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1 | INTRODUCTION

| Angie Beeman?

Abstract

Scholars have shown that women of color experience racial
and gender aggressions in different workplaces but stra-
tegically in predominantly white institutions. This article
explores how women of color professionals in academic
institutions perceive their experiences during this time
of multiple pandemics induced by COVID-19 and racial
violence. By examining research on women of color in
academe and other white institutional spaces, we discuss
how systemic racism is embedded within organizational
practices that sustain racial inequality. Drawing on data from
a qualitative online survey of women of color in academe
(n = 25), our theoretically grounded research employs Black
feminist thought as a methodological practice to examine
how COVID-19 and racial violence have impacted women
of color through the continued perpetuation of racial and
gender inequities. The findings provide important insights
on how institutional responses to public discourses about
racism can influence the experiences of women of color and

their career trajectories.
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The years 2020 and 2021 have been tumultuous, with multiple pandemics shifting people's everyday lives across

the globe. The COVID-19 pandemic halted our daily practices, personally and professionally, especially those
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disproportionately impacted by systemic racial and economic disparities (Millett et al., 2020; Pirtle, 2020). Moreover,
the racial awakening caused by the continuous killings of Black people in America (Coleman, 2020; Melaku, 2020a)
created a perfect storm of social, economic, and political unrest that led to nationwide conversations about inequality
in American institutions. COVID-19 and racial violence have amplified historic inequalities prevalent both in the work-
place and at home. Several recent studies have addressed the impact of the pandemic and resulting racial violence
on people of color (Beaman, 2020; Obinna, 2020; Sewell, 2020; Solomos, 2021). These studies have given voice to
the heightened emotional distress experienced by Black, Latinx, and Asian American people (Cobb et al., 2021; Isaac
& Elrick., 2021; Ren & Feagin, 2021; Simms, 2021; Wu et al., 2021) as well as the public health policing that impacts
immigrant communities (Dona, 2021). The multiple layers of oppression people of color have faced in recent times
has been referred to as “COVID-racism” (Elias et al., 2021).

In addition, women have become the “she-fault” parent, managing distance learning with children, caregiving,
and picking up most household responsibilities while attempting to maintain their professional responsibilities.
Numerous reports reveal that women are disproportionately burdened with childcare and family responsibilities that
negatively impact their careers (Madgavkar et al., 2021; Masterson, 2020; Thomas et al., 2021). They were also more
likely to face furloughs as organizations moved toward financial austerity measures. A recent McKinsey report (Coury
et al., 2021) reveals that COVID-19 had an immediate impact on women's employment, noting that one in four
women were contemplating “leaving the workforce or downshifting their careers” (p. 6) as compared to one in five
men. The Thomas et al. (2021) report also notes that the groups most affected by COVID-19 are working mothers,
women in senior management positions, and Black women (Thomas et al., 2021). In considering the impact of this
moment on women of color in academe, it is vital to examine the historical marginalization they have faced based on
their racial and gender location and other stigmatized identities. We therefore aim to answer the following research
question: How are women of color impacted by COVID-19 and racial violence as they navigate predominately white educa-
tional institutions?

In presenting a review of the literature on women of color in higher education, we highlight the persistent barriers
they face navigating white spaces. We utilize systemic racism (Feagin, 2006), white institutional spaces (Moore, 2008),
invisible labor clause (Melaku, 2019a), inclusion tax (Melaku, 2019a), racism evasiveness (Beeman, 2015a), and
emotional segregation (Beeman, 2007) as critical theoretical frameworks. In addition, we employ Black feminist
thought as a methodological practice (Collins, 1986, 2000a), as well as an intersectional approach (Collins, 1986,
1998, 2000a, 2000b; Crenshaw, 1989, 1991; Essed, 1991; Segura, 1989) to offer a nuanced depiction of women
of color's experiences in academe in this time of multiple pandemics. Following the literature review, we formulate
our research question, outline the research design and methodology, and present the findings from a qualitative
online survey with women of color in academe (n = 25). The article concludes with a discussion of the implications
of COVID-19 and racial violence on the work experiences and career trajectories of women of color in academe and

recommendations for future research.

2 | LITERATURE REVIEW
2.1 | Ivory tower as white institutional spaces

Academic organizations tend to be predominately white institutional spaces (Moore, 2008) that predicate the exist-
ence of a system of social hierarchy, embedded practices and policies, and culture that help to reinforce and main-
tain a white male superstructure inherently designed to benefit whites and white males more specifically (Bonil-
la-Silva, 1997; Feagin, 2006; Moore, 2008; Moore & Bell., 2011). Critical race scholar Wendy L. Moore (2008)
contends that “white institutional spaces” are constituted and reproduced by “racial demographics and distribution
of institutional power along racial lines; racialized institutional and cultural practices and justifying racial ideology
and discourse; hidden signifiers of white power and privilege within the space; and post-civil rights legal and political
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frame that protects white racial group interests” (Moore, 2008:32). She further argues that the historical exclusion
of people of color bolstered the construction of white “norms, values and ideological frameworks” (Moore, 2008: p.
27) resulting in the development of a “white racial frame that organizes the logic of these institutions” (Moore, 2008:
p. 27).

