degree (20%). More than a third report
having been at their program less than a year. The average program has 4.5 staff members
and the programs serve an average of 38 children daily. The programs serve mostly
elementary-aged children and 72% of program directors reported that a majority of the youth
they served were from families at or below the poverty line.
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Table 1. Sample Demographics of Staff (N = 111)

Characteristic
Gender
Female
Male
Race
White
Black or African American
Education level
No post-secondary education
Post-secondary (including partial college and associates/
professional certificates)
Did not respond
Tenure at program
<1 year
More than 1 year but <5
More than 5 years
Did not respond
Age of staff in years
Range
Mean
SD

Staff Measures (Level-1)

Count

82
29

91
20

22
59

30

42
50
16

18-64
22.29
11.14

%

74%
26%

82%
18%

20%
54%

27%

38%

46%
14%
2%

Our multi-level model uses measures of job stress, demands, and resources for OSL staff at

Level-1 and OSL programs at Level-2, as shown in Figure 1. The full measures are provided in

Appendix A.
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Figure 1. Program and Individual Demands and Resources

Demands

INDIVIDUAL Stress at home
Negative

PROGHAN Staffing Climate

Resources
OIVIGHAL Supervisor support /

(perceived) /
—_— Program resources

(perceived)

Job Stress

The dependent variable for this study, subjective job stress, includes four questions adapted
from Motowidlo, Packard, and Manning (1986) that capture the work stress perceived by OSL
staff. Responses are on a 5-point scale of “Strongly Agree” to “Strongly Disagree,” e.g., "My job
is extremely stressful.” (a = 0.87).

Stress at Home

This four-item scale, developed by Grzywacz & Marks (2000) explores experiences at home that
may affect work. Responses range from “Never” to “Always”; e.g., “Stress at home makes you
irritable at work.” (a = .83).

Supervisor Support

This five-item scale, created by Smith, Akiva, Sugar, & Hallman (2012), assesses the extent to
which a staff member perceives receiving support from their supervisor. Items are on a 5-point
scale from “Never” to “At least weekly,” e.g., "My supervisor gives me helpful feedback about
how I work with youth.” (a = .90).

Control Variables

At Level-1, we controlled for the following staff-reported variables: race: 1 (Black) or 0 (non-
Black); gender: 1 (female) or 0 (male); age in years (continuous variable); tenure working at
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the current program ranked from 1 (/ess than 1 year) to 7 (5 or more years); and education
level ranked from 1 (no high school diploma) to 7 (doctoral degree).

Program Measures (Level-2)

Negative Staffing Climate

We adapted a measure developed by Smith et al. (2012), which captures practices experienced
by staff at a particular program. The five items were ranked on a 5-point response scale
ranging from “Never or almost never true of staff” to “Always or almost always true of staff”,
e.g., “Staff do not have enough time to attend meetings or do planning.” (a = .80).

Perceived Program Resources

Staff were asked a series of four questions to capture beliefs about their program having
enough resources to meet their day-to-day needs. Items were asked on a 5-point scale ranging
from “Never” to “Always”, e.g., “We have plenty of supplies, materials, and financial support for
the activities and projects we want to with kids here.” (a = .82).

Table 2. Descriptive Statistics of Staff and Program Characteristics

Staff Characteristics (N = 111) Mean SD Range Skew Kurt
Age of staff in years 22.29 11.14 18-64

Supervisor Support 4.08 0.89 1.3-5 -0.97 2.26
Stress at home 1.93 0.63 1-3.3 0.04 2.05
Program Characteristics (N = 25) Mean SD Range Skew Kurt
Negative Staffing Climate 3.86 0.50 1.4-4.9 1.00 2.8
Program Resources 3.79 0.54 1.5-5 -0.04 2.14

Control Variables

The program (Level-2) control variable is child socioeconomic status (SES), determined by a
program director’s estimate of the proportion of children in their particular program that live
near or below the poverty line.
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Data Analysis

