
THE INTERSECTIONALITY OF THE PROFESSIONAL BLACK WOMAN IN K-12
EDUCATION ADMINISTRATION

By

Brandie Michelle Henson-Medina

________________________________
Copyright © Brandie Michelle Henson-Medina 2022

AN ARD Project Submitted to the Faculty of the

LEADERSHIP IN HIGHER EDUCATION PROGRAM

In Partial Fulfillment of the Requirements

For the Degree of DOCTOR OF LEADERSHIP IN HIGHER EDUCATION

In the Graduate College

ST. EDWARD’S UNIVERSITY
2022



Signature Page

This applied dissertation was submitted by (dissertation candidate’s name) under the direction of
the persons listed below. It was submitted to the Graduate and Professional Studies Office and
approved by in partial fulfillment of the requirements for the degree of Doctorate of Education of
Leadership and Higher Education. (Required Statement)

_________ __________
(Name) Date
Dissertation Chair

__________ __________
(Name) Date
Committee Member

__________ __________
(Name) Date
Committee Member



TABLE OF CONTENTS

ABSTRACT vi

Chapter 1: The Intersectionality of the Professional Black Woman in K-12 Education

Administration 1

Statement of the Problem/Issue 3

Purpose of the Proposed Study 4

Research Questions 5

Rationale, Relevance, and Significance of the Proposed Study 5

Definition of Terms 7

Assumptions, Limitations, and Delimitations 10

Assumptions 10

Limitations and Delimitations 11

Summary 14

Chapter 2: Literature Review 1

Literature Search Strategy 1

Theoretical Framework 2

Intersectionality Theory 2

Review of Research and Methodological Literature 4

Social Challenge Barriers and Traditional Gender Ideologies 4

Stereotype of Black Woman 5

Challenges of Black Female Leaders 6

Trajectories of the Black Female Leader 8

Summary 11

3



Chapter 3: Methodology 1

Research Questions 1

Purpose and Design of the Proposed Study 2

Research Population and Sampling Method 3

Instrumentation 4

Individual Interviews 4

Journaling 5

Data Collection 5

Interviews 6

Journaling 7

Data Analysis Procedure 8

Limitations of the Research Design 10

Validation 10

Credibility 10

Dependability 11

Expected Findings 11

Ethical Issues 11

Conflict of Interest Assessment 12

Researcher’s Position 13

Ethical Issues in the Proposed Study 13

Chapter 3 Summary 14

REFERENCES 1

APPENDIX A 14



APPENDIX B 15

APPENDIX C 17



ABSTRACT

The purpose of this qualitative phenomenological study is to explore the lived experiences of

Black female leaders in administrative roles in K-12 institutions in Texas.  It is not known if

one's race or gender and the Intersectionality of these two identifying positions determines Black

female's trajectories as school principals.  The theoretical foundation for this study is rooted in

Crenshaw’s Intersectionality Theory.  The following research question will guide this

phenomenological study: How do Black female leaders describe their lived experiences as school

principals in K-12 school settings and the multiple ways their intersectional identities shape their

leadership trajectories? A purposive sampling technique will be used to select eight to ten Black

female administrators currently in or retired from leadership positions in Texas.  Data collection

will involve the use of individual in-depth, structured interviews and responses to journal

prompts. This study will include policy implications for developing Black female administrators,

which may assist educational organizations in the promotion of cultural diversity and culturally

sensitive awareness programs.

Keywords: inequities, injustice, inadequate, suppressed, oppression, marginalization, bias,

subjected, disproportionate, Intersectionality, Black Female, Black Women, principals,

segregation



Chapter 1: The Intersectionality of the Professional Black Woman in K-12 Education

Administration

Granting the fact that there has been some acknowledgement of deep inequities in Texas

(Mitchell, 2021), data has shown that these injustices disproportionately impact people of color

(Vera, 2018). Black Texans have a long heritage in Texas as they have made contributions to its

artistic traditions, literature, and music (Dulaney, 2020).  Despite their contributions, Black

Texans have been subjected to exclusion from the state’s educational system, experienced

slavery, segregation, and racial prejudice (Dulaney, 2020).  In fact, Texas contained some of the

most lucrative yet brutal plantations (Rhodes, 2021). There, slave owners forbade the educational

development of their slaves and subjected them to heavy work and inadequate food, which

equated to a life engulfed in poverty (Gray, 2019).” These inequities parallel to the historical

context of Black education as enslaved people were not permitted scholarly progression  by

virtue of the fact that they were enslaved and their future was not their own (Peters, 2019).

Following the emancipation, “schooling for Black children in Texas was mainly provided by

Black educators,” and resources were disproportionately distributed by the government to favor

schools serving White students (UH Education Research Center, 2020).” Subsequently, the

Brown v. Board of Education (1954) desegregation efforts decimated the pool of Black teachers

and, thus, the pipeline of Black administrators.

A rich literature base documents the racism and discrimination that Black educators in

Texas are subjected to throughout the teacher to administrator pipeline (Carver-Thomas, 2018;

Leonard & Daly, 2017; UH Education Research Center, 2020). In fact, Texas is known for their

top-ranked public school districts (Background Checks, 2020) yet Black students in Texas are

not seeing their identities mirrored in their classrooms, schools, and amongst district leadership



(Modan, 2021). Data collected by the Texas Education Agency (TEA) shows that from 2016 to

2022 the percentage of Black administrators increased from 12.45 to 14.64 percent (TEA, 2022).

As well, TEA further indicates that from 2016 to 2022 the percentage of Black regular classroom

teachers increased from 10% to 11.1%. Despite the increase in racial diversity in Texas’s K-12

classrooms, a study conducted by Bailes and Guthery (2020) indicates that the probability and

timing for promotions for Black assistant principals in Texas are affected by their gender and

race identities.  They further pointed out that White principal candidates are 18% more likely to

be promoted to principal then equally qualified Black candidates (Bailes and Guthery, 2020).

In recent years, The Texas “60 by 30” Higher Education Plan has strategically planned to

diversify the workforce and school systems with traditionally underrepresented populations

(THECB 60x30 Strategic Plan, 2018). Although the Texas “60 by 30” is a critical shift for

marginalized populations, Black female educators continue to be “systematically delayed” and

denied promotion to administration in the Texas K-12 context compared to their White

counterparts despite having equivalent qualifications (Schaffhauser, 2020). In 2021, Texas In

regards to race and gender in educational leadership, it is theorized that Black women experience

opposition in their leadership trajectories in K-12 institutions because of the Education Agency

(TEA) confirmed “that out of 5,793 full-time campus principals, 753 or roughly 7% are Black

females (TEA, 2021).  Therefore, despite the efforts to diversify K-12 educational leadership, the

gap seems to remain.

In regards to race and gender in educational leadership, it is theorized that Black women

experience opposition in their leadership trajectories in K-12 institutions because of the

interlocking inequalities of race, class, and gender (Burton, 2020) Collins’ work (as cited in



Moorosi, P., Fuller, K. and Reilly, E., 2018) emphasized the significance of how White feminism

was established on its omission of the experiences of Black women. In focusing on the

significance of Black feminist thought, Collins affirmed that the distinction should be

conceptualized in a method that exposed the essence of intertwining discriminations of gender,

race, and socioeconomic class which further implies that Black women are “impacted by a

multitude of social justice and human rights issues.” (Coaston, 2019). This study will seek to

discover the conscious perceptions of Black female K-12 principals in Texas and the multiple

ways their intersectional identities shape their leadership trajectories. By highlighting the

trajectory experiences of Black women, district administrators and faculty can develop strategies

to better support this demographic in the K-12 setting.

This chapter will provide a broad overview of this study, including the background,

problem statement,  purpose, and research question.  Chapter 1 will also explain how this

phenomenological study will advance social justice knowledge and provide an explanation of its

significance to the field of education. In addition, Chapter 1 will include a rationale of why a

phenomenological method with a socially just phenomenological design was the best fit for the

research question under investigation. The final sections of this chapter will contain a list of

terms and the assumptions, limitations and delimitations of this study.

Statement of the Problem/Issue

Despite the historical 1954 separate but equal school ruling from Brown v. Board (Brown

v. Board, 1954), there was a continuance of school segregation in Texas into the early 1980s

(Texas Observer, 2014).  The 2021 U.S. Census data, highlights that White individuals in Texas

continue to represent the largest racial and ethnic group as they account for 50.1% of the

population (United States Census Bureau, 2021) . Although White students are amongst the



largest racial ethnic group in Texas, trends in enrollment data show a decline in White students

who are enrolled in Texas public schools (TEA, 2022). In the 2010-2011 school year, White

students accounted for 52.2% of the student population (TEA, 2011) whereas in the 2020-2021

school year, White students accounted for 45.9% of the student population which yielded a 6.3%

decline (TEA, 2022). This decline equates to an increase in minority students causing a shift in

student demographics and diversity (TEA, 2022).

As student demographics are shifting, it is vitally important that the Texas Education

Agency ensure that our public school educator demographics closely mirror the shifts and trends

in student demographics (Modan, 2021).  However, Black educators continue to face the legacy

and historical disposition of segregation in schools, as it has led to an extensive shortage of

diverse educators (Learning Policy Institute, 2018).  An analysis conducted by the U.S. Bureau

of Labor Statistics (2022), determined that the trajectories of Black female educators are

affected, particularly in terms of leadership roles, because White men tend to hold a greater

number of school leadership positions than women relative to the proportion of White men in

K-12 instructional positions (U.S. Bureau of Labor Statistics, 2022). Research up to this point

has not provided insights as to how Black female administrators in Texas describe their lived

experiences as administrators and the diverse ways their intersectional identities shape their

leadership trajectories.

Purpose of the Proposed Study

  The purpose of this qualitative phenomenological study is to explore the lived experiences

of Black female administrators in K-12 institutions in Texas.  Texas public school districts

employ a large number of White educators and district policy makers, which speaks to the

potential of unrealized suppression of Black children’s equal access to educational opportunities



as other races (Ford & King, 2014; Morris, 2016, as cited in Rocio, 2020).  Ford and King (2014,

as cited in Rocio, 2020), determined that Black students within educational programs in Texas

are marginally represented due to the lack of representation of Black administrators. The lack of

Black administrators enables other teachers, decision makers and policy makers to continue to

deny Black children access the same educational opportunities as other races (Ford & King,

2014; Morris, 2016 as cited in Rocio, 2020). In this respect, the intersecting identities that Black

females administrators is defined as a silent segregation (Lutz, 2017 as cited in Rocio, 2020) that

still exists amongst these women in the 21st century (Ford & King, 2014; Lutz, 2017). As Texas

school districts are becoming more culturally diverse (Texas Tribune, 2021), researchers should

consider the ongoing need for Black and female administrators.  Further, the meaningful lived

experiences of individuals should not be disregarded in action research.

Research Questions

This study seeks to explore the lived experiences of Black administrators in districts

throughout Texas and the multiple ways their intersectional identities shape their leadership

trajectories. A framework comprising Crenshaw ’s Intersectionality Theory will examine how the

intersecting identities of Black women influences their leadership and career trajectory.  The

research questions guiding this research is:

RQ 1: How do Black female leaders describe their lived experiences in administrative roles in

K-12 institutions?

RQ 2: What are the multiple ways Black female leaders' intersectional identities shape their

leadership trajectories?



Rationale, Relevance, and Significance of the Proposed Study

To explore the research questions, a qualitative phenomenological case study research

design will be employed to better understand Black females lived experiences in administrative

roles in K-12 institutions (Creswell & Poth, 2018). Essentially, qualitative research focuses on

the experiences and perceptions that have shaped the complexity of a human situation. This

method is thematic and will draw conclusions based on identified themes that arise from data

collection and analysis.  In addition, collecting data from interviews is inductive and will pose

questions that are more open-ended and exploratory.

Creswell (2007) suggested that qualitative studies make up an appropriate research

design that provides researchers with a method to objectively evaluate and understand dynamics

of a concept. According to Chenail (2011), a qualitative approach subjectively explores the

phenomenon in a naturalistic way with emphasis placed on inductive reasoning and explained in

a descriptive or interpretive manner. Capturing the lived experiences of Black female

administrators provides further insight in current literature surrounding how the intersectional

identities of Black females shape their leadership trajectories within K-12 school districts. Black

administrators account for 14.64% of the total amount of administrators in Texas.  Based on this

data Ford & King, 2014; Morris, 2016 as cited in Rocio, 2020 have determined that the limited

representation for Black scholars in the state of Texas gives room for decision and policy makers

to deny them access to the same educational opportunities as other races. Examining all factors

affecting the leadership trajectories of Black females will be analyzed. Crenshaw’s

Intersectionality Theory will be considered in this study and how this phenomenon is distinctive

for Black women. A qualitative study of the lived experiences of Black women in leadership

conducted by Olow (2021) concluded that all participants emphasized the emotional impact of



being a Black female leader in a White-dominant space.  Olow’s (2021) study results aligned

with critical race theory, which places attention directly on impacts of racism and race while still

dealing with the White supremacy’s hegemonic system on the meritocratic system and putting

attention on social justice and change (Bell, 2000 as cited in Olow, 2021).

Coaston, 2019 further attests that Intersectionality derived from the initial debates

focused on Critical Race Theory, and became formally coined in Kimberlee Crenshaw’s essay

entitled “Demarginalizing the Intersection of Race and Sex.” Crenshaw notes that

anti-discrimination scholars tend to focus on either race or sexism, but rarely both. In contrast to

Olow’s (2021) study, this study will explore the lived experiences of Black female administrators

and determine how their intersecting identities affected their trajectories. Likewise, another

valuable aspect of conducting this study will be to gain insight into the glass ceiling that serves

as an invisible barrier that influences Black women’s trajectories in their leadership roles

(Barnes, 2017; Davis & Maldonado, 2015) By researching the lived experiences of Black female

administrators in-depth, this study will contribute to the existing literature on educational

leadership and how Intersectionality shapes the leadership trajectories for Black females.

This study will provide additional research and expand the existing literature that

explores the lived experiences of Black females in K–12 leadership roles. According to

Crenshaw's theory of Intersectionality, Black females are doubly disadvantaged by race and

gender bias in the workplace, presenting challenges ranging from barriers to promotion to

obstacles in career growth (Sanchez-Hucles & Davis, 2010; Olow, 2021). Although many Black

females have overcome these challenges, overall numbers of Black female leaders are still low

(Olow, 2021). Further, examining the lived experiences of Black females in administrative roles

and the successes and challenges associated with their respective positions may help to inform



other Black females that have career aspirations for educational leadership and provide ongoing

support for success. Describing participants’ lived experiences can offer insight to organizations,

policymakers, and institutions that prepare educational leaders to better address societal factors

contributing to the underrepresentation of Black women in K–12 administrative roles.

Definition of Terms

● Black females: This term refers to a person having origins in any of the Black racial

groups of Africa. The term Black females in this study refers to  women who identify as

having a collective racialized experience in the United States based on their African

ancestry and gender (Domingue, 2015). 

● Colorism or shadeism is defined as the “prejudicial or preferential treatment of same-race

people based solely on their color” and refers to the prejudicial treatment of people based

on their skin color within groups of people who share similar ethnicity traits or perceived

race (Walker, 2011)

● Explicit bias refers to the negative attitudes and beliefs about a racial group, deliberately

formed on a conscious level (Johnson et al., 2017).

● Implicit bias refers to embedded negative stereotypes that automatically associate with a

particular group of people. Implicit biases are often inconsistent with conscious beliefs.

Implicit bias can affect decisions and behavior toward people of other races and

therefore, lead to differential treatment (Johnson et al., 2017).

● Gender inequalities refer to discrimination against women. Although they may have the

same qualifications and credentials as  male colleagues, females often get paid much less

or less room for career advancement Gardner et al. (2014).



● Glass ceiling refers to the invisible ceiling that prevents Black women from advancing

beyond a certain rank  in an organization or gaining access to leadership roles even when

they have the required  qualifications, status or credentials (Barnes, 2017; Davis &

Maldonado, 2015). 

● Internalized oppression is when people who are oppressed in an ongoing manner for a

long time, come to believe the stereotypes and myths about their own group that are

communicated by the dominant group. They accept and inculcate the negative image of

themselves and absorb their subordinate status as being deserved, normal and inevitable

(Hegde, 2022).

● Intersectionality: The term Intersectionality describes how social inequality is

experienced as an intersection of several forms of discrimination. Intersectionality will be

discussed as a theory that impacts the lived experiences of Black female school leaders

(Crenshaw, 1991). 

● K-12 Administrator: Superintendents, Principals, assistant or vice principals, and other

administrators are responsible for the daily functioning and overall success of their

schools. They lead elementary and secondary schools by managing teachers and support

staff, overseeing budgets and curricula, and more (Bruens, 2020)

● Marginalization occurs when groups of people by virtue of physical or cultural

characteristics are identified by members of the dominant culture as different from

desired or mainstream expectations. The designation of difference can cause unequal

treatment, including discrimination, exclusion, invisibility, and silenced voices for

subordinated groups (Delgado et al., 2012). 



● Microaggressions are  conscious, unconscious, verbal, nonverbal, subtle, and visual

forms of insults directed toward people. Microaggressions are a form of everyday

suffering that have been socially and systemically normalized and minimized (Delgado et

al., 2012). 

● Oppression is an interlocking multileveled system that consolidates social power to the

benefit of members of privileged groups and is maintained and operationalized on three

dimensions: (a) contextual (individual, institutional and social/cultural), (b) conscious

and unconscious (intentional and unintentional); and (c) applied (attitudes and behaviors,

policies, practices, norms, values, beliefs and customs (Dominelli & Campling, 2002). 

● The 60x30 goal refers to the future prosperity of Texas (TEA, 2015). The 60x30TX Plan

was designed to ensure that the state of Texas remains competitive and prosperous for

scholars that wish to seek better lives for themselves and their families (TEA, 2015).