Feagin's conceptualization of the “white racial frame” argues that it operates both consciously and unconsciously
to convey racialized stereotypes, narratives, images, emotions, ideology, and penchants to discriminate that posit
whites as superior to racially subordinated groups (Feagin, 2006: p. 25-28). This white racial frame provides clear
insights into the deeply rooted nature of systemic racism in American academic institutions (Feagin, 2006). The frame
perpetuates and maintains hidden mechanisms of racial inequality in higher education institutions, working to breed
racist practices, policies, ideologies, and discourses that are reflected in the experiences of Black, Indigenous, and
other People of Color (BIPOC) professionals (Moore, 2008; Moore & Bell., 2011: p. 597).

Furthermore, Ray's (2019) theory of racialized organizations, conceiving academic institutions as racial struc-
tures, facilitate our understanding of how these spaces maintain institutionalized racial inequality. Specifically, Ray
defines racialized organizations as “meso-level social structures that limit the personal agency and collective efficacy
of subordinate racial groups while magnifying the agency of the dominant racial group” (Ray, 2019: p. 36). By legiti-
mating a hierarchy of unequal access to and hoarding of institutional resources and means (Moore, 2008; Ray, 2019),
using whiteness as credentials, and racial decoupling, racialized organizations enhance or inhibit agency differently
based on race (Ray, 2019). Therefore, to conceptualize academe as white intuitional spaces that operate with hidden
mechanisms that fundamentally disadvantage racially subordinated groups and maintain racial inequality supports the
consistent findings that women of color are inherently disadvantaged in higher education. Evans' (2008) examination
of Black women's experience gaining entry into and navigating the ivory tower from students to educators details the
historical educational and intellectual journey of Black women in predominantly white institutions (“PWIs”). Evans'
research provides concrete evidence suggesting that Black people have always faced racial and gender barriers in
educational institutions, and particularly in PWIs where they were “subject to racism by students, staff, and faculty,

or by institutional policies that regulated curriculum, housing, meals, and social stratification” (Evans, 2008: p. 25).

2.2 | The cost of being in white institutional spaces

In a study examining the pervasiveness of racial and gender inequities (Essed, 1991; St. Jean & Feagin, 1998) in
law firms through the experiences of Black women lawyers, Melaku (2019a) uncovers the patterned existence of
invisible labor that Black women are forced to engage to both navigate and be present in white spaces (Evans &
Moore, 2015). Melaku theorizes the existence of an invisible labor clause, an unwritten clause in the employment
contract of Black women, and other marginalized groups, including women, BIPOC, LGBTQ+ members, or people
with disabilities, that require them to perform unrecognized and uncompensated labor to sustain their positions
(Melaku, 2019a: p. 16-19). For Black women, this labor is negotiated through constantly managing daily racial and
gender aggressions (Sue et al.,, 2008) manifested in biases, stereotypes, negative beliefs, and perceptions held by
majority of colleagues that implicitly and explicitly work to posit Black women as inferior in white institutional spaces
(Branch, 2011; Evans, 2008; Feagin, 2013). Only through repeated and consistent exposure to unrecognized obliga-
tory labor expended is the invisible labor clause revealed.

This invisible labor manifests in an organizational inclusion tax that highlights the economic value of uncom-
pensated work. The inclusion tax is the additional resources “spent,” including time, money, mental, and emotional
energies to be allowed in white spaces (Melaku, 2019a: p. 17-18). Melaku specifically articulates how the inclusion
tax operates as a recursive and co-constitutive model where emotional, cognitive, relational, and financial labor are
expended by marginalized groups within a dynamic feedback loop (Melaku, 2021). This labor is required to be allowed
in white spaces and to resist and or adhere to white normative expectations (Melaku, 2021). Through in-depth inter-
views conducted with Black women lawyers, Melaku contends that they spend considerable energies concerned
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about performance, perceived ability, appearance, invisibility, hypervisibility, developing mentor and sponsor rela-
tionships, racial and gender aggressions, as well as other important issues that arise due to being one of very few
Black women in white intuitional spaces (Melaku, 2019a; Opie & Phillips, 2015).

One example of the inclusion tax is how BIPOC women are forced to negotiate their appearances in white spaces
that adhere to white normative standards of beauty (Bryant, 2013; Davis, 2003; Kaw, 1993; Melaku, 2019a; St. Jean
& Feagin, 1998). As a result of the white racial frame that conceptualizes Black women as inferior, the expectation
that they conform to white corporate esthetics to be successful requires an incredible amount of invisible labor. The
time spent worrying about appearance, whether to conform to or reject this ideal, takes a significant toll on BIPOC
women in organizations. It normalizes whiteness while diminishing other racial groups, thereby imposing an inclusion
tax meted out in cognitive, emotional, financial, and relational burdens for BIPOC women. Academic institutions are
classic examples of white institutional spaces that perpetuate the forced invisible labor and resulting inclusion tax
that disadvantage BIPOC women. The invisible labor clause and inclusion tax concepts provide nuanced insights into
the experiences of women of color as they navigate systemic racist practices, policies, and cultures that promote

white supremacy.