This study explores the relationships presented in Figure 1, between job demands and
resources for OSL staff and their experience of stress. We first used correlations to examine
these relationships for all staff, regardless of program. This helped to isolate relationships
between the demands, resources, and stress that are explained by differences between
individuals. Then we used multilevel modeling, a statistical technique for showing relationships
between nested variables (Raudenbush & Bryk, 2002), to compare the results for OSL staff
nested in different programs. This analysis helped us to understand whether there were
differences in the relationships among job demands, resources, and stress that are explained by
factors at the program level. Further details about the statistical methods and software used
can be found in Appendix B.

Results
Job Stress is Associated With Individual and Program Demands and Resources

Correlations indicate that staff with higher levels of job stress also reported higher levels of
stress at home (r= 0.54) and lower supervisor support (= -0.42). At the program level, we
found staff that work at programs with a negative staffing climate and fewer program resources
report having higher levels of stress (r = 0.44 and r = -0.34, respectively). At the program
level, more plentiful resources were related to lower reports of negative staffing practices (r=
.59). All correlations are presented in Appendix B.

Job Stress Varies by Program

Our second set of analyses examined differences between programs. We found that reported
job stress significantly varied across the 25 programs in our sample (B = 2.91, p < .001). The
lowest average job score for a program was 1.75, and the highest was 4.5. This suggests that
there are likely organizational differences in the culture and climate affecting staff job stress.

Individual Experiences of Supervisor Support and Home Stress May Affect Job
Stress

The results of our next set of analyses are summarized in Figure 2, where we have overlaid a
plus sign where positive associations between variables were found and a minus sign where
negative associations were found. For individuals, we found that stress at home and supervisor
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support significantly predicted job stress. The individual demand of stress at home positively
predicted stress (6 = 0.60, p < .001), such that a 1-unit increase in stress at home is
associated with a 0.60 increase in staff stress. We also found a significant negative prediction of
job stress by the individual resource, perceived supervisor support (6 = -0.22, p = .01), where
more support is associated with lower stress after controlling for staffing practices and stress at
home. Staff race, gender, age, tenure, and education and SES of children in a particular
program were not related to job stress in our analysis so were not included.

Negative Staffing Climate Predicts Job Stress; Resources Do Not

Negative staffing climate positively predicted job stress and this varied significantly across
organizations (yo1 = 0.45, p = .01). A 1-unit increase in negative staffing climate associated
with an increase in job stress by 0.45 units after controlling for stress at home and supervisor
support. Program resources was not predictive of staff stress and was dropped from the final
model.

Figure 2. Relationships Between Program and Individual Demands and Resources
and Stress

Demands

INDIVIDUAL Stress at home

PROGRAM Negative
Staffing Climate +
Resources
NovibuaL | SUPervisor support /
(perceived) /

Program resources
(perceived)

PROGRAM

Discussion

To address our primary research question, how do staff members’ and youth programs’
demands and supports predict on-the-job stress?, we used hierarchical linear modeling which
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accounts for the data structure of staff nested in OSL programs (Raudenbush & Bryk, 2002).
First, we found that job stress appears to systematically vary at the program level. This
suggests potential differences in organizational contexts that may affect job stress. Also,
consistent with the Job Demands—Resource model and as indicated in Figure 2, we found that
the individual demand of stress at home and the program-level demand of a negative staffing
climate were associated with higher job stress. The individual resource of perceived supervisor
support appeared to buffer the effect of demands and was associated with lower staff stress.
Program-level resources did not impact job stress in this study. Implications of these findings
are described below and summarized in Table 2.