● White refers to a person having origins in any of the original peoples of Europe, the

Middle East, or North Africa (U.S. Census Bureau, 2022).  

● White gaze refers to a specific historical practice, socially cohesive and intersubjective

the result of White historical forces, values, assumptions, circuits of desire, institutional

structures, irrational fears, paranoia, and an assemblage of “knowledge” that configures

what appears and the how of that which appears. On this score, the White gaze involves

the correlative constitution of a racialized field that normalizes the marking of Black

bodies through a relationship of White power (Yancy, 2017).

Assumptions, Limitations, and Delimitations

The criteria for this section are to recognize and acknowledge any potential assumptions,

limitations and delimitations associated with this study.



Assumptions

There are a few assumptions within this study presumed to be true. These assumptions

will be accepted for this study based on the type of research design, phenomenology, which

examines lived experiences as they emerge consciously to an individual person (Detmer, 2013).

To further illustrate, the following assumptions will be present in this study:

1. It is assumed that the participants in this study will be honest and truthful about

sharing their lived experiences and answering the open-ended questions truthfully.

Neubauer, Witkop, & Varpio (2019) explain that phenomenology focuses on the

uniqueness of a person’s experiences, how those experiences are made meaningful, and

how these meanings manifest themselves within the context of the person both as an

individual and in their many roles.

2. It is assumed that this study accurately reflects Black females and their

leadership trajectories within Texas school districts. Zahavi (2021) posited that

phenomenology returns us to the experiential phenomena, rather than making do with

mere speculations and theories about their nature.This is assumed to be true given that all

participants will share commonalities of academic leadership roles at K-12 public

educational organizations across Texas school districts.

Limitations and Delimitations

There are a few limitations and delimitations

considered for this study. The limitations are details the researcher will have no

control over, while the delimitations will be the characteristics the researcher did have the

ability to control. The following limitations and delimitations were present in this study:



1. A possible limitation would be that a transferability may not be determined on all

Black female administrators of academia in Texas or of the world, due to the

potential participants being limited to Texas school districts (Preston & Barnes,

2017 as cited in Rocio 2020). A strategy to address this limitation would be that

the researcher meticulously analyze and explore the responses of each participant

because their perceptions and experiences will be considered when addressing the

research question for this study (Gattis, 2016 as cited in Rocio, 2020). This

strategy may assist with the participants’ perceptions being applicable to the

common experiences of other Black female administrators within academia

(Gattis, 2016 as cited in Rocio, 2020).

2. Ross and Zaidi (2019) define limitations as weaknesses within a research design

that may influence outcomes and conclusions of the research. Tufford &

Newman, year as cited in Bealle-Davis (2017) show that the researcher is an

instrument of analysis throughout the development of a qualitative research study.

Therefore, personal obtrusions from the researcher during data collection sessions

could pose limitations and detriment to the success of any research study.

Researcher preferences could include opinions that may misguide participants. As

a Black female who is employed by the same district yet am not in a position of

leadership, this researcher will refrain from mentioning  her own personal biases

and experiences during the interview sessions. 

3. In order to offer the most accurate information on the Black females’ experiences,

Preston and Barnes (2017) posited delimitation of our participants to purposeful



sampling. The researcher will use purposeful sampling to only select participants

who are Black and hold leadership roles in K-12 educational organizations in

Texas school districts. Consequences associated with transferability of the

findings would deem untrue given the purposeful sampling of participants which

cannot represent all women of all ethnicities, locations or other occupations

outside of academia. A strategy to minimize the impact would be that the

researcher used a technique called thick rich description which explains the data

in a rich and detailed manner.

When using a thick rich description of data collection, readers can find

similarities within other environments, other situations or if findings are

justifiable, they can be applied or transferred to a different setting (Schwandt,

Lincoln, & Guba, 2007 as cited in Rocio, 2020).

4. Another possible delimitation would be an underlying researcher bias. The

researcher is also a Black female employed with Texas school districts.

Associated consequences of the applicability of the findings would be in favor of

Black female leaders’ experiences. Semi-structured interviews and probing

questions will be developed to allow for viability in exploration of participants

perceptions. Bracketing and probing provide  opportunities to gather rich

deep-rooted data while eliminating biases and obtrusiveness from the interviewer

(Bealle-Davis 2017, Moja-Strasser, 2016; Moustakas, 1994) 

5. Interposing personal opinions brings confusion to the genuineness of data. 

Therefore, it will be imperative to utilize probing and bracketing to weaken the



interjection of personal biases during the interview process.  Conducting

interviews with a flexible approach ensures that participants are not limited in

their workplace recollections. (Moja-Strasser, 2016: Moustakas, 1994) If there is a

close-minded approach during interview sessions, there is a risk of confining

genuine data.  (Moja-Strasser, 2016: Moustakas, 1994) Collected data could

possibly mirror the perceptions of the interviewer opposed to the authentic

perceptions of the participants (Moja-Strasser, 2016: Moustakas, 1994).

6.  Potential limitations for this study could be the consistent underrepresentation of

Black female school leaders,  unavailability of participants, and limited access to

resources. The researcher plans to contact family, friends, alumni organizations,

and professional organizations to ensure the identification of Black female K-12

administrators as identifying Black women of this caliber may be significantly

difficult to achieve. The researcher only plans to select women who work and live

in Texas. 

7. The lived experiences of Black female administrators living in other states and

countries will not be selected for this study; only Texas residents will receive

study invites. Other minority females  will not be asked to take part in this study. I

will not use comparative data of opposing minority female groups. Including

other demographic groups may produce valuable data; however, due to time

constraints, their inclusion will not be practical for this study. 

Summary

Black women experience opposition in their leadership trajectories in K-12 institutions

because of their interlocking inequalities of race, class, and gender (Burton, 2020). Black female



leaders in Texas are minorities in Texas public school districts filled with cultural differences and

diversity.  By employing a qualitative phenomenological study research design, the lived

experiences of contemporary Black female administrators will have a platform for sharing the

insights and experiences of their trajectories of leadership in K-12 academia.

Willis and Carmichael, 2011 emphasized the importance of a participant’s voice being heard and

the ability to share their experiences. Chandler, Anstey, & Ross (2015) proposed the principle of

qualitative research emphasizes and honors the participants’ own words as generative meaning

and knowledge. The next chapter will present an exploration of the framework that guided the

development of the research methodology. Chapter 2 will also contain a literature review of

relevant studies on experiences of Black females in administrative positions in the K–12

educational environment. 



Chapter 2: Literature Review

This chapter analyzes the literature that addresses  the history and background of the

challenges Black females encounter throughout their leadership trajectories. The concept of

Intersectionality theory is used to frame the context for this study. This literature review surveys

scholarly research in the following areas: job specifications of Black women  in K-12

administration, challenges Black women face in leadership roles, and the trajectories of Black

women in educational leadership.

              This chapter further identifies the need, or the gap, found within the existing literature as

evidence of how this study adds to the existing body of knowledge on the adversities Black

women face as they pursue  K-12 educational leadership. The theoretical foundation is identified

and discussed within this chapter.  Additionally, the problem under investigation within this

study correlates to the theory being discussed. This chapter reviews a culmination of literature

related to the topic and ends with a summary of the information discussed within.

Literature Search Strategy

This literature review was developed from scholarly sources obtained through the

following databases: Munday Library, Google Scholar, ProQuest Central, ProQuest

Dissertations, and Research Gate. Key search terms included: Black female leaders,

gender-based mentoring, Intersectionality, social challenge barriers, glass cliff phenomenon,

glass ceiling phenomenon, bias, Black females in educational leadership, Black women in

education, mentorship barriers, stereotypes, misogyny, oppression, bias, marginalization.

Statistical data and demographic information were obtained through the official websites of  the

Texas Education Agency and US Census Bureau.



 

Theoretical Framework 

Intersectionality Theory

Current literature discusses multiple definitions of Intersectionality Theory; however, the

most cohesive and comprehensive definition of this theory relating to this study states that “the

theoretical source of Intersectionality theory grew out of Black women’s experiences of

marginalization and struggle within Western feminism” (Crenshaw, 1989). This reference to

origin was established based on the works of Kimberle’ Crenshaw and Bell Hooks. Crenshaw

(1989) validated the development of Intersectionality in her article, “Demarginalizing the

Intersection of Race and Sex: A Black Feminist critiques of Anti-discrimination Doctrine,

Feminist Theory and Antiracist Politics.”   The analysis of this text centered on the

multidimensionality of Black women’s experiences with single-axis analysis that distorts these

experiences. By single-axis analysis, Crenshaw identifies that the tendency of feminist theory

views discrimination as a single-axis framework—one that, in other words, conditions us to think

about disadvantage playing out as a single identity. The previously mentioned juxtaposition also

revealed the theoretical erasure of Black women and further illustrates the limitations that

undermine efforts to broaden feminist and antiracist analysis.  Additionally, Crenshaw suggests

that the single-axis framework of femininity erases Black women in the conceptualization,

identification, and remediation of race and sex discrimination by limiting inquiry to the

experiences of otherwise-privileged members of the group.

As a scholar and writer on civil rights, critical race theory, Black feminist legal theory,

race, racism, and the law, Kimberlé Crenshaw is officially recognized as the author of the theory

of Intersectionality (Coaston, 2019). Crenshaw is a distinguished Professor of Law at the



University of California, Los Angeles (Coaston, 2019). Crenshaw’s work has been foundational

in critical race theory and in “Intersectionality,” a term that she coined to describe the double

bind of simultaneous racial and gender prejudice (Coaston, 2019). Her studies, writing, and

activism have identified key issues in the perpetuation of inequality for Black women (Coaston,

2019).

Intersectionality has become a significant component for analyzing and understanding the

experiences of those who do not belong to any majority group. The use of this theory in research

is an attempt to provide a conceptual framework for considering multiple sources of oppression

in analyzing the experiences of Black women (Grabe, 2020). Intersectionality further outlines

how the aspects of a person’s gender and race combine to create different modes of unjustified

distinctions and privilege (Runyan, 2018). The experiences that Black women in educational

leadership experience can be examined to analyze the prevailing conditions that act as barriers to

career advancement (Wentworth-Nice, 2021).

                   The purpose of using Intersectionality theory in this qualitative phenomenological

study is to explore the ways in which race and gender interact to shape the experiences of Black

female administrators in Texas school districts.  Whereas there is research detailing the ways race

(Olow, 2021) and gender (Rocio, 2020) shape the lived experiences of Black female leaders there

is far less research on the ways these two identifying positions interact to shape leadership

trajectories of Black female leaders in public schools relating to Critical Race Theory (Olow,

2021). Critical Race Theory informs this study by the ideas that speak to the lived experiences of

the Black race in American society. There is additional research that expounds upon the

experiences of Black females on their journey to leadership in public school districts (Rocio,

2020). However there has not been a qualitative phenomenological study that details the



leadership trajectories of Black school leaders in Texas.  Considering the historical context of the

ongoing oppression of Black females in Texas (Edison, 2022), the lived experiences of Black

female K-12 administrators and the multiple ways their intersectional identities shape their

leadership trajectories is a silent segregation that continues to exist amongst these women in

contemporary 21st-century (Ford & King, 2014; Lutz, 2017, Rocio, 2020).

 

Review of Research and Methodological Literature

Many topics consistently appeared upon researching the lived experiences of Black

female K-12 administrators and the multiple ways their intersectional identities shape their

leadership trajectories. This literature review will focus on the roles of Black females in K-12

administration, challenges Black females face in leadership roles, and the trajectories of Black

females in educational leadership. The ideas expressed by Showunmi (2021) established

evidence of barriers that Black female leaders face because of racial and stereotypical concepts.

Thorpe (2019) further emphasized that Black female leaders are perceived through a negative

lens because of deep-rooted stereotypes that mirror the historical ramifications of slavery.

Greyling and Streyn (2015) and Rocio (2020) further affirmed that such “degrading stereotypes

promote lack of ambition and self-esteem, which results in Black female leaders not being well

accepted or respected compared to their White and male counterparts.”  Greyling & Steyn (2015)

& Rocio (2018) drew a parallel between how Black female leaders are discouraged from further

advancing in educational leadership because of normative beliefs and lack of acceptance.



 Social Challenge Barriers and Traditional Gender Ideologies

It is taxing for Black females to advance into leadership positions because there are

generalizations regarding the ideological concept of Black women in leadership (Showunmi,

2021). One generalization from traditional gender beliefs outlines culturally accepted and

normative roles for Black females (Jerald, Ward, Moss, Thomas, & Fletcher, 2017). Greyling and

Steyn (2015) and  Rocio (2018) posited that ideologies prescribed for women were traditionally

relegated to the home, child rearing, teaching, displaying modesty in the matter of their

accomplishments; and deemphasizing their leadership capabilities. Besides being a minority

woman, ethnic stereotypes compound the negative perceptions of Black female leaders

(Sanchez-Hucles & Davis, 2010; Thorpe, 2019). It has been further determined by Greyling and

Streyn (2015) and Rocio (2018) that negative stereotypes justifies why women and more

specifically women of color lack self-esteem, lack ambition, and further resulting in female

leaders not being well-accepted.

Stereotype of Black Woman

The “strong Black woman” stereotype psychologically conditions the Black woman into

believing that her feelings and emotions as a human being are not valid as her labor and victories

are oppressed (Morgan, 2017). A study conducted by Doherty (2020), affirmed how the

dominance of Whiteness stereotypes Black women’s emotional state as only angry or strong.

Likewise, Elias’s work (as cited in Doharty, 2019) theorized that Black women in academia

encounter the essence of Whiteness with the privileged choice of being able to include their

emotions and the range of emotions they may possess, i.e. who gets to be “emotional” and, the

“spaces” permissible for their emotional expression (Elias, 1978 as cited in Doharty, 2019).



Yancy (2017) further attests that Whites view the Black body with “racial disgust,” which

maintains a racial hierarchy of knowledge that accuses Black women of being angry, inherently

biased, irrational, or overly subjective. Doherty (2019) argues that Black women in academia are

considerate to exclude their heightened emotions during conflict because “racial assumption” is

that the Black female needs to be placed under control and needs “White discipline.” Yancy

(2017) discovered that silencing the Black voice is fatal for the Black female as the conscious

decision of expressing one’s emotions must be strategic for survival.

Colorism and Afrocentric Texture

Ample amounts of Black Americans have grown up recognizing the underlying tones of

colloquial expressions like “If you’re White, you’re right, / If you’re yellow, you’re mellow, / If

you’re brown, stick around, / If you’re Black, get back” (Maddox & Gray, 2002, as cited in Hall,

2017). Hunter, 2007, as cited in Hall, 2017 showed that despite the progress that Black people

have made in contemporary U.S. history, literature shows that colorism remains an ongoing

issue. Colorism or shadeism was defined by Alice Walker as the preferential treatment of

same-race people based solely on their color” and refers to the prejudicial treatment of people

based on their skin color within groups of people who share similar ethnicity traits or perceived

race (Walker, 1983, as cited in Thorn, 2021).

Hannon and DeFina determined that skin-tone bias creates favorable opportunities and

preferential treatment for people with lighter skin tones in education and employment (Hannon

and DeFina, 2014 as cited in Hall, 2017 & Bagalini, 2020). Likewise, it is further found that an

extensive amount of scholarship exhibits that social and economic privileges are awarded to

Black individuals with lighter skin because of their phenotypic resemblance to Whites and their



assumed superior social value compared to their more melanated counterparts (Dixon and Telles,

2017).  Regarding “melanated” Black women, a “gendered colorism” study conducted by Hall

(2017) found that since society rewards those who have Eurocentric features, deeper hued Black

women felt unattractive and assume that despite their  intelligence, they have nothing to offer

society.  In consensus with Hall (2017), Dillard (2016) determined that colorism stereotypes

combined with ethnic hair textures imposed social standards on Black women.

Challenges of Black Female Leaders

Black female leaders in academia were once Black girls who attended school and

experienced stigmas of degrading stereotypes (Rocio, 2021).  Minority children are exposed to

racial oppression that devalues and disempowers their existence (Priest, Slopen, Woolford,

Phillip, Singer, and Kauffman, et al., 2018). These significant barriers of oppression are

foretelling of conscious and unconscious behaviors of teachers to young Black girls (Dovidio JF,

Gaertner SL, Kawakami K, Hodson G, 2004 as cited in Priest, Slopen, Woolford, Singer, and

Kauffman et al., 2018). Stigmatized non-white children and adults experience differential

treatment and poorer outcomes in a multitude of settings including: teaching methods and

classroom practices, academic expectations and judgement of ability and attainment, school

discipline and employment and workplace conditions (Priest, Slopen, Woolford, Singer, and

Kauffman et al., 2018).  

While current literature reflects the oppressive inequities that Black women have faced as

K-12 scholars, their leadership roles are accompanied with tests of internal fortitude as well,

some of which remain in the contemporary era of educational leadership (Burton, Cyr, and

Weiner, 2020). Studies conducted by Byrd, 2009; King, 1988; Nkomo, 1992; and Parker, 2005

determined that Black female leaders in education have felt that their voices were devalued,



unheard, and overlooked. Neely’s 2018 study revealed that as Black women gain leadership

advancement in K-12 education, they find that racism and sexism played key roles in their

journies.  Morris (as cited in Rocio, 2021) further posited that the repercussions of slavery and

segregation are still clear in educational leadership. A study conducted by Howard (2017) further

emphasized that Black female leaders are given positions of less significance or they are located

in impoverished and minority communities. Additionally, although Black female educators feel

moved to lead in K-12 schools,  their exposure to oppression encourages an attitude of defeat

before she steps foot on the academic leadership ladder (Amour, 2020).

Concrete Ceiling phenomenon.