2.3 | Racism-evasiveness, liberal white supremacy, and emotional segregation in white
institutional spaces

Beeman (2015a) conceptualizes racism evasiveness as an action that results from systemic racism, one that is informed
by ideologies of denial. Cazenave (2016) has examined racism-evasive and racism-denial practices in what he calls
linguistic racial accommodation (LRA), particularly in academia (Cazenave, 2016). He distinguishes these terms from
racism-blind, which he argues is “the dominant ideology and practice of not seeing systemic racism in highly racial-
ized societies in which strong sanctions are applied in the denial of its existence, pervasiveness, and consequences”
(p. 23). Beeman (2015a) addresses racism-evasiveness as the product or consequence of color-blind ideology rather
than racism-blind ideology. The actions of denying racism, avoiding it, being blind, or oblivious to it, she argues, stems
from a dominant societal belief in color-blindness as a goal (Beeman, in press). Acommonly accepted term to describe
these practices and strategies is color-blind racism (Bonilla-Silva, 2014; Carr, 1997). Beeman (2015a) argues that this
term conflates three separate but related issues—the dominant societal ideology of color-blindness, the system of
racism of which it is a part, and the racism-evasive consequence.

Color-blind ideology has its roots in liberal notions of equality and the idea that people should be judged by
the content of their character, not by the color of their skin (Bonilla-Silva, 2001; Brown et al., 2003; Carr, 1997).
While this ideology may be well-intended, it has the negative consequence of racism-evasiveness. Beeman (2015a)
examines the effect of this color-blind ideology on progressive, interracial organizations. She argues that this exter-
nal racial ideology interacts with organizational cultures pressuring individual activists to engage in racism-evasive
language and response, even as they attempt to challenge racist practices in their communities. Through a 3 year
ethnography of an interracial social movement labor union and community organization and in-depth interviews with
progressive activists, she finds that this racism-evasiveness is used strategically to maintain solidarity. Respondents
avoided explicit discussions on racism because they feared such discussions would create divisions and detract from
their common goals and immediate projects. These practices placed racism in a secondary position, which ironically
could lead to the very divisions organizers feared (Beeman, in press, 2015a). Studies have found similar complica-
tions in education, the criminal (in)justice system, and welfare (Alexander, 2012; Crenshaw et al., 2019; Ernst, 2012;
Lewis, 2003; Pollock, 2004; Risman & Banerjee, 2013). For example, Pollock's (2004) study of a California high school
found that policies requiring students, teachers, and administrators to take a color-blind approach did not lessen
divisions, and in some cases, only worsened them.

Beeman (in press) argues color-blind ideology and racism-evasiveness sustain liberal white supremacy, which
she defines as “a set of behaviors and practices progressive European Americans engage in to assert their moral
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superiority” as the most sophisticated anti-racists. Strategic organizational racism-evasiveness, liberal white suprem-
acy, and LRA in academia, can impact the experiences women of color have with racial hostility and harassment in
their workplaces (Crenshaw, 1991) as well as the institution's delay or lack of response in addressing these conditions.
By not naming racism explicitly, organizations limit their ability to challenge systemic racism embedded in their prac-
tices and policies.

Emotional Segregation refers to a “lack of empathy that exists between African Americans and 'whites', which is
supported by institutional structures and a history of systemic racism in the United States” (Beeman, 2007: p. 690;
Rush, 2006). Beeman (2007) argues that emotional segregation was created by various laws and practices that persis-
tently dehumanized African Americans and placed European Americans into a superior position of dominance and
authority. Emotional segregation can manifest in microlevel interactions, where African Americans and other people
of color are treated with less empathy and can also be coded within institutional practices and decisions that impact
people of color. Progressives fail to treat BIPOC as emotional equals when they objectify BIPOC as “color capital”
(Hughey, 2012) or their association with them as evidence that they are not racist (Beeman, in press). Or when they
engage in white fragile behaviors, using emotional manipulation to recenter discussions on racism to their feelings
and good intentions of trying to be anti-racist. Leaders and colleagues within organizations can perpetuate emotional
segregation by acting paternalistically toward people of color, denying or dismissing their experiences with racism
and overburdening them with “diversity” work without recognizing or rewarding their contributions.

In these scenarios, people of color are not treated as emotional equals whose time, emotions, experiences, and
contributions are equally valued. In fact, people of color must expend additional emotional energy to manage their
impressions and suit the comfort levels of their white colleagues (Feagin & McKinney, 2005; Wilkins & Pace, 2014;
Wingfield, 2010). This emotional inequality is compounded for women of color, who must simultaneously navigate
racialized emotions and sexist perceptions of women as less competent and overly emotional. Thus, the physical
spaces of white normed institutions can be emotionally alienating, particularly for women of color as they are forced
to expend greater amounts of energy managing their own emotions and that of white colleagues. In addition, women
of color are dealing with isolation, racial and sexual harassment, and retaliation—all of which adds to their already

exorbitant inclusion tax.

