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1. Executive summary

There are more than 1.2 million Black and mixede womenof Black heritage in
England; almost 73,000 of them live in the North West (Office for National Statistics,
2011). Many Black women perform paid work, contributing their time and efforts to
organisations in diverse sectors and of varying types and stamsever, despite their
valuable contributions to these organisations, they encounter several barriers that
negatively impact their professional trajectories and hinder their progression to
leadership positions. Many of these barriers can be explained é¥att that they live

at the intersection of sexism and racism (at the very least), in a system of
discrimination that perpetuates gender and race inequalities, which prevents their

career advancement (TUC, 2020).

However, little is known about the barrierthat Black Professional Women (BPW)
have to overcome to reach leadership positior@ur Comprehensive.iterature

Review(see sectiorB.1)of 758 publications that address gendeased inequalities in

career progression, found that only 19 (2.5%) focus on BPW experiences. More

interestingly, none of the research employs a mixeethods design.

Thus, this research report aims to address this gap by presenting a detailed imixed
methods study on the compleand unique barriers faced by BPW to advance their
careers. Drawing from a rich set of qualitative and quantitative data, this research
examines the experiences of 75 BPW who participated in an online dgr&gection

3.2)and nine BPW who were interviewéske sectior8.3). By analysing these primary

data and making connections with the findings reported by the scholarship on this
topic, we sought to identify not only the barriers impasen BPW in the workplace
but also to examine how BPW have defied and overcome those barriers. As part of

this process, we actively listened to these women and tried to capture their
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experiences and translatthem into action points that promote gender anchce
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equity within organisations. Therefore, our main contribution lies in the

recommendations we make to the Partner, organisations and allies to support BPW's

career progressiofsee sectiont.2).

Key messages

Overall, the data demonstrate that racism, lack of social capital and lac
transparency in promotion and salary raises are the most prevalent barriers to
in England. However, we recognise that these barriers represent only a

fraction of what BPW face daily in their workplaces and do not comprehend
complexity of the multiple intersections to which this group is subject. Thus
recommend that future research considéire perspectives of an even more diver

group of BPW.

While it iswell-known that Black women face unique barriers to advancing
leadership positions, the complexity of these barriers makes it difficult to unp
(T x OEAOA AAOOEAOO ET OAOATTTAAO AT/
(i.e. age, class, sexuslj class, abilities, etc.) impact their career progression ren;
underresearched. The existing body of literature on the topic has identified s
of the social, organisational and individual barriers for BPW, but it has no
explored the complexityof such intersectionalities in depth. This gap reflects

wider lack of academic interest in this topic, something that our research see

challenge and address.
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This research provides a snapshot of the experiences faced by BPW during

historical moments. The COVHD9 pandemic, as well as the repercussions of
Black Lives Matter (BLM) movement and the recently published Sewell Réj
marked the social context of the study. Such context has both shaped the res

design and approatand also has influenced the participants' perceptions.

1 A controversial government report severely criticized by severalbddked scholars
and by the United Nations Working Group of Experts on People of African Descent
for undermining racial disparity in the UK.
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2. Objectives and approach

This study aing to contribute to the existing literature as well as to practitioners
interested in designing relevant strategies to help overcome these barriers and give
visibility to BPW. This research is focused on BPW working in England, at least 18
yearsold, in all ranges of age, sectors, across the entirety of career lifespan and at
different career stages (leaders/ndeaders). Considering the longstanding
complexties of the phenomenona list of key concepts is presenteddgaction 6.1

Additionally, the following qualitative and quantitative methodsere employed

1) Comprehensive Literature Review (CLRA total of 1,80&eywords and abstracts
were retrieved from academic databases; of these, 758 publications addressing
genderbased inequalities in career progression were screened and 19 articles were
selected to be fully evaluated given their focus on the barriers thatvBface to

progress into leadership positions.

2) Oneto-one semtstructured interviews with BPW: A total of nine indepth
interviews were conducted from 7 to 19 May 2021. The interviews were held online
via Zoom due to the current COWI® restrictions. Te interviews took
approximately 45 to 75 minutes and were conducted onlifetails of the

participants are presenteth Tablel.

3) Online survey with BPWAN anonymous online survey was conducted from 29

March to 25 May 2021. In total, the survey received 88 responses that met the
inclusion criteria. Of the 88 BPW that accessed the survey, 13 did not fully complete
the questionnaire, resulting in a total of 75 completed responses (quantitative data).

Of 75, 21 pdicipants answered the opeended question (qualitative data). The



survey consisted of 17 questions and the average completion time was seven minutes.

For a detailed summary of the demographic distribution of participasgeeTable2.
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Both the survey and the interview employed a s&d#flection sampling (or volunteer
sampling), that is, a noprobability sampling technique and therefore the results
presented in this study lack generalizabilifyarticipants were recruited onlingsee
Table 3 and did not receive any compensation; however, as an incentive for their
participation, a prize draw was held among those participants who disclosed their

email addreses.

Table 1. Demographic portrait of interview participants

Participant Professional Region of
Pseudonym Title England
Anna Non-manager Local Government North West
Carla Manager Higher Education North West
Danielle Non-manager Not-for-Profit Sector North West
Elizabeth Non-manager Social work and Care Midlands
Florence Non-manager | Civil Service and Highe| North West
Education
Natalie Senior Manager Health and Local Midlands
Government
Beth Non-manager Higher Education and | North West
Not-for-Profit Sector
Sarah Non-manager Customer Service / IT| South East
Jo Manager Banking North West

Note: Own elaboration.



t
]
)
o
==
v
=
O
L]
o
o
H

3. Findings

To advance the understanding of the main barriers faced by BPW in their career
progression, this section presents the main findings of the data collected and
analysed. Accordingly, this has been organised as foll@gstion 3.lintroduces the
findings of the Comprehensive Literature Review. Theaction 3.2 discusses the
findings of the survey. This is followed byction3.3which isdedicated to presernhg

the main results of the interviews.

3.1 Comprehensive Literature Review

The results from the CLR conducted in this study unveil interesting findings in terms
of trends in the scientific literature. They are organised as follows: 1) major
publication trends(see sectiorB.1.1)and 2) an ogrview of the literature available on
BPW(see sectior8.1.2).

3.1.1 Major trends

Using descriptive statistics, this subsection identifies the main trends in the relevant
academic literature about BPW. Thus, numbers of publications, trends per year,

country,sector,and methodology are analysed.

BPW publications

Regarding the publicatios about BPW, Figureshows that after removing duplicates
and assessing the abstracts and keywords, only 2.5% of the retrieved documents
(n=19) examined the barriers that BPW face in their career progression, indicating a

clear gap in the literature abduhe topic.