In contrast to the “glass ceiling” that White women have to break through, Black women

have to shatter the “concrete ceiling” (Catalyst, 2018 as cited in Bonsu, 2018). The concrete

ceiling, similar to the glass ceiling, is an obstruction for the professional advancement of Black

women and unlike glass, concrete is not transparent and is tougher to break through. Rusch (as

cited in Thorpe, 2019) posited that Black female leaders face exclusion from district power

networks and gender role expectations. A study conducted by Osterheldt (2021) further

determined the scars that Black female leaders endure as they shatter their “concrete ceiling.”

Osterheldt’s (2021) expressed the emotional trauma that being “the excellent few” creates. In

fact, Rachel Rollins described the anguish of normalizing roles for Black women in leadership

positions: 

You are the canary in the coal mine for many of these concepts, Rollins says. We don’t

get the benefit of failing upward as so many others do. We can’t be mediocre and stumble

into a CEO position or the presidency. We have to be beyond exceptional and even still

we are questioned.” (Rollins,2021 as cited in Osterheldt, 2021)



 Trajectories of the Black Female Leader

Current literature has determined that Black females’ trajectories in predominately White

organizations are maintained through merit rather than privilege.   Black females must work their

way up the leadership ladder and earn higher education credentials to compensate for the lack of

mentoring and sponsorship that their White male and female counterparts are privy to (Mayberry,

2018).  Consistent with the ongoing diligence that Black female leaders in Mayberry’s (2018)

study possess, the study further determined that work ethic and assertiveness cultivate the career

trajectories for Black female leaders in education as well. Compounding research conducted by

Johnson & Fournillier (2021) further investigated the impact of the “strong Black woman”

stereotype on Black female leaders’ trajectories. The results contended that the qualities of Black

female leadership are stereotyped by the racist barriers that society has placed on them.

Glass Cliff

Current literature confirms that progressive bottlenecking remains an obstacle to the

pathway to academic leadership for Black women (American Council on Education, 2017). More

employers are concentrating on the gap of gender equity in leadership; however, women only

account for just over 30 percent of key management roles across all sectors (Edith Cowan

University, 2021; Bureau of Statistics, 2018). A study conducted by Bailes & Guthery (2020)

found that the first steps to access school leadership roles for women and people of color are the

steepest. This unmeasurable plunge shows the “glass cliff phenomenon” which builds on the idea

of the “glass ceiling”, according to Ryan and Haslam (as cited in Slater, 2020). In contrast, when

women ascend to the glass cliff, they’ve gained leadership positions; however, they proceed into

potentially treacherous scenarios that ideally lead to failure (Slater, 2020). Much the same, Ryan

and Haslam (as cited in Slater, 2020) explain that women are likely to be placed in positions of



leadership in circumstances of general financial downturn as well as  downturn in organizational

performance. In this way, such women can be seen to be placed on top of a ‘glass cliff’ in the

sense that their leadership appointments are made in problematic organizational circumstances

and hence are more precarious. Similar to Ryan and Haslam, a study conducted at Utah State

University by Cook and Glass determined that the glass cliff phenomenon was found prevalent

for Black individuals transitioning into positions of leadership (Cook and Glass, 2014 as cited in

Slater, 2020). Cook and Glass (2014) detail that minority leaders face challenges that begin at the

point of promotion and go beyond underrepresentation; as a result, they are more likely to be

appointed to struggling firms, creating greater obstacles to successful leadership than their white

male peers. To further illustrate, when Dr. Isabel Geathers was offered a leadership opportunity

at an organization, she found intense and problematic interactions between leadership and staff

members (Geathers, 2020 as cited in Slater, 2020). Thorpe (2019) confirms that Black female

principals are hired for a diversity quota. Usually, Black principals are employed in districts or

schools that are impoverished and service mainly Black and Latino scholars (Thorpe, 2019).

Thorpe, (2019) further found that Black female principals who serve predominantly White

schools are stereotyped and experience bias, leading them to often doubt their abilities and skill

set. Thorpe (2019) further confirmed that the “glass ceiling that Black females break through and

the “glass cliff” that they embark upon reduces their trajectories to continue their climb of the

educational leadership ladder.

Besides deep-rooted assumptions, Motro et al. (2021) examined the “angry Black

woman” stereotype as well and showed its effects on how others perceive and react to the

angered expressions of Black female leaders. Motro et al. (2021) further determined that Black

female anger triggers internalized stereotypes, which ultimately leads to lower performance



evaluations and poorer assessments of leadership capabilities. The impacts of firmly established

stereotypes require Black female leaders to show ongoing perseverance in their commitment to

excellence (Allen & Lewis, 2016; Moreland, 2018; Mayberry, 2018) as unenlightened

assumptions regarding discontentment (Johnson & Fournillier, 2021) compiled with suppressed

conceptualizations (Motro et. Al, 2021) suggest that beliefs, systems, and processes limit and

control Black females’ preparation for (Bailes, L. P., & Guthery, S. 2020) access to

(Jackson-Dunn, 2018) attainment of (Bailes, L. P., & Guthery, S. 2020) and incumbency in

public school principal positions (LP Bailes, 2020)

 

Summary

Chapter 2 unpacked the theoretical framework of Intersectionality which charted the path

and development for the research method.  The literature review connected numerous amounts of

resources and background information to examine resemblances more in-depth. Data from

previous studies formed the foundation for current research and thoroughly, created the gap for

needed research or more studies. There was a need to understand how Intersectionality affects

the leadership trajectories of Black females in K-12 leadership. A summarization of studies was

fully examined as well as what the researcher thought the need for future research would be.

Results as a whole exhibited common themes, such as: racism, sexism, isolation, gender

inequalities, unspoken expectations, colorism, glass ceiling, glass cliff, “angry Black woman

syndrome, and Black women feeling devalued, unheard, and overlooked. Based upon a

culmination of the findings, a determination was created on how these studies individually led up

to the research gap. Overall, the studies’ recommendations and suggestions proved that there was

a need for more research regarding Black female leaders in K-12 educational leadership. There is



a need for further study to determine how Intersectionality affects current Black female leaders

trajectories.



 Chapter 3: Methodology

The purpose of this phenomenological study was to gain awareness of the lived experiences of

Black female leaders in K-12 educational institutions in Texas. This study sought to better understand

how Black females intersecting identities of race and gender interact to shape their leadership experiences

in K-12 schools. With phenomenology as the research design, this study deeply explored the lived

experiences of Black female trajectories in educational leadership.  This chapter describes the

methodology and methods used to answer the research questions in which this study is based upon.

Additionally, the study reviewed the phenomenon under evaluation while collecting relevant data

pertaining to the research questions. This chapter also answers why the chosen method and design were

the best approaches to answering the questions under investigation. The population and sample sizes were

discussed as well as the sources used to collect the data for this study. The trustworthiness of qualitative

data is assured through multiple perspectives throughout data collection to ensure data are appropriate.

Lastly, this chapter evaluated the management of the data collection procedures along with the steps of the

analysis process and the ethical considerations.

Research Questions

This study explored the lived experiences of Black female K-12 administrators and the multiple

ways their intersectional identities shape their leadership trajectories. As described previously, a

framework comprising Crenshaw’s Intersectionality Theory was used to examine how the intersecting

identities of Black women influences their leadership and career trajectory. The research questions

guiding this study were:

RQ 1: How do Black female leaders describe their lived experiences in administrative roles in K-12

academia?

RQ 2: What are the multiple ways their intersectional identities shape their leadership trajectories?



Purpose and Design of the Proposed Study

To investigate the research questions, a qualitative phenomenological research design was used to

better understand the trajectories of Black female leaders in K-12 organizations in Texas (Creswell &

Poth, 2018). Within research design, phenomenological methodologies are used as opportunities to

expound upon or grasp the phenomena based on one’s narrative illustration of experience (Patton, 2015 as

cited in Olow, 2021). Phenomenological research methods manifested from social scientists and has

developed in meaning and application throughout recent decades (Creswell & Poth, 2018). Researchers

using phenomenological-based studies often seek to explore the complexities of a situation in context,

allowing for investigation of a topic or issue (Creswell & Poth, 2018). Creswell 2018, as cited in Olow,

2021 further suggests that qualitative studies suffice as an adequate research design providing researchers

with a method to objectively evaluate and understand the dynamics of a concept, which in this case

provides further insight into the lived experiences of Black female leaders. Qualitative research further

provides an opportunity to heighten and amplify the voices of participants and to discover the depths of a

specific phenomenon (Creswell & Poth, 2018). The historical factors regarding Black women and their

professional experiences are varied due to their cultural environment, gender discrimination, inequities,

microagressions, and oppression within the workplace (Miles, 2012, as cited in Flowers-Taylor, 2021)

Black women often experience racial discrimination from superiors and colleagues, and they are often

quiet because of feelings of being out of place, isolated, and marginalized (West, 2015, as cited in Rocio

2020). Black female leadership in K-12 schools is a topic of importance as it signifies obstacles and

employment practices that affect Black women in those settings.

Research Population and Sampling Method

The targeted population from which the sample was selected was comprised of Black female

administrators that lead in public K-12 schools in Texas.   The researcher extended the requisition to

Black female administrators via social media platforms. The invitation contained the purpose of the study,



eligibility requirements and the researcher’s preferred method of contact. This method allowed for a

purposeful sample of Black female leaders who were interested in being considered for participation.

Purposeful sampling is used in qualitative research for the identification and selection of information-rich

cases related to the phenomenon of interest (Palinkas et al., 2015). A study conducted by Merriam and

Tisdell (2016) also determined that purposeful sampling is used when the investigator desires to gain

insight and for that reason must choose a sample from which a significant amount be learned.

The researcher selected eight participants for the sampling frame to provide information-rich data.

Participants were selected according to the following: they considered themselves to be Black or African

American, be female, and are current administrators in Texas. These standards provided the sample for

Black female administrators whose trajectories may have been affected based on their gender, racial, and

professional identities.

 Instrumentation

Individual Interviews

   For this phenomenological study, two instruments for data collection were employed throughout

the research process: Semi-structured interviews and journaling.  Semi-structured in-depth interviews are

commonly used in qualitative research (DeJonckheere & Vaugn, 2019). This method of interviews

encompasses dialogue between researcher and participant, accompanied by a flexible interview protocol

and supplemented by follow-up questions, probes and comments (DeJonckheere & Vaugn, 2019). The

method also allows the researcher to collect open-ended data, to explore participant thoughts, feelings and

beliefs about a particular topic and to delve deeply into personal and sometimes sensitive issues

(DeJonckheere & Vaugn, 2019). DeVos et al. (2005) further indicated that the researcher can utilize

semi-structured interviews to gain a detailed picture of the participants’ beliefs, perceptions or accounts of

a particular topic. Therefore, the researcher conducted semi-structured interviews to collect data from the

participants to explore their lived experiences as Black female leaders in K-12 institutions in Texas. The



interviews spoke to the phenomenon of how the various ways race, gender, class, and "colorism" may

have shaped the trajectories of Black females in K-12 administrative positions in K-12 school districts in

Texas. The interview data provided from each participant recounted their experiences with detailed,

in-depth descriptions that only they can provide.  The semi-structured interview questions that will help to

explore the lived experiences of the participants are as follows:

1. In your opinion, what are the lived experiences of Black female administrators in the K–12

educational setting?

1A: Describe your experiences as a Black female administrator in K–12 educational settings .

1B: How, if any, do you believe your experiences have differed as a Black female compared to

your White female counterparts?

1C: How do you feel those differences impact your daily experiences in your administrative

role?

Semi-Structured Interview Question 2:

2. What factors contribute to the continued effectiveness of Black females in their principals

roles in the K–12 educational settings?

2A: Tell me about some barriers you have experienced, if any, when you began your role as a

principal?

2B: Please share any barriers you have experienced, if any, while serving as a school

administrator?

2C: Please share any microaggressions you have experienced, if any, and how you deal with

them?

Semi-Structured Interview Question 3:

3. To what extent does your organization’s culture and espoused values impact the trajectories of

Black female administrators?



3A: What barriers, if any, impact your career progression?

3B: What glass ceilings, if any, have you identified that are challenging for other Black women

within educational organizations?

3C: What strategies, if any, should organizations employ to support Black females in reducing

those barriers?

Journaling

In addition to semi-structured interviews, the researcher also used journaling as an opportunity for

Black female school leaders to speak directly to their experiences with Intersectionality and to provide

further insight into the research question. According to Bailey (2018), journaling encourages writers to

remain mindful and present while keeping perspective. As well, it provides an opportunity for emotional

catharsis while supporting emotional stability for a greater sense of confidence and self-identity (Bailey,

2018). The participants in this study were Black women who were working as school leaders during the

data collection time frame. The researcher expected that they have potentially experienced situations that

could illustrate their experiences with Intersectionality. Using journals from participants provided rich

data of value to the research study. In order to capture up-to-date thoughts and experiences of the

participants, the researcher created an online journal through Google docs. According to Tenny (2021),

researchers should implement over one method of data collection to reexamine their understanding of the

research topic or phenomenon. Not only did the journals provide an opportunity for the researcher to

determine and analyze supplemental data, but they also caused the participants to engage in their own

self-reflection as they captured their own thoughts about Intersectionality and its effects on their

administrative trajectories as Black women. The journal prompts that drove this rich data were:



JP1: Can you illustrate a time where you felt that your race, gender, socioeconomic status, or colorism

played a part in how colleagues and campus stakeholders treated you?  How did it make you feel?  Were

you able to address it?  If so, was the issue remedied?

JP2: What do you believe will open pathways for Black female educators to become and stay school

administrators?  Have your race and gender played a part in your internal desire to stay the course as a

K-12 school administrator?

Data Collection

In order to begin data collection, approval was obtained from the IRB at St. Edward’s University.

Once this step was completed, the participants received an invitation to participate in the study compiled

with an outline of the studies' tentative dates. Besides the outline, the email explained the purpose of the

research, as well as the methods and procedures. Participants were informed about the ethics and

confidential nature of the study, which protected them and their interests. Participants were assured that

their participation was voluntary, and they each signed a consent form. They were also informed that they

could withdraw from the research study at any time.  

  

Interviews

The first method of data collection was semi-structured Zoom interviews. “Zoom is a

communications platform that allows users to connect with video, audio, phone, and chat (Zoom,

2022, para.1). Deakin University (n.d.) describes individualized interviews as narrative inquiries as they

reveal deeper understanding and provide unique perspectives about a situation.  These narrative inquiries

often give a voice to marginalized populations whose perspectives are generally unsought (Deakin



University, n.d.). More specifically, Allen (2017) stated that using open-ended interview questions allows

researchers to retrieve more options and opinions, giving the data more variation than would be possible

with a closed-question or forced-choice survey. The overarching goal of this study  was to record the lived

experiences of Black female administrators in K-12 educational settings in Texas.

These interviews were performed individually and included a series of ten open-ended questions

to address the research questions.  Each question was vetted by three experts to validate their accuracy

and reliability. Question vetting is reviewing and evaluating question items according to specified criteria

intending to detect flaws and to edit them to improve their quality (Wadi, 2012, as cited in

Gopalakrishnan & Udayshankar, 2014).  The experts selected to vet the semi-structured interview

questions were Black female leaders that have all served over 20 years in education.  Their professional

experiences in education closely mirrored the experiences of the participants.   The interviews were

recorded using Zoom and were transcribed verbatim. The interview guiding questions were followed

closely while considering that probing and follow-up questioning did  occur.

As the researcher employed this process, she kept a journal where she could jot down her

thoughts after completing the interviews so that she could keep note of personal perceptions and be sure

not to inject them into the research. Similar to the researcher not injecting personal perceptions, Fink,

1972 (p. 5-27) determined that epoché refers to the researcher understanding the studied phenomenon

with individual assumptions. Likewise, Merriam & Tisdell, 2016 describes epoché as when the researcher

withdraws his or her own prejudices and biases to refrain from judgment before analyzing the interview

data.

Journaling

The second method of data collection included the participants engaging in the online journaling

process.  The journaling process was implemented to ensure that the data was triangulated. The online



journals were accessed via Google Docs. Google Docs allows researchers and participants to collaborate

on online documents with secure sharing in real-time from any device (Google, 2022).  The researcher

and participants were the only people who could view the responses. The researcher asked the participants

to complete a journal prompt prior to their individualized interview and a journal prompt post interview .

Dimitroff, Sliwoski, O’Brien, & Nichols (2016) attests that journaling can provoke the thoughts and

emotions of participants to provide comprehensive data. Dimitroff Sliwoski, O’Brien, & Nichols (2016)

further concluded that journaling about personal thoughts and feelings develops insight about a specific

phenomenon, compassion for self, and awareness.  Parallel to Dimitroff Sliwoski, O’Brien, & Nichols

(2016), Adams (2013) provides a detailed analysis that journal writing supports cognition organization,

helps one articulate intuition, and regulates emotion.

Data Analysis Procedure

The data analysis process allowed the researcher to look for potential patterns that may provide a

richer understanding of the phenomenon of Intersectionality and how it affects the trajectories of the

Black female K-12 school leader.  Therefore, the first step in the data analysis process was organizing and

preparing data from the details and themes that were constructed from the interactions between the

researcher and the research participants (Kiger & Varpio, 2020). This included acquiring a detailed

transcription of the semi-structured interviews from Zoom and gathering the written journals from Google

docs.

Creswell (2018) determined that the construction of themes becomes validated through the

analysis of qualitative data. In connection to Creswell (2018), Kiger and Varpio (2020) determined that

thematic analysis of data, allows researchers to study the personal relationships that reveal the voices of

the oppressed.   The intellectual perception of oppressed individuals is their response to their environment

based upon the environmental stimuli (Cherry, 2022). The second step towards data analysis was reading



through the data to obtain a general sense of  its overall meaning.  The researcher kept in mind that the

participants provided their individualized perceptions based on their experiences (Stangor, Jhangiani, &

Tarry, 2022).  The researcher focused on what the participants were saying and the impression of the

overall depth, credibility, and use of the information provided (Creswell, 2018).