2.4 | Women in academe

Women have always had to contend with being in precarious positions in workplaces of any kind, constantly fighting
to gain access to the public sphere and create a foothold strong enough to maintain their positions. Research contin-
ues to point to how women faculty face challenges that negatively impact their career trajectories compared to their
male counterparts (Gabster et al., 2020). Initial data on journal submissions indicated a decline in female authorship,
revealing that women academics were publishing less during COVID-19 (Fazackerley, 2020; Frederickson, 2020;
Gabster et al., 2020; Shurchkov, 2020). Many scholars attribute women's diminished research activity to their dispro-
portionate work in caregiving, service roles, and increased emotional labor due to the pandemic (Vincent-Lamarre
et al., 2020a, 2020b). Women in all professions have been forced to contend with balancing their work expectations
and household responsibilities without previously available systems of support, such as schools, childcare, or house
services. These issues amplify existing inequalities that derail women's abilities to do their work and maintain their
career trajectories.

Historically, women academics have always faced an uphill battle of gender inequities that remain persistent
today (Lapan et al., 2013). Women face significant barriers navigating universities and other academic institutions,
which prevent them from accessing resources and opportunities that would lead to their advancement. Women are
less likely to be in tenure-track faculty positions, more likely to be overrepresented in junior positions, with less job
security (August & Waltman, 2004) and higher wage gaps in comparison to male faculty (NCES, 2018). Numerous
studies focusing on gender barriers highlight how women navigate systemic barriers that lead to disparities in terms
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of rank, recognition, research funding access, and publication productivity (Holliday et al., 2014); review processes
(Witteman et al., 2019), stereotypes, implicit biases, and microaggressions (King, 2008; Sue et al., 2007, 2008). All
these issues hinder women's access to both informal and formal networks, developing mentor and sponsor relation-
ships, and their overall visibility (Bowen, 2012). In addition, research on women faculty who become mothers reveals
that they are less likely to attain tenure than their male counterparts who become fathers simultaneously (Bingham &
Nix, 2010). Furthermore, women faculty who are married with children take significantly longer to reach the rank of

full professor than their male peers who are either married or single (Townsend, 2013).

2.5 | Adding color to the ivory tower

The nuanced experiences of women of color (Essed, 2010; Gutierrez y Muhs et al., 2012) and particularly Black
women faculty (Benjamin, 1997; Green and Mabokela, 2001; Gregory, 1999; Moses, 1989) demonstrate how race
and gender are inextricably tied. Race, gender, and other identities overlap, intersect, and combine in multiple and
simultaneous ways to produce systemic disadvantageous outcomes (Collins, 1986, 1998, 2000a, 2000b; Cren-
shaw, 1989, 1991; Essed, 1991; Segura, 1989). According to the most recent National Center for Education Statistics
(Hussar et al., 2020), women of color only make up approximately 11% of all full-time faculty in degree granting post-
secondary institutions. While this is alarming, drawing explicit attention to the fact that women of color continue to
be significantly underrepresented in academic institutions, we find stark differences in accessing advancement and
opportunity by disaggregating the data. For instance, Asian/Pacific Islander women make up 3% and Black women
make up 2% of all full-time professors (Hussar et al., 2020). At the same time, Latin/Hispanic, American Indian/Alaska
Native, and multiracial women make up 1% or less of all full-time professors, respectively (Hussar et al., 2020). These
numbers reflect the impact of race and gender on the career trajectories of women of color faculty, particularly the
prominence of systemic racism and sexism embedded within intuitional practices and policies that continue to disad-
vantage women of color (Melaku, 2020b).

Previous studies (Lee & Johnson-Bailey, 2004; Vargas, 1999) on women of color point to race and gender stere-
otyping, which compounded by persistent sexism stifle their opportunities and often lead to outsider feelings and
presumptions of incompetence (Gutierrez y Muhs et al., 2012; Thomas & Hollenshead, 2001; Walkington, 2017). The
lack of access to various critical resources within academic institutions, such as mentoring, networking, access to
funding, that would bolster women of color's ability to reach the rank of full professor points to the many inequities
women of color face. Furthermore, being one of very few people of color in white spaces creates pressure to prove
oneself and a sense of exclusion, where their presence is highly visible when mistakes are made and rendered invis-
ible when needing support (Bowen, 2012). For example, women of color struggle from the very beginning, in terms
of navigating the academic job market, getting hired, building critical relationships, receiving feedback, coping with
racial and gender aggressions, and accessing tenure and promotion (Beeman, 2015b; Gutierrez y Muhs et al., 2012;
Vo, 2012).