Most of the articles analysed (97.5%) discuss getiiesed barriers, without focusing

on the intersection of gender and race.
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Figure 1. Comparison Women versus BPW articles in WoS

Fully assessed (BPW) I 2.5

Screened 07.5

0.0 20.0 40.0 60.0 80.0 100.0

mScreened mFully assessed (BPW)

Note: Own elaboration. N= 758

Publication trends per year

Caoncerning publication trends per year, the analysis of the 19 articles shows growing
interest in the topic since 2006, with only one article dedicated to the issue before
that date. During the following decade (20e017), the number of articles remained

steadily scarce, averaging a total of 1 article per year.

Interestingly, since 2018, the number of publications has increased, a phenomenon
that could be associated with the growing interest in examining the barriers that
Black Women face in generaljth barriers related to BPW career advancement being
among the most researchedlhus, social movenmgs such as "Black Lives Matter
and "Me too", which gained significant public attention in the last few years, probably

have impacted the interest of academiesearch in exploring the phenomenon.



The results of this section are presented in Figaire
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Figure 2. Publication trends per year
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Note: Own elaboration. N=19.

Publication trends per country

Most of the studies analysed were conducted in the United Stdte= 8), followed by
the United Kingdom(n = 5) Canada and South Africa (n= 2). These results are

presented in Figure3and4.
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Figure 3. Publication trends per country
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Note: Own elaboration. N=19

Figure4. Map of publication trends

Note: Own elaboration. N=19.
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Publication trends per sector
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Concerning the sectors explored in the selected studies, this aspect unveils a greater
variety than the other dimensions analysed in this section. Indeed, the most studied
sector is health (26.3%n=5), followed by the public sector (n= 3), studies focused on
multiple industries (n= 3) and education (n= 3). Additionally, two studies were found
analysing barriers in the private sector (n= 2), and one study focuses on the IT sector
(n= 1). Despitehis variety, there is a lack of studies focused on other areas and

industries, such as STEM careers. Fiduitkistrates these findings.

Figure5. Publication trends per sector

%
Transversal # 15.8
Social service 5.3
Public * 15.8
Private and public 5.3
Private 10.5
IT 5.3
Health 26.3
Education I i i 15.8
0.0 5.0 10.0 15.0 20.0 250 30.0
Education m Health mIT M Private
Private and public m Public Social service m Transversal

Note: Own elaboration. N=19.



Publication trends per methodology
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The analysis of methodologies conducted in the studies contributes to information
that shed light on what has been done on the subject and iethodological,

allowingincumbent parties to outline strategies to deliver future innovative research.

Thus, tre analysis of trends per methodology unveils that 76.5% of the studies were
gualitative (n= 13), and 17.5% of the studies were guantitative (n= 3). Interestingly,
none of the studies found was conducted using a mireethods design. In this
regard, the curent study emerges as an unprecedented contribution to the
knowledge of the barriers that BPW face in their career progression to leadership

positions. Details of these results are presented in Figure

Figure 6. Publication trends per methodology

Semi-qualitative 519

Mixed O

Quantitative _ 17.6

00 100 200 300 400 500 600 70.0 800 900

m Qualitative mQuantitative mMixed Semi-qualitative

Note: Own elaboration.
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The following section presents a comprehensive analysis of each of the analysed

articles, identifying barriers and facilitators to BPW career progression

3.1.2 Characterisation of the literature available about
BPW

This subsection presents the results of the comprehensive analysis of the retrieved
articles. The analysis was developed based on the main categories identified in the
revision of relevant literature: social, organisational, individual/personal, and racial
(McCullough, 2020; Rijal & Wasti, 2018; Xie & Zhu, 2016). Addde4 identifies and

summarises the barriers identified in each dimension.

Social factors

In terms of barriers, the revised articles identify socialeotptions and spread racist

and sexist prejudices, gender explicit and implicit bias and stereotypes regarding
BPW across society (Lugar et al., 2020; McGee, 2018; Mogadime, 2008; Reynolds
Dobbs et al., 2008; Sales et al., 2019; Showunmi et al., 2016 gSting et al., 2018).

For instance, Jefferies et al. (2018) and Mogadime (2008) recognise as key factors the
perpetuation of historical, societal hegemonic discourses and racial oppression. Also,
ReynoldsDobbs et al. (2008) add to these barriers the pheemon of colourism,

referring to the differences of treatment based on skin tone.

Following this, in terms of social facilitators, the main topics highlighted in the
academic literature were issues related to the existence of legislation attempting to
protect individuals from any type of discrimination based on personal characteristics,
such as the Equality Act 2010 in the United Kingdom (Bhopal, 2020; Bogg et al., 2007,
Wyatt & Silvester, 2015) or the Employment Equity Act in South Africa (Motaung et
al.,2017).

14



Institutional/ organisational factors
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Barriers at the organisational or institutional level identified in the literature unveil
organisational practices and values that foster a detrimental culture for BPW (Bogg
et al., 2007; Jefferies et al., 20BynoldsDobbs et al., 2008). For instance, Bhopal
(2020) explains that BPW feel organisational pressures after returning from maternity
leaves. Moreover, Erskine et al. (2021) specify that institutional patriarchal logic and
white supremacy are perpetuateat the organisational level, employing the concept

of "misogynoir". Other authors propose that the organisations are predominantly
"male's domains" (Lugar et al., 2020; McGee, 2018). Indeed, in a study developed in
the education sector, Mogadime (2008)entified that decisioamaking boards or
committees were predominantly white. When having any Black employee, these

workers felt that these were chosen as an act of tokenism.

Also, in terms of stereotypes perpetuated at the organisational level, BPW saffer
series of prejudices, such as being seen as the "angry black woman" (McGee, 2018).
Also, ReynoldsDobbs et al. (2008) provide a comprehensive review of the most
common stereotypes that BPW face, including "the supportive mammy", “the
unqualified Jezebé| "the feisty sapphire”, "the unstable crazy black bitch", and "the

overachieving superwoman".

Interestingly, the findings of Bloch et al. (2021) propose that participants had more
possibilities to occupy senior management positions in headquarters thrandhes

I £ZFEAAO8 #11 OEAAOETI ¢ OEAOh OOAAEOQEITAII U
in capital or important cities across countries, it can be suggested that the

geographical location plays an important rale BPW career progression.