The third step in the data analysis procedure was coding.  The researcher used concept coding and

category development to interconnect categories to synthesize themes. Saldana (2021) attests that cyclical

coding filters, highlights, and focuses the pronounced features of phenomenological data for generating

themes, concepts, or building a theory. Saldana (2021) further advocates that qualitative codes are

essential elements of the research story that when clustered together according to similarity, actively

facilitate the development of categories and thus analysis of their connections. Once the coding process

began, a list of topics were generated and then grouped together into categories (Nowell et al., 2017).  The

researcher then abbreviated topics as codes and scribed the codes adjacent to the suitable segments of the

text (Nowell et al., 2017).  After the abbreviation of topics, an alphabetical list of abbreviations and codes

were created. The final step was organizing the data into categories (Nowell et al., 2017).

The fourth step in the data analysis process was developing a description of categories, people,

and themes (Creswell, 2018).  The themes that emerged through the analysis of data were identified as

significant findings of the research study.  The Zoom transcripts of this study were color coded by themes.

Since this study used a qualitative approach, it allowed for nuanced codes to emerge as data was analyzed.

For the final step, the researcher determined how the themes would be represented in correspondence with

the research questions (Nowell et al., 2017).  This interpretation of data was a combination of information

learned from current literature and the study.



Limitations of the Research Design

There were few limitations to this study. One of the most significant limitations was the

willingness of the participants in the study during the data collection process. Another limitation

was that the results only included Black female leaders who responded and volunteered to take

part in the study. The sample size limited some findings that were potentially important in

addressing the phenomenon. Without a question, the design of the study, potential researcher’s

bias, and the data collection process were ancillary limitations as well.

 Validation

Documentation from the Texas Education Agency, was used as a part of the initial compilation of

the population identified. Additionally, a cross- referenced check of the documentation was performed

with the National Center for Education Statistics.  The actual findings of Black female administrators in

Texas is unknown yet their sum is unparalleled to the fluctuation of Black students enrolled in public

schools in Texas.  Posting an invitation for potential candidates on social media sites such as Facebook,

Twitter, and Instagram helped to elicit candidates that work and reside in Texas.

Credibility

The potential threats to the credibility of this study were if a participant were not factual

or truthful in their responses. Credibility is defined as the measure of truth and accuracy of the

participants’ recollections within a qualitative study (Connelly, 2016; Maul, 2015; A. Kretser,

2019. The principle of honesty refers to ensuring that the investigator will provide results with

fidelity and as they are (Kretser, 2019).



Dependability

This study aimed for dependable results. Dependability is defined as the solidity or

consistency of data so that others can duplicate or reproduce a similar study and retrieve similar

findings and conclusions (Korstjens, 2018). Shenton 2004, as cited in Rocio, 2020 established

that if a similar study is to be reproduced with the same participants, research methods, and

context,there should be replicated findings. Shenton 2004, as cited in Rocio, 2020 confirmed that

keeping all documentation of transcripts and audio recordings while having a clear alignment

and in-depth description is how researchers establish dependability.  Essentially, if defendability

is established and applied to another study of the same context, the findings should parallel

similar conclusions.

Expected Findings

While my position and biased opinion want to explain the modes of Intersectionality that

Black female leaders endure, I fully understand that the data and current literature needs to

determine the validity of the hypothesis. I found that current literature exposes how

Intersectionality affects the trajectories of Black female administrators in K-12 educational

settings. I expected all participants to share their lived truths while navigating a system that is not

designed for Black female leaders.  Keywords that I heard while analyzing the data were: glass

cliff, microaggressions, oppression, and racial and gender bias.

Ethical Issues



The ethical issues regarding this research were the protection of human subjects and the

risk to their careers and researcher bias. Rocio (2020) states that researcher bias is an individual's

personal interpretation that can lead to an unreliable analysis of the findings.The fact that the

researcher is also a Black female administrator conducting a study on the lived experiences of

other Black females administrators created researcher bias. The researcher used a bracketing

process to eliminate researcher bias. Broomé (year, as cited in Rocio, 2020) determined that

bracketing was setting aside one’s beliefs in order to theorize a phenomenological attitude of

fortitude.

Each participant was adequately informed on the specifics of this research study, which

included the utilization of pseudonyms to protect their identities from risks or interference with

their careers. Each participant participated voluntarily and was proficient in making an informed

decision on the aforementioned consent.

Conflict of Interest Assessment

McNeal (2017) attests that Black female school administrators defy the widely held notion of the

deep-rooted ideologies that relate to who and what a school administrator is supposed to be. McNeal

(2017) further found that Black female school administrators experience uphill tribulations in earning

respect because they are stereotyped by these ideologies and expectations. Black female administrators

are often placed in a token status as central office personnel seek to even the playing field or fulfill

community-based demand (McNeal, 2017) Ideally, their administrative attributes are ignored and

disregarded just so that they can be the one to fill the status quota or to deal with troubled schools (Moore,

2013 as cited in McNeal, 2017). The experience for Black female administrators is complicated as they

must stand out and satisfy the requests to meet quantities for gender and racial oppression (Moore, 2013,



as cited in McNeal, 2017).  As well, they must play their stereotypical role while functioning under

non-stereotypical conditions (Moore, 2013, as cited in McNeal, 2017).

Researcher’s Position

The researcher’s story began on Bergstrom Military base in Austin, TX. In reflecting on

my life as a second generation college student, I think of all the hardships that my parents

endured as they paved the way for continued education. Although times were tough, my parents

continued their education as my father completed his Master’s degree in Ministry from St.

Edward’s University, and my mother completed her Bachelor’s of Science degree from St.

Edward’s University and her Medical degree from the University of Texas. In every facet of life,

I was encouraged to continue my education. After twenty years of teaching in the classroom, I

decided it was time to return to school to focus on school administration. I followed my parents’

legacy by completing my Doctorate of Educational Leadership from St. Edward’s as well. In the

K-12 public sector that I am employed, I am the only Black female and Black female

administrator. My calling is to explain the narrative of Black female administrators in K-12

education and provide gateways for up-and-coming generations of Black educated females to

achieve administrative positions in K-12 education.

Ethical Issues in the Proposed Study

Considering that this study will involve people who will take part and contribute to the

understanding of lived experiences of Black females in K-12 administrative roles, safeguards

will protect the participants’ rights. Creswell 2018,as cited in Olow, 2021 explained potential

ethical issues that may surface during the study and how to avoid those conceivable issues from

happening. Therefore the researcher  plans to protect the participants’ rights by getting approval

for the research design from the IRB, getting signed and written consent from the participants



prior to them taking part in the study, and using pseudonyms to protect identities. Further,

participants will all be over the age of 18 and will be informed of the research process

throughout the duration of the study.

Chapter 3 Summary

This chapter discussed the population and sample selection and the research question that

best examined the phenomenon under investigation: How does Intersectionality affect the

trajectories of Black female leaders in K-12 educational settings? Credibility regarding reliability

and validity were discussed as well as ethical considerations for this study were determined.

Potential limitations and delimitations were taken into consideration. As this study moves

further, Chapter 4 will introduce the data analysis process and an examination of results. Chapter

4 will also describe the knowledge gathered from the narratives of each participant.

Concurrently, Chapter 4 will detail the data collected from the participants’ description of their

lived experiences.



Chapter 4: Data Analysis and Results

Introduction

The purpose of this phenomenological study was to explore the lived experiences of

Black female school leaders as they related to the construct of Intersectionality. The goal of this

study was to illustrate the barriers that Intersectionality presents for Black female school leaders.

This chapter presents a narrative description of the participants. Findings are an analysis of the

participants’ lived experiences and perceptions revealed through individual interviews,

participants’ journaling, and a review and analysis of relevant documents. This chapter concludes

with a summary.

Data collection procedures included gaining approval from St. Edward’s IRB and

obtaining signatures of consent from each of the participants. Each participant was informed that

their participation in the research was confidential and voluntary.  The interviewer conducted

semi-structured interviews with participants and collected responses to journal prompts from

each participant. The researcher analyzed the participant’s data by using the data analysis process

as outlined in the data analysis procedures.  This included rereading the data while coding and

searching for themes.  This process provided the researcher with answers to the following

research questions:

RQ 1: How do Black female leaders describe their lived experiences in administrative roles in

K-12 institutions?

RQ 2: What are the multiple ways Black female leaders' intersectional identities shape their

leadership trajectories?



Description of the Sample

The participants were sought out through purposful sampling, in that each participant had

to meet the study’s requirements of being a Black female who served in an administrative

capacity in a K-12 public educational setting.  These requirements provided the researcher with

participants whose lived-experience of the phenomenon and professional and social identities

correlated with the needs of the study.  Participants were from several different regions in the

state of Texas. These regions included the Upper Gulf Coast, North Texas, East Texas, and

Central Texas. The researcher wanted to gather an extensive range of experiences from varied

regions with the expectation that Black female leaders would encounter diverse experiences

based on where they lived and served. Each participant completed a demographic profile and the

following variables were reported: years of service, geographical region, and administrative title.

See Table 1.

Table 1

Participation Code Geographical Region Years of Service Position in Leadership

P1 Upper Gulf Coast 22 Principal

P2 North Texas 12 High School Assistant Principal

P3 East Texas 30 Elementary Principal

P4 Upper Gulf Coast 18
School Assistant
Superintendent

P5 Central Texas 15
Senior Manager Curriculum and

Instruction

P6 Upper Gulf Coast 15 Special Education Coordinator

Average= 18.66



A considerable amount of the experiences shared were sensitive, therefore pseudonyms

were assigned to each participant to ensure confidentiality; this included their names and other

identifying information.  During one of the interviews, one participant expressed concern about

revealing her identity based on her unique experiences.  Therefore, it was imperative that the

researcher made the participants comfortable while sharing their experiences so that their

narration would be transparent and fluid in context.

The researcher created a table that loosely identifies each participant, to include several

pieces of information (see Table 2). In addition to pseudonym and position, the researcher

included years of experience, marital status, geographical region, and highest degree earned.

Table 2

Pseudonym Position Years of Experience Highest
Degree
Earned

Geographical
Region

Marital
Status

Haylee
Principal 22

Doctorate Upper Gulf
Coast Married

Keisha High School Assistant
Principal 12

Doctorate
North Texas Married

Michelle Elementary Principal 30 Master’s East Texas Married

Reese School Assistant
Superintendent 18

Doctorate Upper Gulf
Coast Married

Chloe
Senior Manager

Curriculum and Instruction 15

Master’s

Central Texas Married

Hannah Special Education
Coordinator 15

Doctorate Upper Gulf
Coast Married

112 total years of
service

66%
Doctorate

50%
Upper Gulf

Coast 100% Married



There were four participants with Doctoral degrees and two with Master’s degrees.

Majority of the participants hold a Doctorate degree.  Acknowledging the educational attainment

of the participants describes their professional credibility and level of expertise in their field. The

participants' years of experience were valuable so that the reader could understand how some

have learned to navigate their career trajectories despite the barriers they may have faced. The

administrators’ work experience in education varied from 12-30 years of experience, where the

average equated to 18.66. The researcher would also like to note that collectively, the

participants bring 112 years of service and experience to the study.

Although identities remained confidential, the researcher chose to disclose the

participants marital status to give the reader a comprehensive depiction of the participants. The

chart also includes the regions that the participants are from as well as the highest degree

obtained. The researcher chose to include their regional location as their direct location could

possibly provide an association based on what was reported.

Data Analysis

After the participants’ interviews were recorded and journals were written, the researcher

organized and prepared data from the details and themes that were constructed from the interactions

between the researcher and the research participants (Kiger & Varpio, 2020).  This included acquiring and

analyzing a detailed transcription of the semi-structured interviews from Zoom and gathering the written

journals from Google docs. As the meaning of the collected data was ascribed, the construction of themes

were validated (Cresswell, 2018). In the second step of the data analysis process, the researcher focused

on the overall depth of the participants' narratives (Cresswell, 2018).  The researcher thoroughly read

through the data to grasp the significance of the information provided, while being mindful that the

participants provided their authentic perceptions. The third step in the data analysis procedure was coding.



The researcher used concept coding and category development to interconnect categories to synthesize

themes. Once the coding process began, a list of topics were generated and then grouped together into

categories (Nowell et al., 2017).  The researcher then abbreviated topics as codes and scribed the codes

adjacent to the suitable segments of the text (Nowell et al., 2017).  After the abbreviation of topics, an

alphabetical list of abbreviations and codes were created. The final step was organizing the data into

categories (Nowell et al., 2017).

The fourth step in the data analysis process was developing a description of categories, people,

and themes (Creswell, 2018).  The themes that emerged through the analysis of data were identified as

significant findings of the research study.  The Zoom transcripts of this study were color coded by themes.

Since this study used a qualitative approach, it allowed for nuanced codes to emerge as data was analyzed.

For the final step, the researcher determined how the themes would be represented in correspondence with

the research questions (Nowell et al., 2017).  This interpretation of data was a combination of information

learned from current literature and the study.

Practical Application of Findings

This section culminated in the individual interview responses of six Black female administrators.

This section also introduces the results of the theories that evolved from the lived experience as a whole.

The research process began with the semi-structured interviews which were completed by Zoom

conferencing. Each of the interviews was transcribed by Zoom. Each participant was provided the

opportunity to review her transcribed interview for accuracy and member checking.

Once the interviews were transcribed, the researcher implemented the Find method in Google

Docs to analyze the data. First, the researcher input all of the transcribed interviews into Google docs.

After the interviews were added to the system, the researcher began to reread and review the transcribed

interviews looking for themes and commonalities amongst the participants. In order to fully grasp the

participants’ portrayals of their lived experiences, the researcher reread the interviews multiple times.



The researcher was able to facilitate the coding of data and clustering of statements into themes and

subthemes based on paralleling statements from participants.

The participants' journal responses were analyzed by the researcher.  There were two journal

prompts. The journals provided an opportunity for the researcher to analyze supplemental data.

Additionally, the researcher wanted the participants to engage in their own self-reflection as they captured

their independent thoughts about Intersectionality and its effects on their administrative trajectories as

Black women. Along with self reflection, the researcher wanted to provoke thoughts of situations where

participants got the impression that if they were White or male those situations would have a different

outcome.

Theme Development

After clustering paralleled phrases that were phenomenological in context, the researcher then

created themes that were existential and phenomenological in context (see Table 3).

Table 3.

Theme Number Description

1 Silence in times of Injustice

2 Having to prove oneself

3 Blatant Disregard

4 Lowered Morale

5 Trajectory Obstruction

The descriptive titles of the themes as shown above in Table 6 consisted of: (1) Silence in times

of Injustice, (2) Having to prove oneself, (3) Blatant Disregard, (4) Lowered Morale, (5) Trajectory

Obstruction. The themes are addressed below along with the research questions to which they

correlate. They are also addressed with the sub themes that were developed out of the



information gathered from the transcripts of the participants’ interviews and journal prompt

responses.

Silence in times of Injustice. For Participants, the lived experience of Black female

leaders in K-12 academia consisted of many attributes that culminated as a whole. The following

general structure addresses the research question: How do Black female leaders describe their

lived experiences in administrative roles in K-12 institutions?  As an administrator, participants

noticed that there are unspoken codes when White teachers and White administrators discuss

Black students. These students are referred to “those outside of the neighborhood” or “those on

the other side of the tracks.”

“It's been a struggle as the only Black female administrator because it's hard for me to see

the way some of the Black kids are treated. They'll talk about the kids from the other side,

and I know what that means. They're not saying it, but I know what it means. So I'm

always having to tell people you know it doesn't matter so let's not go there.”

This attitude of differentiated treatments towards Black students lead to a felt-sense of silence

for Black female administrators in the face of injustice. Participants battled with speaking up for

Black and minority students for the sake of avoiding confrontation. Participants encountered

being treated with kindness by colleagues and other staff members while cringing at the sight of

microaggressive and racially motivated acts towards Black students.  Participants feel that they

fight an intrinsic war of advocating for Black students and feeling responsible for every Black

child on their campus.



“It’s unfortunate that systemic oppression and the corruption of our school districts has

caused our Black students to not have a teacher or an administrator that looks like them.

We are the true pioneers for our students.  I feel a sense of obligation to Black students.

If not me, then who?  There seems to be an unspoken rule and expectation that Black

administrators have the magic to address concerns and alleviate trauma for Black students

and Black families.” (Participant 2)

Participants encountered an emotional weight because of their awareness of the

mistreatment of Black students.  They further found that helping them navigate being Black in a

world fueled with racism and sexism encouraged them to lead campuses where they can bring

about change in the face of injustice.

“It was reported to me that one of our teachers told a Black student that they will only

amount to a high school dropout and sell drugs.  After a full investigation, they weren’t

reprimanded until the end of the school year.  It infuriated me to know that some

educators kill the dreams of Black and Brown students.” (Participant 5)

Participants found that other Black female administrators in the same organization felt

intimidated and threatened by their presence. Instead of reaching out and being supportive, they

used their platforms for character assasination.  Considering the heavy workload that leaders are

contended with, participants found it easier to keep silent about their issue and muster through

their distress.

“I once overheard a Hispanic male colleague describe how he wanted to eliminate all of

the Black female leaders in our district.  He further went on to say that since our student

population is majority Hispanic, our administration and leadership team should mirror



them as well.  I remember the angst I felt in overhearing this attitude of injustice, but I

knew that I had to select my battles wisely.  Therefore, I chose to stay silent despite my

burning desire to go off.” (Participant 3)

“I was told this year that they just want me to do the work, but not be up front about who

did it. I'm responsible for doing the work, but I’m supposed to  give them the credit.