These issues were prevalent for women of color before COVID-19 and have been magnified by the new pres-
sures created by remote work while disproportionately picking up the bulk of home responsibilities, including
distance learning and caregiving (Farinde-Wu, 2020; Malish et al., 2020; Roberts, 2020). In addition, racial violence
has exacerbated the level of invisible work required on diversity, equity, and inclusion projects that unequally fall on
BIPOC (Jones & Williams, 2020). Diversity work is not adequately being recognized or compensated, illustrating the
impact of the inclusion tax (Melaku, 2019a, 2019b). This invisible labor and inclusion tax become even more perva-
sive as statements of racial equity are produced en masse, while the experiences of BIPOC do not reflect the idealized

notions projected in these declarations (Melaku & Beeman, 2020).
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2.6 | Thegap

The current COVID-19 pandemic interacts with conditions that have already challenged women of color's ability to
gain gender equity in academe. Challenges include the lack of access to professional development, mentorship, and
sponsorship relationships; negative perceptions about competence; commitment to the work; limited networking
opportunities; navigating appearance and various other pervasive issues. Research has begun to address how women
of color faculty fare in recruitment, professional development, and advancement and their daily experiences navigat-
ing academe (Gutierrez y Mubhs et al., 2012; Lee & Johnson-Bailey, 2004; Vargas, 1999). However, there is an urgent
need to thoroughly and sufficiently examine how women of color's social location impact their daily experiences
during this time of COVID-19 and racial violence. To better understand how women of color faculty and nonfaculty
are faring in predominantly white academic spaces considering this moment of amplified crizes, this article seeks
to answer the following research question: How are women of color impacted by COVID-19 and racial violence as they
navigate predominately white educational institutions?

3 | RESEARCH DESIGN AND METHODOLOGY

The main goal of this study is to unmask how COVID-19 and racial violence have amplified preexisting racial and
gender inequities that continue to disadvantage women of color faculty and nonfaculty disproportionately. To do
so, we utilize Black feminist thought (Collins, 1986, 2000a) as a methodological practice to share the narratives of
women of color and draw connections between their lived experiences to understand the challenges they face in
white spaces. As theorized by Patricia H. Collins (1986, 2000a), a Black feminist thought perspective acknowledges
the rich, nuanced, and complex work, intellectual contributions, activism, and knowledge production of Black women.
By employing Black feminist thought in grounding our qualitative understanding of women of color's experiences in
white academe, we challenge the status quo, decenter whiteness, and draw on an intersectional approach that high-
lights the intricacies of multiple marginalizing identities which develop a distinctive standpoint rooted in their unique
positions in society (Collins, 1986, 2000a).

Our historical understanding of the social world and privilege as researchers is deeply entwined in how we
make meaning of our findings (Clemons, 2019: p. 6). Given our positionality—women of color researchers conducting
research examining women of color's experiences in white academe—our use of Black feminist thought as a method-
ological practice is a political stance (Clemons, 2019). Moreover, we are deeply committed to being reflective about
our position by engaging in qualitative work that aims to center the voices of women of color and bring about social
change.

Data was collected using a qualitative online survey conducted via Qualtrics (see Appendix). The survey consisted
of several open-ended questions that center women of color's perceptions of their institution's commitment to diver-
sity and its response to the COVID-19 pandemic and racial violence. The survey also targeted specific questions
about how respondents are directly impacted by COVID-19 and racial violence with respect to emotional and cogni-
tive well-being and the impact on both their personal and professional trajectories. Additionally, there were several
questions on demographics, including identifying race, ethnicity, gender, age, occupation, and employment status.

Participants were recruited using three strategies, snowball sampling, contacting membership organizations, and
identifying participants through university websites. In terms of snowball sampling, each respondent was asked to
refer other potential respondents to participate in the study. The second recruitment strategy employed sending
emails to academic organization leaders, including writing groups, affinity groups, and internal university listservs to
distribute the study details to members for participation. Utilizing these strategies is necessary to identify and secure
underrepresented groups' participation, particularly women of color professionals in white institutional spaces.

The final technique used to secure respondents was reviewing university websites and self-identifying potential
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TABLE 1 Demographic information of survey respondents (n = 25)

Characteristic Frequency Percent
Gender

Female 24 96

Non-binary 1 4
Race

Black 17 68

Asian 2

Indigenous 1 4

Mixed-race 2

No response 3 12
Ethnicity

Non-Hispanic/Non-Latino 17 68

Hispanic/Latino 3 12

No response 5 20
Age

21-34 4 16

35-44 9 36

45-54 4 16

55-64 2 8

65+ 2 8

No response 4 16
Position

Faculty 17 68

Non-faculty 7 28

No response 1 4
Employment status

Full-time 20 80

Part-time 1

Emeritus 1

No response 3 12

participants as women of color, then sending cold recruitment emails directly to likely respondents requesting their
participation.

Data has been collected during May and June 2021 and yielded a total of 25 complete responses (n = 25), which
build the foundation for this study (see Table 1). The sample comprised of 24 women and one respondent who iden-
tified as nonbinary. Twenty respondents were working full-time in academe, one part-time, one emeritus, and three
nonresponses. Seventeen respondents who work in academe reported faculty as their primary employment status,
and seven indicated that they hold other nonfaculty positions. One person did not respond to this question. The
respondents are primarily Black (17), with two identifying as Asian, one indigenous, and two as mixed-race. Three
individuals did not respond to this question. Three respondents identified as Hispanic/Latino. Approximately half of
the respondents are below the age of 45.