Other organsational barriers identified by the authors were related to the lack of

formal and informal network opportunities (Reynolddobbs et al., 2008; Wyatt &

1:
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Silvester, 2015), lack of role models and mentorship within the organisation
(Showunmi et al., 2016; Shg- King et al., 2018), and sponsorship (Wyatt & Silvester,
2015). Following these lines, the same factors,(irdormal and formal networks, role
models, sponsorship, coaching and formal mentoring opportunities) were identified
as facilitators for the ppgression of BPW in other articles (Allen, 2020; Cirincione
Ulezi, 2020; Hoover, 2006; Motaung et al., 2017; ReynDloisbs et al., 2008;
Showunmi et al., 2016; Shurging et al., 2018; Wyatt & Silvester, 2015).

Table4. Summary of the main barriers anddcilitators identified in the literature

Article Barriers Facilitators
Social Institutional/ Personal/ Racial Social Institutional/ Personal/ Racial
Org. Individual Org. Individual
1 X X X X X
2 X X X X X X X
3 X X
4 X X X X X
5 X X X X
6 X X X X X X
7 X X X
8 X X X
9 X X X X X X X
10 X X X X X
11 X X X
12 X X X X X
13 X X X X X
14 X X X X X X X
15 X X X X X
16 X X X
17 X X X X
18 X X X X X
19 X X X X X X X

Note: Ownelaboration. N=19.

In addition, ShuneKing et al. (2018), in a study conducted in the South African health
sector, highlighted the positive contribution of supportive and collaborative teams

(encouragement among team members). Finally, Bhopal (2020), Besii al. (2021),

1€



Lugar et al. (2020), McGee (2018), Mogadime (2008), and Motaung et al. (2017)

explain the relevance of organisational strategies to support this issue.
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Racial factors

Racial factors were identified in most of the articles analysed, desg racism and

bias in the organisations (Allen, 2020; Bogg et al., 2007; Erskine et al., 2021; Lugar et
al., 2020; Maume, 1999; Mogadime, 2008; Reyndlibbs et al., 2008; Showunmi et

al., 2016; ShundKing et al., 2018). Specifically, Bloch et al.Z@PDdeveloped a study

in Higher Education (HE) institutions in the United Kingdom describing the presence
of marginalized groups based on race and gender. Similar findings were presented in

the work of Sales et al. (2019) developed in the United States.

Moreover, the research conducted in an educational institution in the United States
by CirincioneUlezi (2020) described that working under racist conditions is
characterised by constant exposure to microaggressions and stereotypes causing

what the partici@nts called "racial battle fatigue”.

&ET Al 1T uh ET OAOI O T &£ OAAEAI EAAEI EOAOQI OC
highlights the existence of legislation that aims to protect workers from
discrimination in the workplace (Bhopal, 2020; Boggaét 2007; Wyatt & Silvester,

2015) such as the Employment Equity Act in South Africa (Motaung et al., 2017).
Although most authors recognise that such legislation is not enough by itself, to
overcome discrimination, it does provide an important baselinghe issueFinally,

the details of the reviewed articles are presented’able 5.
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3.2 Survey

This section presents the results of the online survey conducted with BPW. The main
findings arising from the survey data can be grouped into three categories: 1) issues

of race and gender presented in sectiBi2.1; 2) barriers that BPW face to advance

into leadership positions discussed in secti@ Y8 QN Qq DAOOEAEDAI
detailed in sectiorB.2.3.Additionally, Table2 presents a demographic portrait of the

participants.

Race and Gender

The survey findings indicate that BPW perceive the barriers they face to progress in
their careers are more associatedth their race tharwith their gender. A significant
number of participants (94.7%) agreed that Black women face unique barriers to
advancing to positions of leadership when compared to ABlack women. In the
same vein, 73.3% affirmed that they feel that the fact of being Black has affected their
career growth. In comparison, when asked to compare the barriers that women face
with male pofessionals (both Black and nddlack), although 90.7% agree that
women face unique barriers, only 56% of them stated that their career progression
was affected by being women. In this sense, participants seem to agree that the glass
ceiling for women exis, but only about half of them are able to identify this as a
barrier that has prevented them from being promoted to leadership positions; on the
other hand, almost threequarters of participants stated that being Black has

impacted their careeprogresson (Figure?).

1€
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Figure 7. Career growth and its relationship with beingBlack and a woman(% of
respondents)

| personally feel being a woman has affected my

10.7% 32.0%
career growth

| personally feel being Black has affected my
career growth

12.0% | 13.3%

20.0% 40.0% 60.0% 80.0% 100.0%
B Agree M Neutral M Disagree Prefer not to say

Note: Own elaboration

The perception that being Black has influenced their career progression is more
evident among participants with greater pre$sional experience. Although the data
show that there is no statistically significant relationship between the age of the
participants and the impact of being Black on their career progression, there is a
relationship between the number of years workeddaie impact of being Black: 90%

of those who have worked between 10 and 19 years agree that being Black has
affected their career growth, a rate that drops to 44.4% among those with less than
five years of professional experience. These findings refleetfact that those who
have been working fofewer years (and, consequently, have had fewer career
advancement opportunities) are less likely to associate the impact of being Black with
their career progression. However, the data also indicate that rapeiiseived as a

potential barrier among respondents with more professional experience compared to



the less experienced onedVhile all respondents who have between 5 and 19 years
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agree with this statemengFigure8).

Figure 8. Comparison between the barriers faced by Black women, neBlack
women and men (% of respondents)

Women face unique barriers toadvandngto postions

of leadership when comparedto men 90.7% 2.7V

Black women face unique barriersto advancingto
positionsof leadership when compared to non-Black 2.7%2.7%
women

Black women face unique barriersto advancingto
positionsof leadership when compared tomen (both 4.0% 53%
Black and non-Black)

700% 750% 800% 850% 900% 950% 100.0%

B Agree B Neutral MDisgree Prefer not to say

Note: Own elaboration

Barriers

2ACAOAEI ¢ OEA OUDPA 1T &£# AAOOEAOO OEAO "07 /
AAPEOATI 6 jé¢i8¢emq AT A Ol AAE T &£ OOAT OPAOAI
OEA AAOOEAOO 1100 1 &#0AT OAI AAGAA A0 O
OANOEOAI AT 0066 | QamQh-XiO&k OOOROADADBOAAU Ok 1
AT A OPAOOTT Al OAEAOU AT 1T AAOT 66 | Wwomq xAO:
Ei DT OOAT 668 )1 OAOI O 1T &# OAAEOI ET OEA 5+
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relationship with age. For instance, while 93.3% of respondents between 30 and 39
UAAOO 1T &£# ACA OADPI OOAA OAAEOI AO A OOGAOU
between 18 and 29 years agree; at the other end, 23.1% of participants aged 18 to 29
considered ra@i O1 AA A O1 10 Ei bl OOAT 06 AAOOEA
OOAOEOOEAAI T U OECTi EZEAAT O OAI AOCET 1 OEEDP A.
AT A ACA j xEOE EECEAO OAOAO 1 &£ PAOOEAEDAI
60% z among tho® aged between 40 and 49 years old). Conversely, no significant

relationship was found between this barrier and caring responsibilities.