Table 2. Summary of Findings and Implications

Relationship to Implications for program supervisors
job stress
Demands
Individual: + e Set time aside to create a community of
Stress at home practice through which to address challenges.
e Provide professional development for coping
strategies, mindfulness, and stress relief
e (Chiesa & Serretti, 2009; Keng, Smoski, &
Robins, 2011; Shernoff et al., 2011; Yoon,
2002).
Program: + e Provide a positive working environment and
Negative staffing climate psychologically safe climate for staff.
e Offer relevant training in youth development.
e Offer peer mentoring and learning communities
e (Raley et al., 2005; Wanless & Winters, 2018).
Resources
Individual: - e Provide regular supervisory check-ins.
Supervisor support (perceived) e Provide asset-based feedback.
o Offer time for reflective practice
e (Smith et al., 2012).
Program: None

Program resources (perceived)
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Individual Demands

Stress at home was the strongest Individual-level predictor of job stress in our model. It
suggests that youth workers may experience a variety of sources of stress at home (e.g.,
financial, family relationships, etc.) and bring this stress with them into their job. This finding
aligns with previous research that shows that stressors in one role (i.e., work, home) are
related to stress experienced in other roles (Ford et al., 2007). In addition, previous research
shows that when individuals are expected to ignore stress spillover from other contexts, it can
cause more stress (Hobfoll & Shirom, 2001; Pugliesi, 1999).

In OSL programs, it may be useful for supervisors to set aside time for staff to work through
challenging situations they may face both in and out of the workplace as a community of
practice. By providing a space for staff to acknowledge demands on their time, they may be
able to be more present when working with children (e.g., Shernoff et al., 2011; Yoon, 2002).
Also, professional development opportunities related to coping strategies, mindfulness, stress
relief, as well as enhancing social and emotional skills of staff may be beneficial. For example,
many studies document the relationship between using mindfulness strategies and decreased
stress (e.g., Chiesa & Serretti, 2009; Keng et al., 2011).

Program Demands

We found that the organizational demand of negative staffing climate was associated with staff
job stress. Organizations that offer consistent and high-quality professional development may
see benefits of lower job stress among staff (Sabo Flores, 2007). Professional development can
increase staff efficacy and feelings of competency (Akiva, Li, Martin, Galetta & McNamara,
2016; Duran & Duran, 2005) and site-level staff meetings can serve to mentor new staff, build
rapport among team members, and foster collaboration (Huang & Cho, 2010). Raley and
colleagues (2005) suggest several strategies that may relate to staff retention, an indicator of
decreased staff stress. The first strategy they offer is hiring the right staff—those with the
passion and skills that are a good match with the organizational goals and for working with
young people. Second, organizations that align staff members’ interests and skills with the tasks
for which they are responsible are more likely to retain their staff. Third, organizations can offer
job-relevant training in child development, curriculum planning, and group management,
though this recommendation raises two challenges—paying for training and scheduling a
convenient time to offer the training. Finally, organizations can offer daily staff development
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through supervisory support, peer mentoring, or the creation of learning communities (Raley et
al., 2005).

Individual Resources

One /ndividual resource that may ameliorate OSL staff stress is supervisor support. Our findings
align with previous research showing that supervisor support may reduce demands and
workplace stress (Bakker & Demerouti, 2007). Additionally, staff that feel supported by their
supervisors may experience a positive spillover from work to other parts of their lives (Grzywacz
& Marks, 2000). Some research shows that perceptions of receiving support may influence
mental health as much as the actual support given (Dunkel-Schetter & Bennett, 1990; Thoits,
1991). An important implication is that organizations can implement routines to support staff
needs. For example, professional development opportunities or regular supervisor check-ins
may help reduce job stress (Langhout, Rhodes, & Osborne, 2004). In addition, our findings
have implications for training supervisors and directors of programs. There may be strategies
supervisors can learn to actively listen to and support their staff. Research shows that using
strengths-based language, giving positive feedback, and offering time for reflective practice can
create a psychologically safe work environment (Akiva et al., 2016; Wanless & Winters, 2018).
This may help to cultivate a work environment that is safe and positive for staff, thereby
decreasing stress and enhancing positive relationships between staff and children.