When I asked for an explanation, they stated that I needed to get the work done because

it’s part of my other duties assigned.  They further told me that whenever I am asked

about my other duties assigned, I need to give credit to the other administrators but not

necessarily to myself.”  (Participant 6)

Table 4 provides more empirical examples of participants’ direct quotes related to silence in

times of injustice:

Table 4.

Table 4. Participants’ Comments on Silence in Times of Injustice

Participant Code Empirical Examples of Expression

P1 “The way our Black students are treated wouldn't be so alarming to
me if I were a different race.”

P2 “If I were a White administrator and saw Black students being
mistreated, it would be business as usual.”

P3 “Black students with disabilities are sent to behavior centers
instead of receiving the accommodated supports that they need
in the classrooms.”

P4 “Other administrators refuse to work with Black students.
They refer “those students” to me because they feel that we
have a greater association because of our racial identities.”



Table 4. Participants’ Comments on Silence in Times of Injustice

Participant Code Empirical Examples of Expression

P5 “When I question why our Black special needs students are
being put in General Ed and placed in the back of the class with
an iPad and I receive push back from the other administrators
and the teacher, I feel like its me against the district.”

P6 “I’ll never fail to recollect when a White administrator asked
me, ‘How do you handle them?’ In my mind I told him that
Black students aren’t to be ‘handled,’ but I just walked away to
avoid confrontation.

Having to prove oneself. The next important theme that emerged from this study was the

participants' innate battle to repetitively have to prove themselves as an instructional leader on

campuses.  The following synthesis addresses the research question: How do Black female

leaders describe their lived experiences in administrative roles in K-12 institutions? The

participants described how their abilities, credentials, recommendations, thoughts, and ideas

were frequently questioned. The participants described how they were not trusted enough by

their colleagues to perform their duties as leaders.  This continuous scrutiny in multiple

situations led to a repetitive cycle of participants having to prove their capabilities of being an

educational leader.

“I’ll never forget the day when an administrator was called to a classroom because of an

irate student.  When I arrived as the ‘administrator on duty,’ the teacher’s assistant yelled

across the classroom ‘oh no, we need a more aggressive administrator!’  As I pulled the

student out of the classroom, the teacher’s assistant proceeded to follow me and the

student to see if I was ‘handling the situation accordingly.’  I explained to her that I can



handle the student and that I need you to stay in the classroom to monitor the others.  I

find myself having to prove my authority with certain teachers on campus because I do

not look like them and I happen to be the only female administrator on campus.”

(Participant 6)

Table 5 provides more empirical evidence of participants’ accounts in relation to this

theme:

Table 5.

Participants’ Comments on having to Prove Oneself

Participant Code Empirical Examples of Expression

P1 “No one ever questioned the decisions of our Superintendent
because they assumed that he was a White male.  The reality
was that he was a fair skinned Black man with silky hair who
never validated his identity.  As a Black female leader, my
decisions and ideations are always challenged and questioned.”

P2 “The Black parents and Black community stakeholders
question my qualifications and devalue my authority.  I find it
sad that I find myself bending over backwards to prove to them
that I’m qualified.”

P3 “In a predominantly White district, I was never given an
opportunity to interview for a leadership position.  I had to
transition to a rural, title 1 school district before I had a
fighting chance.”

P4 “As a Black female, I find that other colleagues believe that
you only fit into a low socioeconomic school or a school that
needs behavior assistance.  Having to prove my ability as a
strong educational leader has been an uphill battle.”

P5 “Once I secured my seat at the leadership table, I found that I
must prove myself to be smart everyday.”

P6 “ Since Black women rarely occupy leadership roles in K–12,
there is a constant need to prove yourself over and over.”



Blatant Disregard. The next prevalent theme that emerged from this study was the participants'

blatant disregard of their intelligence, wisdom, and expertise.  The following analysis of data

speaks to the research question: How do Black female leaders describe their lived experiences in

administrative roles in K-12 institutions? The participants felt that regardless of their leadership

experience and their reliability for decision-making and solutions, none of those positive

attributes were of importance because her abilities were completely disregarded and ignored.

This sense of being ignored was prevalent as other colleagues were reluctant to take heed to their

leadership skills .

“There was a student. We had a guest speaker, so only our eleventh and twelve graders

were able to go to the auditorium to hear the guest speakers. Our auditorium has steps

right in front of it, and there was a student just sitting on the stairs by himself. I'm like,

what are you doing? Why are you sitting right here? He said that he's not classified as a

senior yet, so he couldn't go in the Senior Assembly. But all the kids in his class were

seniors, so he had nowhere to go. His teacher was in the auditorium, so there was

nowhere for him to go. I was like, Well, okay, I get it. Even though he's off a cohort,

we're gonna catch up. He's gonna graduate this year, it's gonna happen! But I was just

like, okay. If someone already told you that you can't go, in my head, I'm not gonna, you

know, throw my weight around and say, forget what that person said going in there. I'm not

going to do that. So I said, Okay, sweetie. I'm always cracking jokes with the kids. I said, I don't

want you to just sit here look like no one looking like no one loves you. Just go in my office. Go

have a seat in an actual chair, because he's sitting on the floor. Um! A few minutes later my

associate principal came back with the student, and she was like, ‘He just needs to sit right there



and just wait for the bell.’ I told her that I sent him to the office because he's just in there on the

floor, and she was like, Oh, I didn't know you sent him there. Well, I'll just have him stay back on

the stairs. Two teachers were right there, and they were just like, ‘Huh!’  Because it didn't make

sense. Okay, he can't sit in the assembly if we just absolutely can't have him sitting in the

assembly. Does he still have to sit on the floor?  That rubbed me the wrong way. But you know

that one person that has a tendency of overstepping their boundries with everybody? Whether it's

intentional or not, I don't know, but it happens, and it's one of those situations where quite frankly,

I just feel like I don't care anymore, like I really don't have fight in me anymore.”

Lowered Morale. The next pivotal theme that emerged from this study was the participants'

innate battle to repetitively deal with lowered morale on campuses.  The following synthesis

addresses the research question: What are the multiple ways their intersectional identities shape

their leadership trajectories? Participants determined that acquiring an administrative position in

K-12 was tough to achieve.  Yet they found that their real challenge was they face discrimination

from all sides.

“As our campus principal, I recall having to ask my assistant principal who happens to be

a Black male, to lead conversations with district higher ups, because I knew that my

voice wouldn’t be heard and the result would be that our students would lose out on

opportunities.” (Participant 3)

“During a mentoring session with a Black female teacher, I was told that my long braids

were ‘unprofessional’ for an administrator.” (Participant 2)

Participants feel that they are expected to tailor who they are and how they express themselves

because of their White and male dominated society.  Being indirectly coached on how to act and



present themselves, participants feel that they’ve been unfairly labeled as too difficult to work

with or too aggressive. These Participants feel like they lost interest in going the extra mile for

the campus.

“I attended a meeting with our Special Education teacher and our Special Education

district leader who both happen to be White females. As I explained to the district leader

that our special education department is in need of assistance because of several

occurrences that our campus was not qualified to address, I was then told that the district

did not have the means to help “all students,” and we would have to figure it out at the

campus level. As I continued to advocate for our special education department, the

district leader talked over me and turned to my special education teacher and asked her to

‘reason with me.’ I couldn’t help but wonder had I been White or male, would I have

been deemed as unreasonable. (Participant 4)

“I manage the supervisor (a Black female) of Reading Academies for our district. The

supervisor has a team of about nine women who all happen to be Black, and I'm their

senior manager. The Reading Academies team also has twenty-five implementation

coaches which happens to be a racial and gender mixed group. I’ve had to be very stern

with the group about meeting deadlines and ensuring that our productivity is exceptional.

Last year, they made sure that we both received something for Boss’s day but this year

they made sure to give the supervisor that I manage something but nobody gave me

anything. This is the context of how our ‘culture’ treats us. There's just so much to do,

and I’ve just decided that you have to choose your battles here because it can be a very

toxic environment. The lowered morale creates days where I don’t want to be here.”

(Participant 2)

Participants further found that their morale is lowered and they are poorly motivated when they

witness accommodations being given for other administrators and not them. Their experience is

that they are expected to take the brunt of the work and just to deal with it because it’s their job

and they don’t have any other option.



“There's other women, White women, particularly, that are on the leadership, and they are

whenever something gets too hard, they'll start crying. If they can't handle it, then they

can cry, and then they don't have to do the job. Well, I had a day where I was so angry, I

was so frustrated, and I was so tired. The day where a tear fell from my eye.  Their

response to me was, get yourself together because the work needs to be done.”

(Participant 6)

Trajectory Obstruction . The next significant theme that emerged from this study was the onset of

trajectory obstruction.  The following data analysiss addresses the research question: What are

the multiple ways that Black female leader’s intersectional identities shape their leadership

trajectories? When participants initially transitioned into leadership, they felt that the looming

attitude regarding Black female leaders is that they can save the world.  Participants are finding

that school districts have embraced systemic changes that negatively affect Black and minority

students.  Participants further discovered that their desire

See Table 6

Table 6.

Participants Comments on Trajectory Obstruction

Participant Code Empirical Examples of Expression

P1 “I would stay in education longer, or stay as an administrator if I felt like
the black kids had a fair shot.”

P2 “When i'm at a football game, or on volleyball duty, the parents are not
warm and friendly towards me.”  if I had more, you know parents who
were: more friendly and inviting and just accepting, I might, you know,
consider staying a little bit longer, but I just don't feel I still feel like an
outsider here. This is my third year, at which point and I still don't feel
like I've assimilated.”



Participants Comments on Trajectory Obstruction

Participant Code Empirical Examples of Expression

P3 “It’s really hard to come to work some days because my work
environment is toxic, and it's emotionally draining, because all the
crap I got to deal with, and that's just the interpersonal relational
side. It's not the work like I just got to get something done, and
like the actual administration,”

P4 “My entire life I have been looked at as someone who is very
professional, demure, and poised. I've even been called "classy", which I
hate. I've been compared to Black women such as Michelle Obama,
Beyonce, Dianne Carroll, and Lena Horne. While these are meant to be
compliments, I can't help but feel that I'm being placed on a pedestal
above other Black women. Once, someone actually said to me, "oh,
you're one of the good ones". Being a young professional, I knew what it
meant, but I had no idea how to address it. I knew that it was being
meant as a way to say that I'm an "acceptable Black" and not like the
other, less desirables. Hearing that from another Black woman was
shocking to me. That's when I learned how normalized colorism is within
the Black community. I stared at her and just said "hmmm" and walked
away. I felt disgusted.”

P5 “My school has been open for 20 years, I am the 1st Black female
administrator.”

P6 There was a time when I felt that my race and gender played a part in
how my colleagues treated me. I was one of two of the only black female
administrators on a predominantly white male dominated administrative
team. I remember times where I and the other black female
administrators felt ostracized in major campus level decison making. We
would not be informed by administrative meetings etc...
I felt like I wasn't a part of the team. I felt excluded.
I did address it by asking the Head Administrator the reason I was not
included but he would give excuses everytime.
I served in the position for 3 years and left after the 3rd year. The Lord
opened up other doors of opportunities for me.

Participants described the unequal opportunities that Black students face. They have seen where

district policies have left Black students with less access to high-quality curriculum, insignificant

science labs, outdated technology; large class sizes; and fewer qualified and experienced

teachers. They gave detail to how they’ve seen uneducated and low-income Black youth



continue to fall victim to the criminal justice system.  They further attest that they’ve

purposefully selected education as a career choice because of their desire to help Black students

overcome their barriers and excel.

“The whole purpose of me transitioning from law enforcement to education was to help

stop our children from going through the revolving door of the criminal justice system.  I

feel like I can reach them within educational organizations, or, you know, working in

education.” (Participant 6)

Limitations of the Study

As with any research study, this investigation includes some limitations.  Limitations of a study

are factors that could influence the results of the study and affect the generalizability of the findings.

There were several limitations to this study. School leaders are the individuals responsible for leading

instruction in school buildings and as a result, they are very busy during the school year. There were times

when a few of the participants became unavailable for scheduled interviews because of job interruptions.

The researcher tried her best 148 to avoid potential interruptions by scheduling interviews outside of the

school day; however, some emergencies occurred and adjustments were made as necessary. The

researcher went into this study knowing that she had to be prepared for this and embed flexibility within

her research time frames and schedules. Additional limitations of the study were:

• The researcher has been an educator since 2004. She first became a school leader in 2022. She served as

an assistant principal during the time that she conducted this research. It became vitally necessary that the

researcher bracket out her thoughts through journaling during the entire process and it was not easy;

however, she managed to maintain my biases and refrained from injecting them into the research.

• This research was conducted with participants from different areas across the country. An additional

limitation could be that had the research occurred within one specific school district, the findings and



outcomes may have been completely different because the conditions that the school leaders work in

could be more favorable or less favorable in terms of them being Black and female.

• Findings may not be transferrable or generalized to all double minorities, i.e. Hispanic women, Asian

women, etc. because different races and cultures are regarded differently and each have different

stereotypes.

• Some of the participants may have not told the entire truth or embellished some of their responses for

the purposes of the study.

Summary

Chloe's quote represents the essence of this research when she said, “Why does it appear that

being a strong Black woman means that I can do more or do something better than anyone else?  I’m so

tired of the strong Black woman trophy.  It begins to wear down on you!”  In terms of exploring the lived

experiences of Black female school leaders, this chapter offered descriptions of participants, presented the

results of the data analyses, and identified the themes that were revealed. The participants’ answers were

tied into the research questions for organization and association purposes. It is important for the reader to

comprehend the data in terms of the guiding research questions. As the researcher completed data

analyses of the data collected from individual interviews and the journal responses, she arranged the

findings and coded the answers which resulted in five themes being identified.  Deeper insight of the

participants experiences unfolded. They explained feeling the need to prove their credibility and hard

earned right to be in their positions. They recounted the sense of having to work harder than their

non-Black and non-female counterparts to establish their capabilities. Being in their role made them

highly aware of the stereotypes assigned to them because they are Black and female.

Chapter Five presents a summary and discussions of the results, discussion of the results in

relation to the Literature, implications and limitations to the study, recommendations for future research,

and concludes with a summary of the chapter.



Chapter 5: Discussion, Conclusions, and Recommendations

Introduction

The purpose of this qualitative study was to explore the lived experiences of Black

female leaders in K-12 educational institutions. Particularly, the goal of this study was to

illustrate the barriers that Intersectionality presents for Black female school leaders. The study

involved a sample of 6 Black female school leaders serving in varied Texas regions. The

participants were employed as educational leaders who oversaw teachers and staff. This chapter

presents a discussion of findings, a discussion of the results in relation to the literature,

implications of the results for practice, and recommendations for further research. The chapter

ends with a conclusion.

Discussion of the Results

Two research questions guided this research. RQ 1: How do Black female leaders describe

their lived experiences in administrative roles in K-12 institutions? RQ 2: What are the multiple

ways Black female leaders' intersectional identities shape their leadership trajectories? In order to

answer these questions, two types of data were analyzed. Through reading the transcripts of the

interviews and reviewing the answers to the journal prompts, the researcher perceived that the

participants reported unfavorable experiences as Black female school leaders. Five themes were

revealed and from those themes, several subthemes were identified as well. The five identified

themes suggest the following:  (1) The clear message to Black women has been to shut up and

suffer in silence. Black women's silence in educational leadership has empowered inequality for

themselves and Black children.  Black women have stayed silent in times of injustice in fear of



repercussions against them. (2) Having to prove oneself after obtaining degrees and licensures

that distinguish Black women as educational leadership experts, they continue to feel that they

have to prove themselves to others.  Their Intersectionality seemingly negates their knowledge

and causes their colleagues and peers to question their decisions despite their titles. (3) Black

female school leaders employ several effective leadership strategies when making decisions to

ensure that their thoughts and ideations are not disregarded. The conscious and calculated steps

they take when making decisions ensures that those decisions will not be ignored or overturned.

(4) Black female school leaders continue to endure lowered morale in their positions as they face

uphill battles in tearing down years of negative connotations regarding their race and gender. (5)

Black female leaders continue to lead educational campuses while feeling like their thoughts,

ideas, and decisions are taken for granted causing them to question the length of their trajectory.

They remain as instructional leaders because of their goal to support Black youth in underserved

and disadvantaged schools.  Despite their desire to pay it forward, the obstructions that they face

cause them  to want to leave the professional altogether.

The most significant theme that emerged from the research is that Black female

administrators are exhausted with having to prove their value as instructional leaders. They

expressed that they are not given the paralleled respect that is automatically extended to other

staff members who happen to be White and/or male. The idea of having to exert energies to

protect their hard-earned positions has indirectly caused an abundance of work for them. They

further feel that they are not seen as trustworthy and reliable; which has lowered their overall

morale and is an obstruction to their trajectories as school leaders.

Discussion of the Results in Relation to the Literature



This phenomenological study on the experiences of Black female school leaders was

guided by two research questions. The questions sought to better understand how Black females

intersecting identities of race and gender interact to shape their leadership experiences in K-12

schools.The study’s results yielded findings that go beyond conjecture and actually provide

valuable insight into what they do each day. The discussion section provides answers to the

research questions in relation to the theoretical literature in which this study was grounded.

Discussion Related to the Literature Review

The theoretical findings within this research linked Chapters Two and Four. The

foundational framework for this research was grounded in Crenshaw’s (1989) theory of

Intersectionality. This section will provide insight on how Crenshaw’s (1989) theory illuminates

the findings of this research.

Crenshaw’s Intersectionality Theory

Intersectionality theory embodies a multitude of oppressions. It is important to note that

Black female school leaders elevate beyond the limitations they face each day.  Working in

biased contexts for Black females can be complex depending on whom she is interacting with.