Participants also had the option of adding a barrier that was not listed. The responses
OAOEAA xEAAT UQADTI AUT DAOOADA OPAE AAT OO6Qqh O/
OAARAET ¢ Ui 01T cé AT A OET OOZZEAEAT O ET1 x1 AAC/
one cited by a different participant) are some of the barriers identified. A respondent

Al 01 AAEEEOQOI AA \@ithesdad abyEbArrieEs AooHanyOnodd AnFact, the

| BT OEOA EO OOOAN PATPI A AAT A T OAO AAAEXx/

When asked to rank the five main barriers they have faced throughout their careers,

the barriers most selected as the most importantw€é AAE 1T £ "1 AAE x1 1
AT A OIT1T A 1TTAAI 66 jwxsaomqgh &£ 111TxAA AU O
i AT Ol OOEEDP AT A OPIi 101 OOEEDPO | XwmQgs &i O O
xAOA O1 AAE T £ 1 b1 0001 EOEAOA AP KO Rigd AJOXEBS &
Ol AAE 1T &£ 1 AT O1 OOEEDP AT A ObPI1O1 OOEEDP6 ji 8
011 EOOAA AAOOEAOh DPAOOEAEDAT OO AAAAA O1T1C
AOI OOOAT 7001 AAOGOET T Al AAEOOO ok attudeA £OA O

P - A N~

I AUET AOGOh A0oOcOh AT AT ETTh TAAOGEOUR bHITO

o

others.
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Other Topics Discussed by the Participants

In the openended question in which participants were invited to comment, one
participant took the opporturtly to express her concerns about the survey, affirming
OEAO x1 1 AT AOA EAOI OO0Aid | akindt avihiteAn@iEds gy O)
face open hostility. If women and coloured men were treated the way that white men

are now, it would be called r&cOi AT A [ EOAT AOU68 3 EI EI AO]
AEEEOI AA OEAO OAOGAOU 1 PPT OO0OT EOU EO CEOA
are lowered for us; we get the same pay, despite not performing to the required
standard; we cry racism when there is mpnve are allowed to be overweight/obese;

OEEO EO 11 060 ANOAI EOUh OEEO 11 0 xEAO xA EA
at the bottom of the food chain are white workin§1 AOO | AT 6 8

However, most of the participants expressed strong viewst tBiEack women face

bias, prejudice and discrimination at the workplace as a result of the intersection of
OAAA AT A CAT AAO8 ! AAT OAET ¢ OI A DAOOEAEE
women of colour means that we often work harder to get into leadgrgbositions

and if we do get there it is far from plane sailing compared with other groups. Racism

AT A OAgGEOI ET AOAAOGA AT A OEEO 1T AAAO O AE/
AEEEOI AA OEAO O"1 AAE x11 Al EAOAalogsideOAAE] |
gender discrimination. Therefore tackling multiple disadvantagef 6 8 ) 1 OEA C
xAUh A DAOOEAEDPAT O OOAOAA OEAO OOEA )1 O/
barrier for black women because they share neither racesa §ender with he

dominant groups-x EEOA [ AT AT A x1 1 AT 68 1| AAT OAET C

especially true in sectors such as law, librarianship, social wegtth,and education.

Another recurring theme was the lack of equal opportunities at the workplace.
AcccOAET ¢ O A DPAOOEAEDPAT Oh OANOAI EOU 1 AAA
OAl A OAET h A OAODPITAAT O Aiii Al OAA OEAO O

22
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CAT AAO ANOAIT EOU x1 OE68 !'11 OEAO AOANOAT O
models. A parttipant, for instance, reported that after finally finding a Black women
OT1T A 11TAAI OEA EAO DPAOAAEOAA OEA AATA
AAET T x1 AACAT AT O 1T £ OEA EOOOAO xA EAAA AO
subject, one participant statedhat, after having benefited from the guidance of

Black women throughout her career, she is currently committed to mentoring young

"1 AAE xT 1T AT n ET xAOGAOh AAAT OAET ¢ O1T EAON
They tend to pretend that everything isn until a very serious moment of crisis.
However, black men, White and Asian men/women have been very open and even

actively sought ought mentorships[cY 6 8

&ET Al 1 Uh DPDAOOEAEDPAT OO Al O1 1T AT OEITTAA ETA
challenge 8 A DOOE AAAE6h OOPAAAE AT A AEAI AAO:
OEAOAA&EI OA 110 POl ZAOOET T A1 6 AO EAOEI ¢ AA&E/

that she feels that wearing her natural hair does not appear professional to others.
Anotherrespondé © EECEI ECEOAA OEAO O"1 AAE x11 A1l
[sid and risks with their jobs as they often don't have the luxury or the option not to

x]T OE TO O OAAOAA EI OO0 j8q ,AAARAOOEED OI
whenthereisEET AT AEAT 1 AAxAU &£ O °~ Z£ZAEI OOA 806

3.3 Interviews

The following analysis is broadly grouped under three overarching groupings:
Personal/Individual, Social and Organisational Factors. Whilst this is a helpful means
of presenting our data, and concentrating thought, it also seems important to
highlight the intersecting nature of these subdivisions within the life of a BPW:
evidently, some features may stretch across all three areas (as do race and gender),

with others sitting more compactly beneath one tag. As was hoped, despite the
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differences inthe sector, current point in career lifespan, and location, clear themes
emerged throughout the interviews, as did some illuminating differences. Perhaps
unsurprisingly, the most factorg by farz were those connected to organisational

concerns; whilst those orighOET ¢ ET DPAOOEAEDPAT 080 DPAOOI

least numerous.

The analysis is shaped around particular concepts which emerged from both the
ET OAOOEAxAAOS Ai 1 OOEAOOETT O AT A OEA 1 EOA
womanist intention, ickas such as misogynoir, bias, stereotyping, otherness and the
AT T AOAOGA AAEITET ¢ &£O1 AGEIT A0 EAI p&AEOI Al

experiences and the literature.