By utilizing Black feminist thought as our methodological practice, we employed open coding, a line-by-line
process of analyzing raw data for “embedded phenomena, patterns, concepts, and themes” (Price, 2010: p. 156).
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We build our theoretical conceptualizations from the ground up by constantly questioning and reflecting upon the
experiences of women of color presented by the data. To analyze our data, we organized individual responses to each
question in a spreadsheet. We subsequently read through these responses independently by meticulously identi-
fying common themes on work experiences and emotional responses across study participants. In a next step, we
compared the results of our individual analysis to identify common themes found to be most persistent in the data
(e.g., exhaustion women of color experienced as related to both the COVID-19 pandemic; increased racial violence;
and dissatisfaction with institutional support). Finally, we based our subsequent analysis on those emerging themes
and patterns (Price, 2010) to present our findings.

Our data analysis employed a critical race (Crenshaw et al., 1995) framework that centered on an intersectional
approach to understanding what types of invisible labor women of color are required to perform during this time and
the resulting inclusion tax paid. Academic institutions operate as racialized social structures (Bonilla-Silva, 1997) that
are embedded with systemic racist practices. Women of color confront daily racial and gender aggressions, emotional
segregation, and racism-evasiveness, or denial that create distinct barriers to their recruitment, professional develop-

ment, and advancement in the academic workplace.

4 | DATA ANALYSIS AND FINDINGS

The findings of the study indicate that COVID-19 and racial violence have continued to exacerbate existing chal-
lenges that women of color face navigating academe. We argue that systemic racist practices persist, where women
of color are forced to confront daily racial and gender aggressions that negatively impact their career trajectories.
While the study produced robust qualitative data, this article focuses on two emerging themes: (1) managing invisible
labor and (2) racism-evasive, lukewarm institutional commitments to diversity, equity, and inclusion. The following
analysis details invisible work concerning emotions, white Allies, BIPOC perceived as buying into the white racial
frame, institutional expectations, feelings of detachment/abandonment, safety, and respondents' perceptions of their

institution's commitments to diversity, equity, and inclusion.

4.1 | Invisible labor, emotional segregation, the inclusion tax, and liberal white supremacy
4.1.1 | Managing invisible labor

Emotions: There are levels to the emotional segregation and inequality women of color experience. Many aspects
of our lives and who we are, or are allowed to be, are determined by white-dominated institutions that impact
women of color's perceptions of themselves and their work. The physical space of predominantly white institutions
is not only physically segregating but emotionally segregating, such that our emotional experiences are not equal
(Beeman, 2010). This can cause a sense of emotional alienation for women of color as individuals, and a sense of
alienation from our institutions, work, and communities (Beeman, 2018). This hinges on the invisible labor exerted by
women of color, in the form of emotional work done to be in these spaces, which negatively impacts their psycho-
logical well-being. Of the 25 respondents, twenty or 80% expressed increased stress, anxiety, sadness, fear, or other
turmoil related to racial violence and the pandemic. Respondents stated that they were “psychologically, emotionally
and physically exhausted most of the time” (Ré), “sad...and traumatized” (R5), “distraught” and having “trouble sleep-
ing and focusing” (R5).

White Allies: The invisible labor expended and resulting inclusion tax paid by women of color faculty and
nonfaculty were visible throughout participants' responses. In connection with emotional inequality and liberal
white supremacy (Beeman, in press, 2010), respondents expressed having to expend greater energy in managing
their emotions and caring for white Allies. In particular, the racial violence of summer 2020 compounded fears and
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anxieties for women of color, who already navigated everyday racism. In addition to managing their own emotional
turmoil, they were further exhausted by white Allies who wanted advice on how to help. As Allies used women of
color to validate their role as good anti-racists, they also gained recognition from their institutions for their work on
diversity, all behaviors associated with liberal white supremacy (Beeman, in press, 2017). A Black Assistant Profes-
sor noted her exhaustion in relation to these white Allies stating, “I now wonder how much will | have to perform
gratitude for Allies? Like | am glad you care but also | am done validating that care.” (R29). A biracial/Black Assistant
Professor emphasized how her devastation since the murder of George Floyd was worsened by having to advise Allies
who wanted to “invest in equity” (R47).

Additionally, respondents were distressed by the career advancement of white Allies while people of color contin-
ued to face systemic racism. A Latina Professor Emeritus stated, “It is depressing to see so many white faculty rise to
the top as the experts on diversity when they have done so little to challenge the status quo” (R36). Others noted that
they had no more patience for white Allies who were not making real change. They were resentful of white colleagues
who “were free of responsibility” while they, as women of color, were “working overtime during the summer” (R28).
One respondent, identifying as an Asian full-time Senior Research Associate summed up the problems of white Allies
this way: “They are trying now to be 'woke' but really have very little ideas about what it means to be anti-racist.” (R3).
Moreover, a Black Postdoctoral Fellow added that “Most of these forums are to educate people of European descent”
(R4), while another Black Assistant Professor stated, “I think a lot of people are patting themselves on the back and
so the real anti-racist work is not getting done” (R6).