Krivkovich et al. (2022) and Wingfield (2020) determined that both racism and sexism adversely

affect Black women through stifled leadership opportunities and persistent doubts of

competence, intelligence, and skill. Participants in this research described that in their leadership

position, they are unable to remain true to their authentic self.  Their acute awareness of racial

hierarchy means that they cannot appear angry, irrational, or overly subjective. Collier-Thomas

(1982), as cited by Peters and Nash (2021) developed an understanding of how inequality

impacts contact between women who differ by race and ethnicity.



“Historically, Black women have shared with Black men the discrimination and

deprivation that  characterized  their  sojourn  from  slavery  to  freedom.  They  share

with  white  women  some  legal  prescriptions  that  have  limited  their  access  to

public  institutions.  However,  despite  the  common  problems,  their  historical

experiences  in  every  area  of  American  life  have been in very specific ways different

from that of Black males and white females (p. 174).

Paralleling to Collier-Thomas (1982) as cited in Peters and Nash (2021), Hurtado (1989) as cited

in McNeal (2017) advanced the notion of how systemic inequality impacts barriers between

women who differ by race and ethnicity. Collier-Thomas (1982) as cited in McNeal (2017)

further explained the apparent differences between Black and White women.  White women do

not face as many societal injustices because of their connection to White men, the most

privileged and pristine group in American civilization (Collier-Thomas, 1982 as cited in McNeal,

2017).  Although some facets of inequities do exist for White women, they still benefit as the

daughters, mothers, and wives of White men. Black women are not awarded this same

priviledge. Hurtado further noted that

“The definition of woman is constructed differently for White women and women of

color, though gender is the marking mechanism through which the subordination of each

is maintained” (p. 845).

When interviewing Hannah, she described her experiences as an administrator at an all Black

campus.  She stated that, “it’s sad to say this but, even my own people dont support my hard

work and efforts.”  She further stated that, “my job would be so much easier if I were White.”

The semi-structured interviews and journal prompts developed the 5 themes that reflected

the literature review regarding social challenge barriers, trajectory obstructions, and the glass



cliff phenomenon.  These themes are indistinctively interlocked to the theory of intersectionality

and illustrate how Intersectionality impacts the lived experiences of Black female leaders.  As

the themes evolved, the researcher found that the participants intersecting identities were barriers

that caused roadblocks against their trajectories.  A summary of each individual theme that

emerged within the data is discussed more in-depth considering the existing body of knowledge.

The initial theme that emerged from the participants’ lived experience surrounding the

phenomenon of how Intersectionality affects the Black female leader was being quiet in the face

of injustice.  The participants felt that being Black and female suppressed their ability to speak

up for every wrong doing.  The literature review detailed the barriers of being vocal in times of

oppression.  This unconscious behavior stems from the oppressive inequities that Black women

faced as K-12 scholars.  As the repercussions of slavery and segregation are evident in

educational leadership (Rocio, 2021), it is determined that Black female leaders in education feel

as though their voices are devalued, unheard, and overlooked (Byrd, 2009; King, 1988; Nkomo,

1992; and Parker, 2005).

As Black female leaders continue to be aware of the limitations of their voice, they find

that they are tirelessly having to prove their value and their worth as instructional leaders on their

campus.  The literature review posited that Black female leaders face exclusion from district

power networks and gender role expectations.  Rachel Rollins further described the anguish of

normalizing roles for Black women in leadership positions: 

“You are the canary in the coal mine for many of these concepts, Rollins says. We don’t

get the benefit of failing upward as so many others do. We can’t be mediocre and stumble

into a CEO position or the presidency. We have to be beyond exceptional and even still

we are questioned.” (Rollins,2021 as cited in Osterheldt, 2021)



The participants in the study recounted numerous occasions where they felt an innate battle

against being scrutinized and always having to prove themselves.   All of the participants are

over qualified for their positions in regards to degrees obtained, leadership abilities, and

credentials, yet their decisions continue to be questioned.  The participants are afraid to fail in

their roles.  This ongoing sense of fear and continuous scrutiny is exhaustive in nature and

speaks to the theme of blatant disregard.

Black women in leadership positions continue to face blatant disregard for their authority

and influence as they are faced with social challenge barriers and traditional gender ideologies.

The participants recounted how their ongoing efforts, accomplishments, and ideas are blatantly

disregarded because of their intersecting racial and gender identities.  Shadeism and colorism

were discussed in detail in the literature review.  These themes correlate with blatant disregard as

studies confirm that society tends to reward those with Eurocentric features (Hall, 2017).

Hannon and DeFina determined that skin tone bias creates favorable opportunities and

preferential treatment in education (Hannon and DeFina, 2014 as cited in Hall, 2017 & Bagalini,

2020).  Participants narrated how the continued disregard and lack of respect leaves them poorly

motivated and lowers their morale.

Another prevalent theme that arised out of the data analysis was the lowered morale that

Black female administrators are subdued with.  Although low morality was not directly

mentioned in the literature review, it was an undertone that was implied through all themes.

Every semi-structured interview and journal response hinted at the participants daily frustrations

of disregard and disrespect.  There was an overall sense of dissapointment with the unspoken

biases that filtered through Texas schools.  Their exasperations are paralleled to ideas expressed

from Showunmi (2021) which established that Black female leaders face ongoing  barriers



because of racial and stereotypical concepts.  The overall consensus from the participants was

that they are tired of trying to support young Black scholars while being seen trough a negative

lens because of the historical ramifications of slavery.  Our Black female administrators are

disgruntled, which leads to them not wanting to continue on their career paths in education.

Participants found that the racialized barriers that they face each day are obstructive

catalysts for their career trajectories.  They noted how their White female colleagues advanced in

their careers, while they continued to remain stagnant.  Moreso, the participants  found that they

were placed at high needs and low-socioeconomic campuses with the expectation of turning

around a “failing campus.” This supports the glass cliff phenomenon mentioned in the literature

review which details Black women accepting impossible positions only to be unsuccesful in thier

plight.  Participants have embraced the harsh reality that their racial and gender identities are

barriers to their career trajectories.  As much as they want to advocate for the education of Black

children, they are exhausted and worn down from racially motivated and negligent mistreatment.

Implications of the Results for Practice, Policy, and Theory

The purpose of this phenomenological study was to gain awareness of the lived experiences of

Black female leaders in K-12 educational institutions in Texas.  The findings and conclusions of this

study created awareness for district administrators and Black women desiring to persue leadership in

educational organizations.  In the following sections, the researcher will describe what the data findings

have implied in practice, policy, and theory.

Practice

Based on the findings, the researcher will discuss how this study can be applied into professional

practice.  Multicultured leadership programs with an emphasis on merit and equal opportunity can be

implemented to support Black women currently in leadership; to provide resources and assistance to



Black female teachers who plan to pursue leadership in the future, and to create awareness for educational

leaders in becoming culturally sensitive to the experiences of Black women. This notion is supported by

previous research recommending extensive research on programs that implement multicultural awareness

and focus on diversity mentorship (Barnes, 2017; Gamble & Turner, 2015; Mahoney, 2016; Morris, 2016;

Phelps-Ward et al., 2017). Educational organizations and school officials can utilize the data from this

study to better understand the lived experiences of Black female leaders.

Policy Implications

The researcher found that Black female administrators have experienced opression and ongoing

trajectory obstructions because of their Intersecting racial and gender identities.  To address these

inequities, several concrete policies at varying levels can be implemented to lower trajectory obstructions

and increase morale for Black female leaders. Our state and federal government can offer tax breaks and

loan forgiveness to Black female school leaders, particularly those who lead multicultural, impoverished,

and or high-poverty campuses.  Educational leadership preparation programs can foster partnerships with

current Black female school leaders so that they can mentor and guide up and coming inexperienced

Black female school leaders.  School districts can establish leadership pathway opportunities for Black

female educators who desire to go into educational leadership.  This focus on early recruitment can

further close the secondary and post-secondary achievement gaps.  Additionally, developing clear and

systemic mentoring programs for Black female educators could potentially increase their desire to pursue

school leadership positions.

Theoretical Implications

The theoretical foundation for this study was grounded in Intersectionality theory.

Intersectionality theory argues that there is a single-issue approach to how society considers both racism

and sexism (Coaston, 2019).  Since Black women are both Black and female, the Intersectionality of their

racial and gender identities are a unique phenomenon that are not the same for other women (Coaston,

2019).   The intent of this study was not to disprove or prove a theory, but to examine personal accounts

of the phenomenon under investigation.  The findings of this study can help school districts gain



awareness of the lived experiences of Black female school leaders.  Further, it can set a precedence that

the theory of Intersectionality is an overlapping dilemna that leads to trajectory obstruction.

Chloe detailed how her parents ensured that she went to private school with students that did not

look like her.  She recounted how she only dated White males growing up and her social experiences were

with White families.  She did not experience racial discrimination while growing up.  However, once

Chloe went into education, she experienced gender inequality, isolation, and racial discrimination from

her colleagues.  Intersectionality theory affirms that Black women’s “intersecting identities” means that

they are impacted by a multitude of social justice issues (Coaston, 2019).  As could be expected, all of the

participants in the study experienced stereotypical behavior from colleagues and superiors as detailed in

the literature review and the data analysis results.  This study can support school leaders in their

understanding of how culture, race, and gender are interlocked and inseperable for the Black woman;

affecting her leadership trajectory which makes her experience different than other women.

Recommendations for Further Research

The purpose of this research was to explore and document the lived experiences of Black female

school leaders as in relation to Intersectionality.  The goal of this study was to illustrate the barriers that

Intersectionality presents for Black female school leaders. A study that investigates the self-efficacy of

Black female school leaders should be conducted.  It would be valuable to see if their individual beliefs in

what they can achieve influences their actions and how much effort they put into the selected action.  It

would also be beneficial to determine why Black women have worked in education and obtained

certifications to become principals and superintendents only to represent a small minority of campus and

district administrators.  Those conclusions would be remarkable to record and note.  An alternative

recommendation for future research would be to conduct this study from a contrasting viewpoint of

another minority school leader that differs from the Black female perpective.  This could be someone who

experiences other intersecting identities or someone who is only identified as a minority. The outcomes of

such a study could correlate to this research to notate extensions or deviations of findings. An alternative



study to further expand the base of Intersectionality in education, could seek to determine the impact that

Black female leaders have on their teachers and students. The research could focus on the participants’

journeys and include input from the teachers and students that they lead.  This study could gain a deeper

understanding of why Black female leaders are important.

Additional recommendations for future research are:

● Analyze educational leadership programs to determine if they successfully prepare minority

school leaders for what they will experience during their job.

● Investigate and identify the mentoring and professional development opportunities available to

Black women in or aspiring to be in educational leadership.

● Determine the coping strategies that Black female leaders use to manage their professional and

personal lives despite the varied barriers they face.

● Expand this study to a mixed-method approach. The mixed-method approach would allow

researchers to explore the qualities of both qualitative and quantitative data in the study. This

would provide more in-depth information (Creswell & Plano, 2007).

Conclusion

In Hannah’s interview she summed up the comprehensive thoughts of the participants in the study

when she stated, “I am not equipped with White priviledge.  If I looked like the people making the

decisions, then it would be easier for me to advance. However, I don’t identify with them.” The

overarching goal of this research was to illustrate the ongoing opressions that Black female school leaders

face.  All six participants presented their narratives on their lived experiences as public school

administrators in Texas.  Additionally, they recounted how they are able to find the will power to pay

attention to the needs of their staff, students, and community stakeholders while promoting equity, quality

instruction, and a safe work environment. The themes that emerged through the analysis of this study

included: silence in times of injustice, the need to prove oneself, blatant disregard, lowered morale, and

trajectory obstruction.  The findings of this study empowered the researcher, who shares similar



intersecting identities with the participants. To review the responses and get first hand exposure of the

unfiltered emotions that the participants have had to suppress gives the researcher justification to continue

her work.  This continuation is not limited to Black females in educational leadership, as the researcher

plans to seek opportunities to promote authentic conversations about race and gender across multiple

contexts in education. The researcher hopes that the participants are satisfied with how she has illustrated

their experiences, feelings, and thoughts. The researcher has given voice to their lived experiences and

brought their realities, which were previously silenced, out in the open, with the desire to counter the

master narrative of what was understood as an educational leader.







REFERENCES

Acevedo-Garcia, D., Osypuk, T. L., McArdle, N., & Williams, D. R. (2008). Toward a
policy-relevant analysis of geo-graphic and racial/ethnic disparities in child health.
Health AFF (Millwood), 27(2), 321–333.

Adams K. (2013). Expressive Writing: Foundations of Practice. Lanham, MD: Rowman &
Littlefield Publishing; 176 p.

Allen, M. (2017). The sage encyclopedia of communication research methods (Vol. 1-4). Sage
Publications.

Amour, M. (2020, October). What happens before college matters. Inside Higher Ed.
https://www.insidehighered.com/news/2020/10/20/black-students-need-changes-policies-
and-structures-beyond-higher-education

Background Checks. (n.d.). Texas' School Districts. Background Checks.
https://backgroundchecks.org/top-school-districts-in-texas.html

Bagalini, A. (2020, August). Colourism: How skin-tone bias affects racial equality at work.
World Economic Forum.
https://www.weforum.org/agenda/2020/08/racial-equality-skin-tone-bias-colourism/

Bailes, L., & Guthery, S. (2020). Held Down and Held Back: Systematically Delayed Principal
Promotions by Race and Gender. AERA Open, 6(2), 1–10.
https://doi.org/10.1177/2332858420929298

Bailey, K. (2018, November 15). 5 powerful health benefits of journaling. http://from
https://intermountainhealthcare.org/blogs/topics/live-well/2018/07/5-powerful-health-ben
efits-of-journaling/

Barnes, J. (2017). Climbing the stairs to leadership: Reflections on moving beyond the
stained‐glass ceiling. Journal of Leadership Studies, 10(4), 47–53.
https://doi.org/10.1002/jls.21503

Bates, K. (2017, February). new evidence shows there’s still bias against Black natural hair.
Code Switch. NPR. http://
https://www.npr.org/sections/codeswitch/2017/02/06/512943035/new-evidence-shows-th
eres-still-bias-against-black-natural-hair

Bealle-Davis, S. (2017). African American women in America: underrepresentation,
Intersectionality, and leadership development experiences [Doctoral dissertation].
ProQuest Dissertations and Theses Global. https://doi.org/10616980

Blake, J. J., Butler, B. R., Lewis, C. W., & Darensbourg, A. (2011). Unmasking the inequitable
discipline experiences of urban Black girls: Implications for urban educational
stakeholders. The Urban Review, 43(1), 90–106.
https://doi.org/10.1007/s11256-009-0148-8

Bonsu, M. (2018). Viewpoint:Women of color need to break the concrete ceiling. Worcester
Business Journal, 29(5), 29–30.
http://www.wbjournal.com/article/viewpoint-women-of-color-need-to-break-the-concrete
-ceiling

Bristol, T. J., & Martin-Fernandez, J. (2019). The Added Value of Latinx and Black Teachers for
Latinx and Black Students: Implications for Policy. Policy Insights from the Behavioral
and Brain Sciences, 6(2), 147–153. https://doi.org/10.1177/2372732219862573

https://www.insidehighered.com/news/2020/10/20/black-students-need-changes-policies-and-structures-beyond-higher-education
https://www.insidehighered.com/news/2020/10/20/black-students-need-changes-policies-and-structures-beyond-higher-education
https://backgroundchecks.org/top-school-districts-in-texas.html
https://www.weforum.org/agenda/2020/08/racial-equality-skin-tone-bias-colourism/
https://intermountainhealthcare.org/blogs/topics/live-well/2018/07/5-powerful-health-benefits-of-journaling/
https://intermountainhealthcare.org/blogs/topics/live-well/2018/07/5-powerful-health-benefits-of-journaling/
https://doi.org/10.1002/jls.21503
https://academicwriter.apa.org/ProQuest%20Dissertations%20and%20Theses%20Global.%20https://doi.org/10616980
http://www.wbjournal.com/article/viewpoint-women-of-color-need-to-break-the-concrete-ceiling
http://www.wbjournal.com/article/viewpoint-women-of-color-need-to-break-the-concrete-ceiling
https://doi.org/10.1177/2372732219862573


Broomé, R. E. (2011). Descriptive phenomenological psychological method: An example of a
methodology section from doctoral dissertation. Utah Valley University.
https://works.bepress.com/rodger_ broomé /9/

Braun V, Clarke V. 2006. Using thematic analysis in psychology. Qual Res Psychol. 3(2):77–101.
Bruens, R. (2020, September 1). Educational Administrator: Job Description, Pay, and Career

Outlook. Resilient Educator.
https://resilienteducator.com/teaching-careers/educational-supervisor/#:~:text=K%2D12
%20administrators&text=They%20lead%20elementary%20and%20secondary,budgets%
20and%20curricula%2C%20and%20more.