3.3.1Personal/Individual Factors

Background, Class and Social Capital

Whilst not all women explicitly discussed their

5y personal background in response to questions

regarding personal circumstances, some did;

EVIIS RN EERERIETRE others did so less directly. In addition to the
woman, it's that much more

difficult evident commonality of having been
racialized as Black and being womet,least

, LB four interviewees highlighted the fact that

they grew up in workinglass families, being

the first to enter higher education. As such,

the impact of being doubly or commonly triplyz marginalized at the intersection of
race,gender,and clasgMitchem 2002), these women were keenly aware of what is
commonly assumed in middielass professional environments, and the reality from
xEEAE OEAU AOA AiiET¢8 &1 O AgAi bl An- " AOE
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classwoman . .. afirgeneraE 1 T h UT O ET T xh AAAAAI EA6 AT ¢

her in the professional context.

As with several other women interviewed, there was a strong sense of a consequent
alienation experienced in the work environment as she had to learn to navigate the
language, culture and social mores of the space, its norms (as in Kumra & Manfredi,

2012; Rijal and Wasti, 2018; Xie and Zhu, 2016). Beth and Natalie spoke, with triumph,

I £ ARET ¢ AAT A O1 O Sie labgddgd df the prevalling O#agivh 6§ "
and culture, much like a pioneer exploring a new land. Whilst such versatility is an
undoubted skill, the daily exercise of it for decades is cas@ye A OAT T OET 1 Al
expended by Black women (Mitchem 2002), as Beth expressed it.

Participant responsealso emphasised that the bor tri-dimensional alienation with

which they live is also expressed in their consequent lack of insider knowledge and
experience within their personal peer group or family context, rendering them also
isolated within that spae to some degree. Natalie (working at a very senior position
xEOEET EAO 1T OCATEOAOEITq AT Ol OAOAA OEEO
OO6DPDPI 0O AEOAT A AOT 61T A EAO AAIT 11 xzothd,sAAE OF
who understand the particulagxperiences of challenges of her daily working lives.
Another interviewee was instrumental in building a network for Black staff in her
organisation. In this way, the women are seeking to establish safe supported spaces

for themselves, and others, withivhich to process their experiences.

A further consequence of being from a ntraditional background is the lack of

existing social capital into which the women can connect and from which they can

draw (ReynoldsDobbs et al., 2008; Wyatt and Silvester, 8)1The resulting need for
professional network building is rendered a further challenge due to the disconnect
which can occur between the BPW and her surroundings. Elizabeth directly stated
OEAO OEAOETI C O1 1T AOxi OE AO A fidi dndply x1T 1 A
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AARAAAOGOA OT1 AGO O1 1T AAT AU O1 AAOOOAT AO Ul 0o
AEO ACCOAOOEOARh OiI i AGEI AGh T O 1T OAOATT EEA
implicit reference to the wellvorn stereotype of the angry Black woman (Ma&e

2018) neatly demonstrates misogynoir (Bailey, 2018), the unique coincidence of anti

Black racism and misogyny encountered by Black women and the psychological

impact it can have

Psychological Effects of Misogynoir

Several respondents shared candidlycaib their battle with Imposter Syndrome.

Whilst this phenomenon is not unique to the Black woman, the accounts relayed by
participants highlighted that their experience of misogynoir and, potentially,
classism, left them labouring under the particular sgtfubts which characterise this
DOUAET I T CEAAI AAOOI A "AOE OAx EAO AOOAEI
and racism and classism and all of tHeOi © AT Ah Ul O ETT xh AC.
because, upon reflection, she realised she had undertakerhigher degree in order

to be accepted and validated in White professional spaces. The experiences which
paved her route were characterised by a common practice of being professionally
undermined, ignored and silencegsystemically by White male enviroments and

structures (Miller, 2016; Britton and Logan, 2008), not necessarily always by White

men (some of whom have shown themselves to be great allies, full of intentional

action).

Natalie expressed the sense of constantly questioning why she was irotime and

whether she deserved to be there, giving an insight into the psychological and
emotional onslaught with which these women live as a consequence of (often
unintentionally) violent structures and practices encountered in the workplace, a

product of its systemic context (Czarniawska, 2017; Luhmann, 1986; Seidl, 2004).
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Counteracting that, Beth stated that she was aware of the strong prevailing sense
that she should be grateful to be there but, in response, her assertion is that she has
worked hard, dserves to be there, and the organisation should be grateful that she

is there, enriching them.

The other face of misogynoir and its effects were referenced by one woman, who
detailed a compulsion to work exceptionally hard (which she believed she had
obsewed in the majority of other BPW) due to feeling a sense of responsibility to
everyone racialized as Black: a responsibility to excel and to thereby not prejudice

I DPT OOO0T EOEAO A& O OET OA xEI xEIT ATT A AA
i " AOEGAOhxTAIT OI . AOAT EAGO OAT OEIi AT 6q EAAI
reveals a further emotional weight under which the BPW may be living: both women
identified the sense of the fragility of the moment, of the opportunity to be in the

room and at the take; the huge responsibility of needing to overperform so that racial
prejudices, stereotypes and negative expectations may not be fulfilled and exclusion

T £ 1T1TA80 xET T A ATT 1 OTEOU 1T 0O AAI T COAPEEAT
al., 2020; McGee2018; Mogadime, 2008; Reynokidobbs et al., 2008; Sales et al.,

2019; Showunmi et al.,, 2016; ShuKgng et al., 2018 on the impact of social

expectation and stereotyping)

Motherhood and Family Life

In common with women more generally, interviewees exgged a belief that

motherhood (or the desire to be a mother in the near future) impacts their
professional opportunities and makes them more concerned about the balance
between their personal life and work. Some interviewees with children were not
actively seeking to advance professionally at the time of the interview, prioritising

their child, or acknowledged a potential conflict between career and family for them.
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'TT A OOAOAA OEAO Oi U AEEI A" O OAOU Ul O1 ¢h
awork-life balance, so I'm not seeking anything higher at the moment. My job is very
AAAT T T T AAOET ¢ &£ O A ET TuU OEOOAOEIT 86
Danielle shared that she is not currently seeking a management position because she
wants to start a family in the near futurean & Z£AT1 O OEAO OEA ODPOAC
AOGAT ET ¢cO AT A OEA DPOAOOOOA OiI x1T OE 11 OEA
her, alongside a family. The tone of inner conflict connected to this is worth noting,

AO OEA A1 O OAEI AADAKEODBAG AOKO@DAGE AAIO A,
OAODPI T AAT O xEOET OO0 AEEI AOAT j wl EUAAAOEQ «
important and | think that probably would be a barrier in terms of me progressing to
management. | don't think that it will be lo@kl at favourably if they probably knew

OEAO ) xAl OAA O EAOA AEEI AOAT 86 wl EUAAA

(2020) that women feel organisation pressure after returning from maternity leave.