Program Resources

Finally, we found a correlation between programs with adequate organizational financial
resources and less staff stress; however, this relationship was not significant in our regression
models. It may be that lower resources may associate with job stress but that factors like
supervisor support and the staff climate are more proximal or experienced more directly and
may lessen the relationship between those variables. This finding does not suggest that OSL
programs are adequately funded, or that staff are consistently fairly compensated for their
work. This finding suggests, however, that by providing support and changing OSL systems,
program supervisors may be able to influence staff stress.

Limitations and Future Research

Although this study contributes to our understanding of OSL staff stress, we acknowledge
limitations and areas for future research. First, this study is cross-sectional, from a single wave
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of data collection, and therefore, we can make claims only about associations between staff
experiences and job stress. In addition, the measures we used may not capture all of the
important aspects of personal and organizational demands and resources affecting OSL staff.
These phenomena can be operationalized in a multitude of ways, and the variables available to
us in this particular study may have excluded demands or resources relevant to OSL staff’s
experience. Future research could explore additional dimensions of OSL staff stress. For
instance, we might learn about more strategies to decrease youth worker stress by
investigating the association between job commitment or job satisfaction and stress. Additional
research could also build on this study’s findings that youth workers do experience job stress
and that supervisors can play a role in ameliorating staff stress through supportive practices.
Additional research is needed to explore the effects of supervisor support on OSL staff stress.
Finally, replication of this study in OSL contexts in other rural, suburban, and urban locations
around the country would strengthen the results of this study and allow for a comparison of
staff stress across contexts.

Implications of Stress in Youth Development

In the early 2000s, there was concerted effort towards counting, describing, and
professionalizing the youth work sector. These investigations reported that there were large
numbers of youth workers who were employed part-time and earned low wages with few
benefits (Dennehy & Noam, 2005; Stone, Garza, & Borden, 2004; The Annie E. Casey
Foundation, 2003). Additional challenges included high turnover, inadequate training and
preparation, and few opportunities for advancement. Today, there is a lack of research
attention on the individuals who work directly with youth. This study illuminates the realities of
the stress that youth workers face. Given the conditions described by research from the last
decade, this finding is not surprising, but it is concerning. Stressed workers may not be
prepared to provide optimal services for youth. Recent work examining the well-being of youth
development workers serving low-income and marginalized communities emphasizes the
importance of strengthening the skills of this workforce in order to enhance youth development
(Cappella & Godfrey, 2019).

Our findings suggest that OSL organizations and supervisors can play a key role in reducing
staff stress. Though supervisors face challenges, such as limited funding or physical resources,
there are supports they can provide to their staff. For example, they can offer effective
feedback and buffer staff from taking on too many administrative duties that may add stress
and distract staff from their jobs (Akiva et al., 2016). Such supports may reduce attrition for
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both frontline and supervisory staff and promote high-quality programs for children and youth
in low-resourced communities. Focusing on ameliorating staff stress through supervisor
supports may ultimately lead to more positive interactions between adults and the children and
youth with whom they work. Finally, though reducing stress may improve workers’ daily
interactions, the onus should not be solely on the individual. More systemic change that
professionalizes the youth development work force and provides more sustainable funding is
required.
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Appendix A: Full List of Measures

Job Stress
1. I feel a great deal of stress because of my job.
2. Very few stressful things happen to me at work. R
3. My job is extremely stressful.
4. I almost never feel stressed at work. R

Stress at Home

Responsibilities at home reduce the effort you can devote to your job.

Personal or family worries and problems distract you when you are at work.

Activities and chores at home prevent you from getting the amount of sleep you need
to do your job well.

Stress at home makes you irritable at work.

Supervisor Support

i AN

My supervisor gives me helpful feedback about how I work with youth.

My supervisor is visible during the offerings that I lead or co-lead.

My supervisor knows what I am trying to accomplish with youth.