Bureau of Statistics. (2018). Gender workplace statistics at a glance 2017-2018. Australian
Government.
http://www.wgea.gov.au/data/fact-sheets/gender-workplace-statistics-at-a-glance-2017-

Burton, L., Cyr, D., & Weiner, J. M. (2020). “Unbroken but bent”: Gendered racism in school
leadership. Frontiers in Education. http:// doi.org/10.3389/feduc.2020.00052

Byrd, M. (2009). Theorizing African American women’s leadership experiences: Sociocultural
theoretical alternatives. Advancing Women in Leadership Journal, 29(1), 1-19.
https://doi.org/10.4018/978-1-4666-1812-1.ch003

Carver-Thomas, D., & Darling-Hammond, L. (2017). “Why Black Women Teachers Leave and
What Can Be Done About it”. Advances in Race and Ethnicity in Education, 6, 159–184.
https://doi.org/10.1108/S2051-231720170000006009

Cherry, K. (2022, August 19). What Is Perception?Recognizing Environmental Stimuli Through
the Five Senses. Very Well Mind.
https://www.verywellmind.com/perception-and-the-perceptual-process-2795839

Cimpian, J. (2019). How our education system undermines gender equity. Brown Center
Chalkboard.
https://www.brookings.edu/blog/brown-center-chalkboard/2018/04/23/how-our-education
-system-undermines-gender-equity/

Chandler, R., Anstey, E., & Ross, H. (2015). Listening to Voices and Visualizing Data in
Qualitative Research: Hypermodal Dissemination Possibilities. SAGE Open.
https://doi.org/10.1177/2158244015592166

Coaston, J. (2019). The Intersectionality wars. Vox Media.
https://www.vox.com/the-highlight/2019/5/20/18542843/Intersectionality-conservatism-l
aw-race-gender-discrimination

Crenshaw, K. (1989) "Demarginalizing the Intersection of Race and Sex: A Black Feminist
Critique of Antidiscrimination Doctrine, Feminist Theory and Antiracist Politics,"
University of Chicago Legal Forum: Vol. 1989: Iss. 1, Article 8. Available at:
http://chicagounbound.uchicago.edu/uclf/vol1989/iss1/8

Crenshaw, K. (1991). Mapping the Margins: Intersectionality, Identity Politics, and Violence
against Women of Color. Stanford Law Review, 43(6), 1241–1299.
https://doi.org/10.2307/1229039

Crenshaw, K. (2005). Mapping the Margins: Intersectionality, Identity Politics, and Violence
against Women of Color (1994). In R. K. Bergen, J. L. Edleson, & C. M. Renzetti (Eds.),
Violence against women: Classic papers (pp. 282–313). Pearson Education New Zealand.

Creswell, J. W., & Poth, C. N. (2018). Qualitative inquiry & research design: Choosing among
five approaches. Sage Publications.

http://www.wgea.gov.au/data/fact-sheets/gender-workplace-statistics-at-a-glance-2017-
https://doi.org/10.1108/S2051-231720170000006009
https://www.brookings.edu/blog/brown-center-chalkboard/2018/04/23/how-our-education-system-undermines-gender-equity/
https://www.brookings.edu/blog/brown-center-chalkboard/2018/04/23/how-our-education-system-undermines-gender-equity/
https://doi.org/10.1177/2158244015592166
https://www.vox.com/the-highlight/2019/5/20/18542843/intersectionality-conservatism-law-race-gender-discrimination
https://www.vox.com/the-highlight/2019/5/20/18542843/intersectionality-conservatism-law-race-gender-discrimination
https://doi.org/10.2307/1229039


Curtis, S. (2017). Black women’s intersectional complexities: The impact on leadership.
Management in Education, 31(2), 94–102. https://doi.org/10.1177/0892020617696635

Darrisaw, M. (2019, May). Black hairstylist are out there—so why isn’t Hollywood hiring them?
Oprah Daily.
http://www.oprahdaily.com/beauty/hair/a27243513/black-hairstylists-hollywood/

Davis, D. R., & Maldonado, C. (2015). Shattering the glass ceiling: The leadership development
of African American women in higher education. Advancing Women in Leadership,
3548. Retrieved from https://awl-ojstamu.tdl.org/awl/index.php/awl

DeJonckheere, M., & Vaugn, L. M. (2019). Semistructured interviewing in primary care
research: a balance of relationship and rigour Family Medicine and Community Health.
Family Medicine and Community Health, 1–8. https://doi.org/10.1136/fmch-2018-000057

Delgado, R., Stefancic, J., & Harris, A. (2012). Glossary of terms. In Critical race theory: An
introduction (2nd ed., pp. 155–174). NYU Press.
http://www.jstor.org/stable/j.ctt9qg9h2.14

De Vos, A.S., Strydom, H., Fouché, C.B. and Delport, C.S.L. (2005) Research at Grass Roots:
For the Social Science Professionals. 3rd Edition, Van Schaik, Pretoria.

DeJonckheere M, Vaughn LM. (2019) Semistructured interviewing in primary care research: a
balance of relationship and rigour. Fam Med Com Health 2019;7:e000057. doi:10.1136/
fmch-2018-000057

Dimitroff, L., Sliwoski, L., O’Brien, S., & Nichols, L. (2016). Change your life through
journaling–The benefits of journaling for registered nurses. Journal of Nursing Education
and Practice, 7(2), 90–98. http://dx.doi.org/10.5430/jnep.v7n2p90

Dillard, C. B. (2016). To address suffering that the majority can't see: Lessons from black
women's leadership in the workplace. New Directions for Adult & Continuing Education,
2016(152), 29. doi:10.1002/ace.20210

Doharty, N. (2020). The ‘angry Black woman’ as intellectual bondage: being strategically
emotional on the academic plantation. Race Ethnicity and Education, 23(4), 548–562.
https://doi.org/10.1080/13613324.2019.1679751

Dominelli L., & Campling J. (2002) Anti-oppressive practice in action. In J. Campling (Ed.),
Anti-Oppressive social work theory and practice. Palgrave Publishing.
https://doi.org/10.1007/978-1-4039-1400-2_5

Domingue, A. (2015). “Our leaders are just we ourself”: Black women college student leaders’
experiences with oppression and sources of nourishment on a predominantly White
college campus. Equity & Excellence in Education, 48(3), 454–472.
https://doi.org/10.1080/10665684.2015.1056713

Dovidio, J. F., Kawakami, K., & Hodson, G. (2002). Why can’t we just get along? Interpersonal
biases and interracial distrust. Cultural Diverse Ethnic Minor Psychology, 8(2), 88–102.

Dulaney, M., & Texas State Historical Association. (1976–2020). African Americans. Texas
State Historical Association.
https://www.tshaonline.org/handbook/entries/african-americans

The Texas Tribune & Edison, J. (2022, August). More Black Americans live in Texas than any
other state. Two years after George Floyd’s murder, many reconsider their future here.
The Texas Tribune. https://www.texastribune.org/2022/08/16/black-texans-future/

Elias, N. (1978). The civilizing process. Oxford University Press.
Epstein, R., Blake, J., & Gonzalez, T. (2017). Girlhood interrupted:The erasure of Black girls’

childhood.

http://www.oprahdaily.com/beauty/hair/a27243513/black-hairstylists-hollywood/
https://doi.org/10.1136/fmch-2018-000057
http://dx.doi.org/10.5430/jnep.v7n2p90
https://doi.org/10.1080/13613324.2019.1679751
https://www.texastribune.org/2022/08/16/black-texans-future/


http://genderjusticeandopportunity.georgetown.edu/wp-content/uploads/2020/06/girlhood
-interrupted.pdf

Gardner, L. J., Barrett, T. G., & Pearson, L. C. (2014). African American administrators at PWIs:
Enablers of and barriers to career success. Journal of Diversity in Higher Education, 7(4),
235-251. doi.org/10.1037/a0038317

Gordon, J. (2022, April 8). Perception in Individual Behavior - Explained. The Business
Professor.
https://thebusinessprofessor.com/en_US/management-leadership-organizational-behavior/
perception-in-individual-behavior

Ford, D. Y., & King, R. J. (2014). Blacked Out: Racial and gender segregation in gifted
education 60 years after "brown vs. board of education". Multiple Voices for Ethnically
Diverse Exceptional Learners, 14(2), 3-11. Retrieved from
https://multiplevoicesjournal.org/

Fossett, K. (2021, July). Burnout, racism and extra diversity-related work: Black women in
academia share their experiences. Women Rule.
https://www.politico.com/newsletters/women-rule/2021/07/09/nikole-hannah-jones-black
-women-academia-493523

Genao, S. (2016). Culturally responsive pedagogy: Reflections on mentoring by educational
leadership candidates. Issues in Educational Research, 26(3), 431–445.
https://doi.org/www.iier.org.au/iier.html

Gilbert, N. (Ed.). (2015). Researching social life (4th ed.). Sage Publications, Inc.
Goff, P. A., Jackson, M. C., Di Leone, B. A. L., Culotta, C. M., & DiTomasso, N. A. (2014). The

essence of innocence: Consequences of dehumanizing Black children. Journal of
Personality and Social Psychology, 106(4), 526–545. https://doi.org/10.1037/a0035663

Google. (2022). Build your best ideas together, in Google Docs.
https://www.google.com/docs/about/

Gopalakrishnan, S., & Udayshankar, P. M. (2014). Question vetting: the process to ensure quality
in assessment of medical students. Journal of clinical and diagnostic research : JCDR,
8(9), XM01–XM03. https://doi.org/10.7860/JCDR/2014/9914.4793

Greyling, S. M., & Steyn, G. M. (2015). The challenges facing women aspiring for school
leadership positions in south african primary schools. Gender & Behaviour, 13(1),
6607–6620.
https://doi.org/www.proquest.com/scholarly-journals/challenges-facing-women-aspiring-
school/docview/1752517774/se-2?accountid=7075

Hannon, J., & DeFina, R. (2014). Just skin deep? The impact of interviewer race on the
assessment of African American respondent skin tone. Race and Social Problems, 6,
356–364.

Hargrove, T. W. (2019). Light Privilege? Skin Tone Stratification in Health among African
Americans. Sociology of Race and Ethnicity, 5(3), 370–387.
https://doi.org/10.1177/2332649218793670

Hedge, S. (2022, July 8). What Is Internalized Oppression? Science ABC.
https://www.scienceabc.com/social-science/what-is-internalized-oppression-definition-h3
h3-example.html#internalized-oppression-definition

Hill, C., & Wheat, C. A. (2017). The influence of mentorship and role models on university
women leaders’ career paths to university presidency. Qualitative Report, 22(8),
2090–3010.

http://genderjusticeandopportunity.georgetown.edu/wp-content/uploads/2020/06/girlhood-interrupted.pdf
http://genderjusticeandopportunity.georgetown.edu/wp-content/uploads/2020/06/girlhood-interrupted.pdf
https://thebusinessprofessor.com/en_US/management-leadership-organizational-behavior/perception-in-individual-behavior
https://thebusinessprofessor.com/en_US/management-leadership-organizational-behavior/perception-in-individual-behavior
https://doi.org/www.iier.org.au/iier.html
https://doi.org/10.1037/a0035663
https://doi.org/10.1177/2332649218793670


Howard, B. L. (2017). African-American female administrators at predominantly White
institutions in Tennessee: Is there a need for affirmative action? Journal of
Interdisciplinary Studies in Education, 5(2), 73–77. Retrieved from
http://isejournal.org/index.php/jise/article/view/187/148

Hunter, M. (2007). The persistent problem of colorism: Skin tone, status, and inequality.
Sociology Compass, 1(1), 237–254.

Hurtado, A. (1989). Relating to privilege: Seduction and rejection in the subordination of White
women and women of color. Signs, 14, 833-855.

Jagger, A. M. (1989). “Love and Knowledge: Emotion in Feminist Epistemology.”. Inquiry,
32(2), 151–176. https://doi.org/10.1080/00201748908602185

Jason, L., Glantsman, G., O'Brien, K., & Ramian, K. (2019). Introduction to Community
Psychology. ‎John Wiley & Sons.
https://press.rebus.community/introductiontocommunitypsychology/front-matter/about-th
e-book/

Jerald, M. C., Ward, L. M., Moss, L., Thomas, K., & Fletcher, K. D. (2017). Subordinates, sex
objects, or sapphires? Investigating contributions of media use to Black students’
femininity ideologies and stereotypes about Black women. Journal of Black Psychology,
43(6), 608–635. https://doi.org/10.1177/0095798416665967

Johnson, A., Godsil, R., MacFarlane, J., & Tropp, L. (2017, February). The “good hair” study:
explicit and implicit attitudes toward black women’s hair. Perception Institute.
http://perception.org/wp-content/uploads/2017/01/TheGood-HairStudyFindingsReport.pd
f

Johnson, N., & Fournillier, J. (2021). Intersectionality and leadership in context: Examining the
intricate paths of four black women in educational leadership in the United States.
International Journal of Leadership in Education.
https://doi.org/10.1080/13603124.2020.1818132

Kiger, M., & Varpio, L. (2020). Thematic analysis of qualitative data: AMEE Guide No. 131.
Medical Teacher, 31, 1–9.
https://www.plymouth.ac.uk/uploads/production/document/path/18/18247/Kiger_and_Va
rpio__2020__Thematic_analysis_of_qualitative_data_AMEE_Guide_No_131.pdf

King, T. C., & Ferguson, S. A. (2011). Black womanist leadership: Tracing the motherline.
Albany, NY: SUNY Press.

Krivkovich, A., Liu, W., Nguyen, H., Rambachan, I., Robinson, N., Williams, M., & Yee, L.
(2022). Women in the workplace. McKinsey & Company.
https://www.mckinsey.com/featured-insights/diversity-and-inclusion/women-in-the-work
place

Learning Policy Institute. (2018). Teachers of Color: In High Demand and Short Supply.
https://learningpolicyinstitute.org/press-release/teachers-color-high-demand-and-short-su
pply

Liamputtong, P. (2009). Qualitative research methods. Oxford University Press. Retrieved from
http://ezproxy.deakin.edu.au/login?url=http://search.ebscohost.com/login.aspx?direct=tru
e&db=cat00097a&AN=deakin.b2351301&site=eds-live

Losen, D. (2015). Silent Segregation in Our Nation's Schools. Harvard Civil Rights-Civil
Liberties Law Review, 35, 517–545.
http://harvardcrcl.org/wp-content/uploads/sites/10/2015/07/Silent-Segregation-in-Our-Na
tions-Schools.pdf

https://doi.org/10.1080/00201748908602185
https://press.rebus.community/introductiontocommunitypsychology/front-matter/about-the-book/
https://press.rebus.community/introductiontocommunitypsychology/front-matter/about-the-book/
https://doi.org/10.1080/13603124.2020.1818132
https://www.plymouth.ac.uk/uploads/production/document/path/18/18247/Kiger_and_Varpio__2020__Thematic_analysis_of_qualitative_data_AMEE_Guide_No_131.pdf
https://www.plymouth.ac.uk/uploads/production/document/path/18/18247/Kiger_and_Varpio__2020__Thematic_analysis_of_qualitative_data_AMEE_Guide_No_131.pdf
https://www.mckinsey.com/featured-insights/diversity-and-inclusion/women-in-the-workplace
https://www.mckinsey.com/featured-insights/diversity-and-inclusion/women-in-the-workplace
https://learningpolicyinstitute.org/press-release/teachers-color-high-demand-and-short-supply
https://learningpolicyinstitute.org/press-release/teachers-color-high-demand-and-short-supply
http://ezproxy.deakin.edu.au/login?url=http://search.ebscohost.com/login.aspx?direct=true&db=cat00097a&AN=deakin.b2351301&site=eds-live
http://ezproxy.deakin.edu.au/login?url=http://search.ebscohost.com/login.aspx?direct=true&db=cat00097a&AN=deakin.b2351301&site=eds-live


Lutz, M. (2017). The hidden cost of brown v. board: African American educators' resistance to
desegregating schools. Online Journal of Rural Research & Policy, 12(4), 1-29.
doi:10.4148/1936-0487.1085

Maddox, K. B., & Gray, S. A. (2002). Cognitive representations of Black Americans:
Reexploring the role of skin tone. Personality and Social Psychology Bulletin, 28(2),
250–259. https://doi.org/10.1177/0146167202282010

Manke, K. (2019). How the “strong Black woman” identity both helps and hurts. Mind & Body.
http://greatergood.berkeley.edu/article/item/how_the_strong_black_woman_identity_both
_helps_and_hurts

Mayberry, K. R. (2018). African American women leaders, Intersectionality, and organizations
[Doctoral dissertation, Walden University]. ScholarWorks. 89
https://scholarworks.waldenu.edu/cgi/viewcontent.cgi?article=6500&context=dissertation
s

Mitchell, F. (2021, August 27). By Investing in the South, Philanthropy Can Reduce Black
Children’s Inequality.
https://www.urban.org/urban-wire/investing-south-philanthropy-can-reduce-black-childre
ns-inequality

Modan, N. (2021, December 1). Being Black in Education: Where is the system going wrong?
K-12 Dive.
https://www.k12dive.com/news/being-black-in-education-where-is-the-system-going-wro
ng/610534/Moorosi, P., Fuller, K., & Reilly, E. (2018). Leadership and Intersectionality:
Constructions of successful leadership among Black women school principals in three
different contexts. Management in Education, 32(4), 152–159.
https://doi.org/10.1177/0892020618791006

Morgan, J. (2017). When chicken heads come home to roost: A hip-hop feminist breaks it down.
Simon & Schuster.