Equally, whilst speaking about her own rise to tingper echelons of leadership in

several organisations, Natalie referenced the benefit of her having been flexible
regarding location: she had lived and worked in Birmingham, London, Canada, and

was now back in England; she regarded her ability to moveherever the job was

as a major strength and support in her ability to progress. Natalie also highlighted her

AAT EAAOAOA AAAEOGETT O1 O11T 11T1TCAOGe 1T x1 A
with ease. In contrast, women with children felt a significar@ight of responsibility

to provide stability for the wellbeing of their children.

Age

Four interviewees highlighted age as a relevant factor. Interestingly, the women who

did so focused on opposing ends of the spectrum.
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Danielle reflected on the challengd frequently being perceived as younger than she

is (a problem she considers common for BPW), and thus less competent and
experienced than she is. Highlighting an example from general life, she referenced
her mother, who was asked to show her ID cardilstie was forty, and her cousin, a
35yearold doctor who believes that patients do not take her seriously because she
looks younger than she really is. Danielle stated that she is afraid clients will not take
her advice seriously, as they may think shelds very young (she is 28 years old). She
believes this because she knows that as a Black woman, people tend to perceive her
to be younger than she is. Arguably, these assumptions to which the BPW are subject
AAOOU 1T OAOOTTAOG 1T £ Ochtfidl byORefhGldotbgEet AIA * A U/
(2008).

Other respondents used part of their interview to explore their struggle with Imposter
Syndrome due to age, as opposed to gender, race or class. For example, Florence
reported that being young, in addition to bejnBlack, is not only a barrier to
leadership positions but also impairs her setinfidence. She is the youngest on her
team and believes that because she does not have as much experience as her
colleagues; she cannot contribute to the discussions. Floeeatongside Carla, also

felt unready for leadership due to age. Danielle reported (alongside the two already
referenced) believing that people perceive her as too young to be in leadership.
Particularly striking is the admission that these accumulatedroaggressions and
stereotypical expectations lead to setensorship and silencing in the professional
OAOOET ch Al A@GPOAOGOEIT 1 &£ OOAAEAUEzZAAOOI /
(2020).

&ET Al 1T Uh "AOE A@DOAOOAA Al 1 dddsiOdred hdoldAAET C
when in professional competition with twentgne-year-olds only a few years behind

her professionally in her current field; however, these -sielfibts overlook the
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formerly mentioned misogynokand classisrbased Imposter Syndrome echo here

also.

3.3.2Social Factors

Racism, Unconscious Bias, Stereotyping

The atmospheric elements of racism, unconscious
,, bias and the psychological strain of negotiating

stereotypes areunfortunately, longestablished and
| would nger dream of

going into an interview
R e e A Atz 2018; Reynold®obbs et al., 2008; Cirinciorglezi,

enduring social factors for Black women (McGee,

OV ETSRSORESITs 2020), and the professional context seems to be no
my culture away as muc

: different.
as possible

, , Sarah, Elizabeth and Carla explicitly raise the issue of

stereotyping and its effect on them. There are

historically and contemporarily a range of negative
stereotypes applied to Black women (Reyncldsbbs et al., 2008). One stereotype,
in particular, was highlighted by all three of the women who addressedpttablem
directly: the angry Black woman (McGee, 2018). All three participants spoke about
AEOGEAO AAET C 1 AAAI ‘kdkidg inOdkderCtd A0 Bhd Aedsy 1 O (
misapplication of that label. For example, Carla stated that, because she believes that
people see her as an intimidating person, she is more®iscious about the way
OEA AAEAOAO AiT1¢c EAO PAAOOg O) Ai OAOU
AAOT 600686 ' O A OAOOI 6h OEA OOEAO O OiEIA
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Anna explained: "We tlk about subconscious bias and all these, you know, fluff. | call

them fluffy terms for racism. And so, yeah, before | even crossed the threshold, | know

that I'm different. | have to think about how | have my hair. How | speak, what I'm
wearing, obviouslybut that's, you know, but | wouldn't say that's a racial thing. And

when | attend interviews, | have straight hair. | would never dream of going into an
interview with braids or my natural curly hair . . . So, | strip my culture away as much
aspossibld 3 EA Al O AAIi EOOAA O OOET C EAO 1 E!?
%l Cl EOE"8 ! bPbOT AAEET ¢ OEA EOOOA EOIT I A
OAODPT 1T OA AAET AA '11A60 AAI EOOEIT 8 3EA Ob
encountered who feehey need to do everything they can to strip themselves of their
Blacknessz whether in terms of elocution lessons, choice of clothing, or even
association with other Black professionals. Whilst Anna spoke from a position of
having accepted this practicef assimilation and erasure of expressed identity or

OAOI OO00A6h TAEOEAO xI1 1 AT OPTEA AAT 6O OE

positively.

The following are all contemporary social factors, which exemplify enduring social

factors around race: Blackugs Matter, Covidl9, the Sewell Report (2021).

Black Lives Matter

Only Sarah stated that her organisation had responded to the event of summer 2020
following the death of George Floyd and the resurgence of the BLM movement and

the global cry for racial gtice. All other participants stated that there was no
response from their organisation, and no indication of it having had an impact in any
xAU8 3AOAEGO 1T OCAT EOAOETTh xEEAE AEA OA
Group, composed of interested emptees from across the company. Although at its

early stages, Sarah felt hopeful about it because of the persamired culture which
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undergirds the organisation's modus operandi. Whilst only Sarah was proactively
offered support in light of the acknowledge@motional effects she may be
experiencing, Natalie was able to access support because of the peesuned

approach of her manager.

These were exceptions, though, and respondents felt that the general response
reflected a general irrelevance of BLM thet organisation for which they work,

perhaps best exemplified by Beth who directly asked for a response from her
organisation. According to Beth, whilst there was a meeting, there was little

engagement during the meeting and no outcome from it.

Covid-19

In considering the impact of the pandemic on them as
,, BPW, there were mixed responses. Whilst several
_ participants said that they had beeable to continue
Forme it's worse now _ _ _ _
R working remotely, which came with benefits, three

looking upon the participants (Beth, Natalie and Elizabeth) stated that

screen, I'm seeing all

White faces every
single day scenario had come at a high cost to their social well

they found the isolation created by the lockdown

being and their professional mworking capability. Beth

, , focused on the intense emotional tax of the pandemic:
O4EA %@DPAOEAT AA ) AAlIl EOq
experience of Black Lives Matter and COVID has just been emotionally draining.
Yeah, I'm trying to manage that and childreome-schooling and people dying in the

AT 11T 01T EOUh AT A Ui O ETTx All 1T £ OEAOS8H
Natalie highlighted the effect of attending streams of virtual meetings and being the

only nonWhite face on the screen. Additionally, she highlighted the impact of losing
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AT OEOT T 1 AT O O7EAOA EO EAOT O AAAT O1 <cCIi
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faceto-face. (...) | don't do tea, but if | go to get water or I'm literally just walking down
thecWOEAT O AT A ) OAA OT i AiTTA8d6 'O A OAOU C
how deeply she valued the humdn-human interactions she may have had with
colleagues of varying levels, with some of whom she shares cultural connections.