My supervisor challenges me to innovate and try new ideas.

My supervisor makes sure that program goals and priorities are clear to me.

Negative Staffing Climate

LA S

Staff don't stay at our program long.

We don't have enough staff and/or student-to-staff ratios are too high.

New staff do not get an adequate orientation.

Staff do not have enough time to attend meetings or do planning.

Staff are not designing and delivering activities consistent with program goals and
objectives for students.
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Perceived Program Resources

We struggle to access resources for kids (such as games, art, supplies, books, etc.). R
Staff must buy supplies for this program using their own personal money. R
We have plenty of supplies, materials, and financial support for the activities and
projects we want to with kids here.

4.  Staff have enough time to do all of their job responsibilities (for example

administrative work, activity planning, professional development, and direct work with
kids).
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Appendix B: Statistical Analyses

This study utilizes multilevel modeling, a technique that accounts for “clustering” in the data, to
capture the experiences of staff within and across OSL programs (Raudenbush & Bryk, 2002).
To prepare our data for analyses we tested our variables for missing data and for the statistical
assumptions of normality and homoscedasticity, all of which were met (refer to Table B1). We
conducted our analyses in STATA v.14 using XTMIXED command (StataCorp LP, 2015) and the
restricted maximum likelihood estimation method (REML; Woodhouse, Yang, Goldstein, &
Rasbash, 1996). We built our statistical models first by testing the unconditional model,
followed by staff level variables then program level variables, and we tested improvements in
models using likelihood ratio tests. To measure goodness-of-fit we used Akaike’s information
criterion (AIC), where decrease in AIC indicates improved model fit (Vrieze, 2012).

Table B1. Correlations Between Stress and Level-1 and Level-2 Predictor Variables

1. Job
Stress | 2 3 4 5 6 7 8 9 10

Level 1: Individual staff predictors

2. Family stress .54* —

3. Supervisor support -.42%* -32*% | —

4. Race ® .28%* 33% -1 | —

5. Age .09 .04 -.08 | .25% | —

6. Tenure .08 A1 -11 .12 | .09 —

7. Gender ® .02 -04 -09 .10 | -16 |-10 | —

8. Education .10 -05 | -16 .07 |.60* | -10  -.10 —

Level 2: Program predictors ©

9. Negative staffing A44* 30*% | -34* | .16 | .18 -10 | .11 12 | —
10. Program resource -.34* -28% 35% -14 | -14 | .00 -10 -.10  ~-.59*% @ —
11. Child SES -.08 -17 .05 -02 -16 .00 | .20 -.10  ~-41* |.09

aRace is coded such that 1 = Black and 0 = White, Mixed, or Other
b Gender is coded such that 1 = Female and 0 = Male
¢ Level-1 variables aggregated to program level for these correlations.

*p < .05
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Table B2. Multilevel Models Predictive of Staff Stress

Model 1:
Fully Model 2: Model 3:
unconditional All variables Parsimonious
Intercept 2.91 (.61)*** 1.74 (.59)** 1.74 (.59)**
Staff predictors (Level-1)
Stress at home 0.52 (.19)*** 0.60 (.12)***
Supervisor Support -0.27 (.80)** -0.22 (.80)**
Controls (Level-1, fixed)
Race 0.15 (.20)
Age -0.00 (.01)
Tenure 0.05 (.04)
Gender -0.11 (.16)
Education level 0.05 (.04)
Program predictors (Level-2)
Negative staffing (random effect) 0.62 (.17)** 0.45 (.17)**
Program resources .03 (.24)
Controls (Level-2, fixed)
Program at or below poverty level 0.00 (.01)
Goodness of Fit
AIC 299.83 283.55 258.49
R-Squared Level-1 - 0.42 0.41
R-Squared Level-2 - 0.55 0.53

Note. * p < .05, ** p < .01, *** p < .001 are indicators of significance level on an independent samples &test
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