These examples highlight the increased level of invisible labor women of color are forced to engage in during
this time of racial violence. The emotional, cognitive, and relational labor expended attempting to mitigate the impact
of managing colleague emotions and institutional expectations create a stressful work environment that continues
to disadvantage women of color in academe. Several respondents exhibited this emotional alienation in feelings of
detachment, distrust, defeat, and withdrawal. A Black Assistant Professor asserted, “I have days where | don't want
sympathy; an ally; | want to be left alone. | want to not see one more video. | want to not have to cry...| also just
need to detach” (R29). Another, a Black Postdoctoral Fellow expressed, “Emotionally | have found myself crying from
seeing and hearing continual death and harm inflicted on our Black communities. | have been stressed which results
in withdrawing for a bit so that | can regroup...I find myself just wanting to escape from all the Racial Upheaval” (R13).

Black, Indigenous, and other People of Color Adopting Problematic Frames: In addition to mitigating the invis-
ible labor required to manage white Allies during this time of racial upheaval, several respondents acknowledged
an added level of work, engaging with other BIPOC who they perceived as buying into the white racial frame, with
narratives that negatively impact BIPOC. For example, a Black Assistant Professor discussed how she withdrew from
engaging with other Black people, especially individuals who could not understand her intersecting oppressions:
“l weirdly... can't even be around other black people that are at odds with my own social expectations. Like | feel
newfound tension with black men as a black woman. And | know it isn't either one of our faults, but | have no space
for the annoyances of heterosexual-patriarchy” (R29). The need to withdraw from engaging with other BIPOC who
one perceives as adding to the trauma and invisible labor exerted upon communities of color creates a tension that is
processed through navigating emotional and relational labor, which is exhausting. Furthermore, this Assistant Profes-
sor emphasizes that she “cannot accept black conservatives anymore. If your respectability politics entails secondary
violence toward communities of color for failing to meet a standard in order to be perceived as a victim, | have no
time for you.”

Institutional Expectations and the Inclusion Tax: Many women of color underscored their feelings of detachment
from their work and sense that their institutions had abandoned them. With the increased institutional expectations
placed on BIPOC within organizations, academe was no different. Black, Indigenous, and other People of Color in
higher education were called to organize, lead, participate and facilitate workshops, dialogs, forums, and program-
ming that center on race and racism. The added pressure associated with doing work situated within a diversity,
equity, and inclusion lens have not historically provided support and access to BIPOC, which was also suggested
by multiple respondents. A heightened inclusion tax is experienced during this time of crisis for women of color
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in academe. They are pushed to engage in diversity work that is neither recognized nor compensated in ways that
afford them access to resources, professional development, and advancement in the workplace. An Asian American
Associate Professor shared experiences with racial harassment that linked emotional segregation on a personal and

community level and to detachment from her institution:

Racial upheaval only contributes to my everyday stress. It affects my everyday life, my family, and my
community. At work, when | faced racial harassment, it was ignored and | had to address it every day,
seeking advice and spending months of my time meeting with people to get a simple resolution. Lead-
ers and staff who are supposed to be committed to addressing diversity and violence in my organiza-
tion responded with disbelief and disrespect...| learned that my organization's leaders and staff were
there to protect the institution; not me. Knowing this worsened my stress and anxiety. | experienced
increased migraines and illness as a result of the racial upheaval in my own life and the time | was
dedicating to assisting others (R1).

A bi-racial/Black Assistant Professor expressed a loss of joy in her work and the cumulative impact of her
emotional segregation and alienation as it affected her friends and family, saying: “It has been hard to feel consist-
ently joyful, considering the nonstop negative and racist news. Professionally, I've also been exhausted because |
don't get a break from discussing racism. It comes up in conversations with friends and family members...My research
and teaching are race-centered, so it is difficult to be hopeful at times or to even be excited to teach, given how much
progress needs to be made.” (R47). Our findings point to feelings of exhaustion, hopelessness, hypervisibility, and
exploitation, which abound among women of color forced to take up work that is neither recognized, compensated,
or valued in meaningful ways. This bolsters our argument that systemic racist practices are deeply embedded within
the rhetoric and fabric of academic institutions, which continues to silence BIPOC and maintain racial inequality.

4.1.2 | Racism-evasive, lukewarm institutional commitments to diversity, equity, and
inclusion

Safety: Although many institutions may argue that they strive to be diverse, inclusive, and equitable, most respond-
ents acknowledge that their institutions primarily engage in performative commitments rather than substantive
efforts. The level of invisible labor women of color are forced to expend and the kind of emotional segregation they
feel is partly a result of their institution's racism-evasiveness through performative allyship. Nearly all respondents
(23) indicated that their university's efforts to address issues of “diversity,” race, and racism were merely symbolic and
did not provide any protections for them. An emerging theme of feeling unsafe consistently appeared in the narra-
tives of respondents. For example, a Black Assistant Professor emphasized safety as a key issue, saying, “The actual
change has been very slow...and it's very frustrating. Especially since | am a queer Black woman in a BIPOC hostile,
predominantly white state. It often feels unsafe” (R6).