Such encounters offeO A FOAOETI AT O ET A AT 1 OA@dO OEAOD E
we're very social creatures and we need to see a face that looks like us. (...) And for

me it's worse now because when I'm looking up on the screen, I'm seeing all White

faces every single dag.

Consequently, Natalie has had to respond by creating her own access points for such
refreshment during the pandemic. Both she and two other participants (Elizabeth and
Beth) commented that whilst it can be challenging for BPW to network anyway, the
pandemic had made it more difficult because remote meetings make fostering
relationships more difficult generally, which may be further magnified by the
presence of invisible barriers of stereotyping and unconscious bias. Elizabeth stated
OEAO 0) ©Sdvenimbre difficuit siBply because we work from home, so it is
difficult. Anyway, as a black woman trying to move up within local authorities is very
hard. Even go work for a multicultural local authority, it's very difficult, but I think this

isgoingt AA AOAT 11 OA AEZAZZEAOI O AOOEI C #/6) $
The Sewell Report

All interviewees, but one, were aware of the Sewell Report. Without exception, those
xT 1T AT xET xAOA AxAOA AEAOAAOAOEOAA EO AO
%l EUAAAOE A ArprAudifoAdiided (E.xa bibdda siapin the face (...) that

we're ourselves within the world of where there was a lot of institutional racism, and
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OEAOA" 6 AOGEAAT AAh AOGAOU OETCI A AAU ET 1
hopeless of change, wist Florence highlighted her sense of voicelessness and

ET OEOEAEI EOU xEAT OEA OOAOAA OEAO OEO O E
OEAO DPAI PI A EAOA OAEABDH

4EARA ET OAOOEAxAAOGSE AT i1 AT OO OAOGAAI OEAON
(2012) conclusion that particular power dynamics, values, practices, bias and
stereotypes remain untouched at all levels across modern societies is accurate. From
this perspective, the Sewell Report certainly seems to highlight a system, where its
different parts produce and reproduce themselves, impacting and influencing each
other - in this instance- to the harm and further marginalization of the already

minoritized.

3.3.3. Organisational Factors

Organisational Culture

The impact of the prevailing organisational culture was
L highlighted by interviewee responses to questions on
this topic. Whilst Sarah felt that her organisati had a

INCRNEREVERUEN much more nurturing culture than her previous

morethe lower the
workplace (of 20 years), other respondents who

level, the more you se

NOICERVEES WA GEE  engaged with this question tended to characterise their
higher, the less level ¢

X : organisational culture as White, middigass and male
diversity

(Acker, 1990; Miller, 2016; Britton and Laog 2008),
55 despite the presence of women in healthy numbers.
"AOE AAOAOEAAA EAO xI1 OEDPI AAA

such an atmosphere is that th@heringexperienced by these women in other areas
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voicelessness and marginalization.

Natalie highlighted the difference between a transactional culture and a
transformative culture; whilst she is the only n&hite person in her current
organisation, she has found their persaentred culture, as practised by her line
manager, supportive and empowering (Shuigng et al., 2018). An example given

was related to the aftermath of the death of George Floyd and its coincidence with

the pandemic. Whilst her manager did not instigateetoffer of this specific support,

OEA AEA AOE xEAO OEA TAAAAA O1 A1 O OA
response, the participant was able to briefly outline the impact of these current world
events and to discuss the exploration of appropriate gond for her wellbeing and,
OEAOAAUKh x1 OE8 30AE Al APDPOT AAE xAO AT I
Sarah, whose company established a Diversity and Inclusion Group in response to the

events of Summer 2020.

Demographic Profile of Senior Leaders

Participants perceived that the organisational culture is
55 evidently set by those who lead and steer it. Without

exception, the senior leadership of the organisations for
You tend to find that

OEAUG OA
NEREGEMERIMEREIEY White and, commonly male. This was true even in
and male

which theinterviewees work was shown to be entirely

organisations where interviewees described the

composition of the workforce as equitably split

between men and women. For example, Elizabeth

described her organisdtii AO OOAOU | OAE 1

. . there's a lot of blacks and a lot of Asians . . . but once you get teldvigh
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management, it's very few and far betweenU] O OAT A O1 &£ET A OEAO
i AT ACAT AT Oh &A1 A1 A AT Aowerieé 18v8ldhe indre youSdeO A A
iTOA AEOAOOEOUN OEA EECEAORh OEA 1T AOO 1AO0

very real existence of a concrete ceiling (Erskine et al., 2021; Wyatt & Silvester, 2015).

The lack of diversity at senior levels impatie decisions taken and the direction,

tone and culture of the organisation, all of which affect the lives of employees. Carla
OOAOAA OEA AEAT SO0 OZAAlI 1T EEA xA” OA xAll C
the organisation. And I've always fdtEEA [ U OT EAA EOT " O 1T AAAO
&1 1T OAT AA AAOAOEAAA EO AO OEAOA xEAT Ul O |
PAT PI A xET 1TTTE 1TEEA UI 0686 "AOEBO 1T OCAT E¢
but neither of them vas respongble for matters connected with race. In fact, in
response to staff calls for a Race Equality Officer, the entirely White senior leadership

I £/ EAO x1 OEPI AAA OOAOAA OEAO O1T 1TTA O A
looked atrace inthelast IdlyA OO86 ! O OEEO AQAI PI A EECEI E
vision which results from noemclusive leadership has demonstrable negative

consequences for both organisation and workforce (Truss et al., 2012).

Mechanisms for Progression

As already referencedgrofessional networking (internally and externally) can be a
challenge for BPWs for several reasons, which do not need to be repeated; however,
if personal recommendation and nepotism are the chief means of advancement, one
can immediately see how this @idvantages those lacking social capital. Similarly,
where the mechanisms and pathways for progression are more opadque than
transparent, BPW are disadvantaged again and subject to the concrete ceiling
(Erskine et al., 2021; Wyatt & Silvester, 2015).
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EventtEl OCE OEA EO OAAETEAAIITU i1 A 1AAAAOO
I DPANOASG AO EO OEA OAAAEOEIT 1 AEET ¢ OEAO 1
Her highlighting the opacity of progression pathways and so forth accords well with
theco!M OAOA AAEI ET ¢ Ei ACAOU8 %l EUAAAOE OAIl E.
you know that you are more than capable to do it. But there are other people that will

get the job simply because they're friends with another manager or friends with a
director or just because they probably look at them favourably. It becomes a battle."
Similarly, Beth also emphasized the importance of discretionary decisions made by
those to whom she is exposed and connected. Whilst this is a standard feature of
progression, this context does raise the question of how those without such
connection and exposure progress. concrete is not only opaque, it is very difficult to
AOAAAES8 4AEAT O1T CAOEAOh OEA xI1T i1 AT60 Al I
lack of role models, mentorspiand sponsorship (Showunmi et al., 2016; Shufigg

et al., 2018; Wyatt & Silvester, 2015).