Morgenroth, T., Kirby, T. A., Ryan, M. K., & Sudkämper, A. (2020). The who, when, and why of
the glass cliff phenomenon: A meta-analysis of appointments to precarious leadership
positions. Psychological Bulletin, 146(9), 797–829. https://doi.org/10.1037/bul0000234

Morris, M. W. (2016). Protecting black girls. Educational Leadership, 74(3), 49. Retrieved from
http://www.ascd.org/publications/educational-leadership.aspx

Motro, D., Evans, J. B., Ellis, A. P. J., & Benson, L., III. (2022). Race and reactions to women’s
expressions of anger at work: Examining the effects of the “angry Black woman”
stereotype. Journal of Applied Psychology, 107(1), 142–152.
https://doi.org/10.1037/apl0000884

Moustakas, C. (1994). Phenomenological research methods. Thousand Oaks, CA: Sage
National Education Association. (2020). A hidden history of integration and the shortage of

teachers of color [Issue brief].
https://www.nea.org/advocating-for-change/new-from-nea/hidden-history-integration-and
-shortage-teachers-color

Neubauer, B.E., Witkop, C.T. & Varpio, L. How phenomenology can help us learn from the
experiences of others. Perspect Med Educ 8, 90–97 (2019).
https://doi.org/10.1007/s40037-019-0509-2

Nkomo, S. M. (1992). The emperor has no clothes: Rewriting "Race in organizations". Academy
of Management Review, 17(3), 487-513. https://doi.org/10.2307/258720

http://greatergood.berkeley.edu/article/item/how_the_strong_black_woman_identity_both_helps_and_hurts
http://greatergood.berkeley.edu/article/item/how_the_strong_black_woman_identity_both_helps_and_hurts
https://www.k12dive.com/news/being-black-in-education-where-is-the-system-going-wrong/610534/
https://www.k12dive.com/news/being-black-in-education-where-is-the-system-going-wrong/610534/
https://doi.org/10.1177/0892020618791006
https://doi.org/10.1037/bul0000234
https://doi.org/10.1037/apl0000884
https://www.nea.org/advocating-for-change/new-from-nea/hidden-history-integration-and-shortage-teachers-color
https://www.nea.org/advocating-for-change/new-from-nea/hidden-history-integration-and-shortage-teachers-color
https://doi.org/10.1007/s40037-019-0509-2


Nowell, L. S. (2017). Thematic Analysis: Striving to Meet the Trustworthiness Criteria.
International Journal of Qualitative Methods, 16(1), 1.
https://doi.org/10.1177/1609406917733847

O’Cathain, A., & Thomas, K. J. (2004). “Any other comments?” Open questions on
questionnaires - a bane or a bonus to research? BMC medical research methodology,
4(25), 1–10. https://doi.org/10.1186/1471-2288-4-25

Olow, S. (2022). A qualitative study of lived experiences of Black women in leadership positions
in K-12 educational settings. Dissertation Abstracts International: Section A. Humanities
and Social Sciences, 83(1-A).

Osterheldt, J. (2021, November 10). Black Excellence? When you break a glass ceiling, no one
talks about the scars As the first or as one of a few, there’s a second job involved in being
Black and working in white spaces. Boston Globe.
https://www.bostonglobe.com/2021/11/10/metro/black-excellence-when-you-break-glass-
ceiling-no-one-talks-about-scars/

Padgett, D. (2012). Qualitative and mixed methods in public health. SAGE. Retrieved from
http://ezproxy.deakin.edu.au/login?url=http://search.ebscohost.com/login.aspx?direct=tru
e&db=cat00097a&AN=deakin.b3657335&authtype=sso&custid=deakin&site=eds-live&
scope=site

Palinkas, L. A., Horwitz, S. M., Green, C. A., Wisdom, J. P., Duan, N., & Hoagwood, K. (2015).
Purposeful sampling for qualitative data collection and analysis in mixed method
implementation research. Administration and Policy in Mental Health and Mental Health
Services Research, 42(5), 533–544. https://doi.org/10.1007/s10488-013-0528-y

Parker, P. S., & Ogilvie, D. T. (1996). Gender, culture, and leadership: Toward a culturally
distinct model of African-American women executives' leadership strategies. Leadership
Quarterly, 7(2), 189-214. https://doi.org/10.1016/s1048- 9843(96)90040-5

Parker, P. S. (2001). African American Women Executives ’ Leadership Communication within
Dominant-Culture Organizations: (Re)Conceptualizing Notions of Collaboration and
Instrumentality. Management Communication Quarterly, 15(1), 42–82.
https://doi.org/10.1177/0893318901151002

Phelps-Ward, R. R., Allen, C., & Howard, J. L. (2017). A Rhetorical analysis of Beyoncé’s
“Freedom”: An examination of black college women’s experiences at predominately
white institutions. Taboo: The Journal of Culture &Education, 16(2), 50–64.
https://doi.org/10.31390/taboo.16.2.06

Priest, N., Baxter, J., & Hayes, L. (2011). Social and emotional outcomes of Australian children
from Indigenous and culturally and linguistically diverse backgrounds. Australian and
New Zealand Journal of Public Health, 36, 183–190.
https://doi.org/10.1111/j.1753-6405.2011.00803.x

Priest, N., Slopen, N., Woolford, S., Philip, J. T., Singer, D., & Kauffman, A. D. (2018).
Stereotyping across intersections of race and age: Racial stereotyping among White
adults working with children. PLoS ONE, 13(9), 1–20.
https://doi.org/10.1371/journal.pone.0201696

Rocio, R. (2020).Phenomenological Study of Black Female Administrators and The Rise to
Leadership (27999256) [Doctoral dissertation, Grand Canyon University]. ProQuest
Dissertations and Theses Global.
https://www.proquest.com/openview/5c0248521542e07950c4393ad985786f/1?pq-origsit
e=gscholar&cbl=51922&diss=y

https://doi.org/10.1186/1471-2288-4-25
http://ezproxy.deakin.edu.au/login?url=http://search.ebscohost.com/login.aspx?direct=true&db=cat00097a&AN=deakin.b3657335&authtype=sso&custid=deakin&site=eds-live&scope=site
http://ezproxy.deakin.edu.au/login?url=http://search.ebscohost.com/login.aspx?direct=true&db=cat00097a&AN=deakin.b3657335&authtype=sso&custid=deakin&site=eds-live&scope=site
http://ezproxy.deakin.edu.au/login?url=http://search.ebscohost.com/login.aspx?direct=true&db=cat00097a&AN=deakin.b3657335&authtype=sso&custid=deakin&site=eds-live&scope=site
https://doi.org/10.1007/s10488-013-0528-y
https://doi.org/10.1371/journal.pone.0201696


Reevell, P. (2017, March 2). “Who is the Russian ambassador who spoke with Jeff Sessions?”
[TV series episode]. In ABC News. ABC Studios.

Rhodes, A. (2021, May 5). Plantations' Past. Texas Historical Commission.
https://www.thc.texas.gov/blog/plantations-

Ross, P., & Zaidi, N. (2019). Limited by our limitations. Research Gate, 8(4), 1-4.
https://doi.org/10.1007/s40037-019-00530-x

Runyan, A. (2018). What Is Intersectionality and Why Is It Important? Building solidarity in the
fight for social justice. (November--December 2018). American Association of
University Professors.
https://www.aaup.org/article/what-Intersectionality-and-why-it-important#.YzNed3bMK
Uk

Sakai, J. M. (2019). Lived Experiences of Novice Public School Adapted Physical Education
Teachers: A Phenomenological Study (Thesis, Concordia University, St. Paul). Retrieved
from https://digitalcommons.csp.edu/cup_commons_grad_edd/393

Sanchez-Hucles, J. V., & Davis, D. D. (2010). Women and women of color in leadership:
Complexity, identity, and Intersectionality. American Psychologist, 65(3), 171– 181.
https://doi.org/10.1037/a0017459

Senate Bill No. 3, § 21.4555 & 21.4556
(2021).https://capitol.texas.gov/tlodocs/872/billtext/pdf/SB00003F.pdf#navpanes=0

Shenton, A. (2004). Strategies for ensuring trustworthiness in qualitative research projects.
Education for Information, 22(2), 63–75. https://doi.org/10.3233/EFI-2004- 22201

Showunmi, V. (2021). A journey of difference: The voices of women leaders. Leadership in
Education. http://www. frontiersin.org/articles/10.3389/feduc.2021.548870/full

Slater, K. (2020, August 28). The 'glass cliff': How women and people of color are set up to fail
in the workplace once minorities break the "glass ceiling," they often face the "glass
cliff." Today.
https://www.today.com/tmrw/glass-cliff-why-women-people-color-are-often-set-fail-t189
060

Slater, K., Shonkoff, J. P., Albert, M. A., Yoshikawa, H., Jacobs, A., & Stoltz, R. (2016). Racial
Disparities in Child Aversity in the U.S.: Interactions with family immigration history and
income. American Journal of Preventive Medicine.
http://doi.org/10.1016/j.amepre.2015.06.013

Smith, J. C. (1992). Notable Black American Women (Vol. 1). Gale Research.
Stevens, R. L. (2017). A phenomenological study exploring relationship change through the

adjustment to chronic illness & Disability (Cid) Journey [Unpublished doctoral
dissertation]. Ohio University.

Tenny, S., Brannan, G. D., Brannan, J. M., & Sharts-Hopko, N. C. (2021). Qualitative Study.
StatPearls Publishing. https://www.ncbi.nlm.nih.gov/books/NBK470395/

Texas Education Agency. (2011). Enrollment in Texas Public Schools 2010-11.
https://tea.texas.gov/sites/default/files/Enroll_2010-11.pdf

Texas Education Agency. (2015). Texas Higher Education Strategic Plan: 2015–2030.
https://tea.texas.gov/sites/default/files/APAC-111416
THECB%2060x30%20Strategic%20Plan%20PRINT.pdf

Texas Education Agency. (2022). Enrollment in Texas Public Schools.
https://tea.texas.gov/sites/default/files/enroll-2021-22.pdf

https://www.thc.texas.gov/blog/plantations-
https://doi.org/10.1007/s40037-019-00530-x
https://www.aaup.org/article/what-intersectionality-and-why-it-important#.YzNed3bMKUk
https://www.aaup.org/article/what-intersectionality-and-why-it-important#.YzNed3bMKUk
https://www.ncbi.nlm.nih.gov/books/NBK470395/
https://tea.texas.gov/sites/default/files/Enroll_2010-11.pdf
https://tea.texas.gov/sites/default/files/APAC-111416
https://tea.texas.gov/sites/default/files/enroll-2021-22.pdf


The Texas Tribune & Edison, J. (2022, August). More Black Americans live in Texas than any
other state. Two years after George Floyd’s murder, many reconsider their future here.
The Texas Tribune. https://www.texastribune.org/2022/08/16/black-texans-future/

Texas Observer. (2014). RACE TO THE bottom how Beaumont's racial divisions created the
most dysfunctional school district in Texas. Texas Observer, (001).
https://www.texasobserver.org/beaumont-isd-race-to-the-bottom/

Templeton, T., Lowrey, S., White, C., Horn, C., & Peters-Hawkins, A. (2020). Black Teachers
and Principals in Texas: A Detailed Analysis of Placement, Retention, Mobility, and
Promotion. University of Houston Education Research Center.
https://uh.edu/education/research/institutes-centers/erc/reports-publications/black-teacher
s_csotte-2020_final.pdf

Thackwell, N., Chiliza, B., & Swartz, L. (2018). Mentorship experiences during registrar
training: reflections of Black African specialists in the Western Cape. Race Ethnicity and
Education, 21(6), 791–807. https://doi.org/10.1080/13613324.2017.1294572

Thorn, K. (2021). How America’s Racist History Affected Barack Obama’s Movement as
President of the United States [Master’s thesis, University of Michigan–Flint]. Deep Blue
Documents. http://hdl.handle.net/2027.42/167726

Thorne, S., Stephens, J., & Truant, T. (2016). Building qualitative study design using nursing's
disciplinary epistemology. Journal of Advanced Nursing, 72(2), 451–460.
https://doi.org/10.1111/jan.12822

Thorpe, C. (2019). Glass ceiling breakthrough a phenomenological study of African American
female principals leading predominantly white schools. Dissertation Abstracts
International: Section A. Humanities and Social Sciences, 80(11-A(E)).

United States v. State of Texas, 321 F. Supp. 1043 (E.D. Tex. 1970), 1 F. Supp. 1 (D. Tex. 1970).
https://law.justia.com/cases/federal/district-courts/FSupp/321/1043/2597124/

U.S. Bureau of Labor Statistics. (2022). National employment matrix.
https://data.bls.gov/projections/nationalMatrix?queryParams=11-9032&ioType=o

U.S. Bureau of Labor Statistics. (n.d.). National employment matrix.
https://data.bls.gov/projections/nationalMatrix?queryParams=11-9032&ioType=o

United States Census Bureau. (2021). Texas Added Almost 4 Million People in Last Decade.
https://www.census.gov/library/stories/state-by-state/texas-population-change-between-ce
nsus-decade.html

United States Census Bureau. (2022, March 1). About the Topic of Race. United States Census
Bureau. https://www.census.gov/topics/population/race/about.html

Vasileiou, K., Barnett, J., & Thorpe, S. (2018). Characterizing and justifying sample size
sufficiency in interview-based studies: systematic analysis of qualitative health research
over a 15-year period. BMC Med Res Methodol, 18(148), 1–20.
https://doi.org/10.1186/s12874-018-0594-7

VERA. (2018, May). An Unjust BurdenThe Disparate Treatment of Black Americans in the
Criminal Justice System. https://www.vera.org/publications/for-the-record-unjust-burden

Wadi, M. (2012). Question Vetting: Theory and Practice. Education in Medicine Journal, 4(1),
1–10. https://doi.org/10.5959/eimj.v4i1.29

Walker, A. (2011). “If the present looks like the past, what does the future look like?” In search
of our mothers’ gardens: Womanist prose. Open Road Media.

Walker, S. E. (2006). Journal writing as a teaching technique to promote reflection. Journal of
Athletic Training, 41(2), 216–221.

https://www.texastribune.org/2022/08/16/black-texans-future/
https://www.texasobserver.org/beaumont-isd-race-to-the-bottom/
http://hdl.handle.net/2027.42/167726
https://doi.org/10.1111/jan.12822
https://law.justia.com/cases/federal/district-courts/FSupp/321/1043/2597124/
https://data.bls.gov/projections/nationalMatrix?queryParams=11-9032&ioType=o
https://data.bls.gov/projections/nationalMatrix?queryParams=11-9032&ioType=o
https://www.census.gov/library/stories/state-by-state/texas-population-change-between-census-decade.html
https://www.census.gov/library/stories/state-by-state/texas-population-change-between-census-decade.html
https://doi.org/10.1186/s12874-018-0594-7


Weller, S. C., Vickers, B., Bernard, H. R., Blackburn, A. M., Borgatti, S., & Gravlee, C. C.
(2018). Opended Ended interview questions and saturation. PLos ONE, 13(6), 1–20.
https://doi.org/10.1371/journal.pone.0198606

Wentworth-Nice, M. (2021). OVERWORKED AND UNDERVALUED: EXAMINING TEACHER
LEADERSHIP THROUGH A GENDERED LENS [Unpublished master's thesis].
University of Chicago.

White, C. N. (2021). When Being Strong Hurts: Trauma and the Strong Black Woman Stereotype.
[Master’s thesis, University of South Carolina]. ProQuest Dissertations and Theses
Global. https://scholarcommons.sc.edu/etd/6538

Willis, B., & Carmichael, K. D. (2011). The Lived Experience of Late-Stage Doctoral Student
Attrition in Counselor Education. The Qualitative Report, 16(1), 192-207.
https://doi.org/10.46743/2160-3715/2011.1046

Wingfield, A. (2020, October). Women are advancing in the workplace, but women of color still
lag behind. Brookings.
https://www.brookings.edu/essay/women-are-advancing-in-the-workplace-but-women-of
-color-still-lag-behind/

World Book, Inc. (Ed.). (n.d.). The birth of Mary Jane Patterson, a Black teacher, in 1840 is
celebrated on this date.

Yancy, G. (2017). Black Bodies, White Gazes: The Continuing Significance of Race in America
(2nd ed.). Rowman and Littlefield Publishers.

Zahavi, D. Applied phenomenology: why it is safe to ignore the epoché. Cont Philos Rev 54,
259–273 (2021). https://doi.org/10.1007/s11007-019-09463-y

Zilanawala, A., Kelly, Y., & Sacker, A. (2016). Ethnic differences in longitudinal latent verbal
profiles in the millennium cohort study. European Journal of Public Health, 26(6),
1011–1016. https://doi.org/10.1093/eurpub/ckw184

Deakin University. (n.d.). Qualitative Study Design.
https://deakin.libguides.com/qualitative-study-designs/narrative-inquiry

Zoom. (2022, August 3). What is Zoom Video Conferencing? Zoom Support.
https://support.zoom.us/hc/en-us/articles/4420426401037-What-is-Zoom-Video-Conferen
cing-

https://doi.org/10.1371/journal.pone.0198606
https://scholarcommons.sc.edu/etd/6538
https://doi.org/10.46743/2160-3715/2011.1046
https://www.brookings.edu/essay/women-are-advancing-in-the-workplace-but-women-of-color-still-lag-behind/
https://www.brookings.edu/essay/women-are-advancing-in-the-workplace-but-women-of-color-still-lag-behind/
https://doi.org/10.1093/eurpub/ckw184
https://deakin.libguides.com/qualitative-study-designs/narrative-inquiry




APPENDIX A



APPENDIX B

Semi-Structured Interview Questions

1. In your opinion, what are the lived experiences of Black female administrators in the K–12

educational setting?

1A: Describe your experiences as a Black female administrator in K–12 educational settings .

1B: How, if any, do you believe your experiences have differed as a Black female compared to

your White female counterparts?

1C: How do you feel those differences impact your daily experiences in your administrative

role?

Semi-Structured Interview Question 2:

2. What factors contribute to the continued effectiveness of Black females in their principals

roles in the K–12 educational settings?

2A: Tell me about some barriers you have experienced, if any, when you began your role as a

principal?

2B: Please share any barriers you have experienced, if any, while serving as a school

administrator?

2C: Please share any microagressions you have experienced, if any, and how you deal with

them?

Semi-Structured Interview Question 3:

3. To what extent does your organization’s culture and espoused values impact the trajectories of

Black female administrators?

3A: What barriers, if any, impact your career progression?



3B: What glass ceilings, if any, have you identified that are challenging for other Black women

within educational organizations?

3C: What strategies, if any, should organizations employ to support Black females in reducing

those barriers?



APPENDIX C

Journal Prompts

JP1: Can you illustrate a time where you felt that your race, gender, socioeconomic status, or

colorism played a part in how colleagues and campus stakeholders treated you? How did it make

you feel? Were you able to address it? If so, was the issue remedied?

JP2: What do you believe will open pathways for Black female educators to become and stay

school administrators? Have your race and gender played a part in your internal desire to stay the

course as a K-12 school administrator?