Equality for Whom?

7EEI 00 *1 OOAOAA OEAO OOEAOA:
Ol  AphBsitignk @f leadership in her organisation, and

Your presence is
challenging for some, i

several others highlighted that there are healthy
makes them numbers of women leaders in their workplace, the
uncomfortable same is not true of people of colour, whether
77 considering men or women. Indeed, Beth works at an
organisaton within which the most senior leader is a
White woman; however, this company is the same institution which did not look at
race for ten years because nobody had asked them to do so. Such an example reflects

- A - Ve A - .

rights seem to be evident to the women interviewed. What seems to be much more
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elusive is the fruit of equalitjocused action around race and, going further,
awareness that action focused on those marginalized oroaant of both race and
gender is needed seems to be absent. This reality, as outlined by the participants
concretizes the gap highlighted by our literature review: who is aware of the at least
double-equality challenge faced by BPWs? As these instancesesiga lack of

awareness produces an absence of action and change.

Such lack of awareness, combined with the other elements such as culture,
transparency, stereotyping and accompanying microaggressions, can work to create

a workplace which is essentiallkgerienced as an unsafe space (Cirincidiezi,
Wowoqs wl EUAAAOE OOi i AOEUAA EO AO OA AE,
AEAITTATCEI¢C &£ O OiiAnh EO 1T AEAO OEAI O1AI
O AEAO OEAI mEAAI OAOU ple Gok'Eunderstan thi€shmbld A A 8
because they don't want to understand you as a person, and some people don't want

01 AAAAPO OEAO AAET ¢ A Al AAE xi i1 Al EO AE
As outlined in this comment, BPW are caught in the maWwsan unenviable trap:

endure the corrosive violence of microaggressions imposed on you because of the

biases of others or dare to speak up about it and be silenced. Neither situation offers

either hope or life to the BPW.
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Voicelessness

As already established, the facing of biases and
,, stereotypes by BPW, and their efforts to neutralize
them, has led to participants engaging in psychological

Some V\hit_e CBVCIUEN o cultural selmutilation (ReynoldsDobbs et al.,
up, possibly even a
studentz which has
happened to mea silencing or selediting of the BPW: whilst Sarah

2008). One expression of these practices has been the

student comes and

explicitly described adopting a positionf Gilence at
repeats the exact sam
R e R EVAG: times in her efforts to navigate the waters of bias and

O/ Ehis 3@525@ stereotype, others highlighted the experience of not

being heard. She recowed her frequent experience of being in a meeting, saying
Oil i AOGEET ¢ AT A EAOEI ¢C EO AEOI EOOAAR 111U

being heard and, thereby, being robbed of their voice in

that way. Beth spoke vividly of her experience of not

possibly even a studertwhich has happened to mga student comes and repeats

the exact same thing | said andtheyDA O/ Eh OEEO EO Al AUET CA
Oi Ai OEEOd OEAO" O OEA AAOO EAAA AOAOAG
commonly reported among women and other minoritized groups to the extent that

the feminist practice of hearing into spele@merged in response and as a means of

countering the effects of this muting (Morton, 1985).

Beth also shared her journey of reflection and horrified revelation of the depths to
xEEAE OEA EAA AAAT OOGAAT T OAET 001 U AE£EEAA
discovered that that was really actually subconsciously part of the reason why | did

my PhD | felt so depressed (...) | actually did a lot of that just because white men
mostly ignore what | say (...) Why do | have to have all these things in order for
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undertaking her successful PhD research, this respondent had over 20 years of sector
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relevant experience, including work at higlevel positions, but she still found her
contribution frequently ignored orsidé ET AA8 " AOEG O A@PAOEAT AA
who has years of experience in senior leadership, and who is currently an assistant
director; despite this, Natalie still considers that she does not have a voice at work,

raising the question of whether the voices of BPW will ever become valid.

A final way in which two interviewees experienced voicelessness was coming to a
point where they had &d to undertake grievances against past employers. Sarah
described having the aggressive, angry Black woman stereotype (McGee, 2018))
levelled against her when she sought to lead strongly (as directed) or when she made
integrity calls on projects. Similar] Natalie explained that she had been an advocate
for (and thereby challenger on behalf of) diversity and inclusion, specifically in terms
of the ethnic weighting of redundancies during restructuring. Although unable to
speak about their experiences intdd (due to both companies having settled out of
court), both women felt they were rendered voiceless by the process, which carries

on now as part of the settlement terms.

40



t
0
g.
o
=
v
19
o
Q
9
(-4
2

The Importance of Allies and Mentors

POEOEI ACA 1 £ AtAeohiyCBlatkipdson T 1 U

Z in an organisation or section. For reasons already

The unfortunate explored, participants related that it can be an isolating
privilege of being the

experience to be a BPVEEvery respondent expressed a
only one

clear perception of value in having a mentor, which
accords with findings in the literature. Seven of the nine
interviewed have a mentoring or coaching relationship,
whilst another had a coachinlike relationship with her marger, another had

curated her own peer support group and the final participant did not have a mentor.

The nature and origins of the mentoring relationships varied widely: some companies

have a clear and established practice of mentorship; others do notl@dnpetusz

and sourcingz of the mentors came from the BPW herself; still others use line
managers as mentors, where others do not. In the latter distinction, it was

Al PEAOCEOCAA OEAO A TATOI O 110 AARAET C 1T1TAGO
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emotional support.

Other views on the value of a mentor were strongly connected to progression (Allen,
2020; CirincionéJlezi, 2020; Hoover, 2006; Motaung et al., 2017; R&gDobbs et

al., 2008; Showunmi et al., 2016; ShuKkgg et al., 2018; Wyatt & Silvester, 2015):
having identified and secured them herself, Beth has two mentors, deliberately
chosen for their wisdom and experience in different aspects of her careectoaye
Additionally, she knows one to be a lofigne advocate of her work, embracing her
difference, whilst seeing her value. The mentor referenced here is a White middle

class man, a detail worth highlighting because three interviewees (Natalie, Beth and
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