Safety is paramount in creating workplaces that embed equitable policies, practices, and behaviors, which work
to limit or prevent harmful work environments. This sense of safety begins at the top of any institution and academe
is no exception. Respondents acknowledging their sense of feeling unsafe calls attention to the lack of institutional
leadership actions addressing systemic racist practices that undermine their solidarity statements. Another Black
Assistant Professor said, “Words such as BLM [Black Lives Matter], anti-racism, white supremacy need to be said
and no longer whispered or swept under the rug” (R27). Respondents clearly saw an evasion of racism in university
statements on diversity. Yet another Black Assistant Professor, noted: “The commitment feels superficial at times, and
there is a noted failure to acknowledge the impact of issues like anti-black racism and white privilege on the trajec-

tory of employees of color. The generic “diversity” emphasis elides deeper reflections on these key issues” (R23).
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The Paradox of Institutional Performance and Contradictory Behavior: These respondents indicated that
university efforts at addressing racial inequality are racism-evasive in that they do not explicitly address the key
issues of race, racism, racial harassment, and/or racial barriers to hiring, tenure, and promotion or name actionable
steps to deal with the racial violence the statements were written to respond to in the first place. The performance
of commitment to racial injustice only creates further anxiety and feelings of defeat for women of color, who indicate
that they have lost faith in their institutions. In this time of racial uproar, the emotional and cognitive labor expended
dealing with the public institutional commitments that are not met within the actual practices of the institution is
demoralizing and disheartening for women of color. In describing this paradoxical phenomenon, brought on by social

media and public impression management campaigns, a Black Assistant Professor states:

Frankly, | have given up hope that my institution and its current leadership can offer anything of
substance even at the level of a statement of solidarity with communities that have been targeted/
face racism, racial violence, and antisemitism daily—which is a baseline of showing concern for the

communities involved. | know the students feel even less supported on these issues (R31).

Finally, a Latina Professor Emeritus highlights the invisible labor faculty of color expend fighting equity issues to
no avail, expressing that she had given up on the university, saying:

No changes are made but a lot of faculty of color spend lots of time and energy trying to push for
change. The university is very good at having us perform rituals of meetings, writing reports, etc. that

are ignored but...tire us and cool us out (R46).

Therefore, these statements, which may be intended to show that the university cares about its faculty of color,
ultimately make them feel abandoned, unheard, unprotected, and exploited. Furthermore, the emotional and cogni-
tive labor expended attempting to create an equitable workplace and gain a foothold in academia is exhausting and

detrimental to the psychological well-being of women of color and their career trajectories.

5 | DISCUSSION

2020 and 2021 have been tumultuous years with people across the globe facing multiple pandemics. Professionals
in various workplaces were forced to contend with the shifting paradigms of remote work dynamics brought on
by COVID-19 and an intensified focus on racism resulting from public displays of brutality against Black people in
America (Melaku, 2021). These occurrences amplified prevailing challenges and workplace dynamics for marginalized
groups. The original inquiry of this article was: How are women of color professionals in academia impacted by this
time of crisis as they navigate predominately white educational institutions? Our findings suggest that COVID-19 and
racial violence have exacerbated existing inequities that continue to have deleterious effects on women of color's
experiences in academe. By grounding our analysis within a critical race framework and intersectional approach
driven by a Black feminist thought lens, the qualitative narratives of women of color provide deep insight into their
perspectives and lived experiences. The respondents' descriptions point to an increased level of invisible labor
exerted in academe, with clear examples of racism evasive behavior, heightened sense of emotional segregation,
steeper inclusion tax, and blanketed use of liberal white supremacy to maintain the status quo and racial inequality.
In this study, we find several themes that are driven by the distinct and nuanced articulations of women of
color's experiences in higher education. First, women of color are forced to engage in significant invisible labor that is
neither recognized nor compensated and for which white faculty are credited. They do so to negotiate their presence
in predominantly white academic institutions and maintain their positions. Women of color perform “invisible work”

navigating entrenched racist practices and white racial frames, whether in person or remote. Maneuvering white
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institutional spaces further burdens women of color with emotional, cognitive, and relational work required to resist
racial and gender aggressions in their daily interactions.

Respondents in the study are forced to contend with navigating academic institutions, which work to isolate
women of color physically and create segregated emotional experiences. The emotional work done during this time
coping with amplified feelings of anger, stress, fear, sadness, hopelessness, and anxiety reproduces tangible forms of
inequity, such as emotional segregation. Their white counterparts are not forced to mitigate these emotions related
to systemic racism that directly targets them. The resources “spent” coping with increased emotional and cognitive
labor do not lend itself to providing equitable workplaces where women of color can thrive. The inclusion tax women
of color pay to be in white spaces, both resisting and attempting to find ways to manage white norms is exhausting
and ultimately leads to perpetuating racial inequality.

Women of color share that they are managing their emotions and those of white Allies. This is a particularly chal-
lenging feat, as respondents recognize their positioning and the painful work they are forced to do validating white
allyship to the detriment of their emotional and psychological well-being. Racism-evasive practices are toxic and
antithetical to anti-racist work that is called for during this time of amplified racial violence. The emotional, cognitive,
and relational labor expended by respondents because of institutional expectations as they teach, share, build, create,
manage, and design diversity work to the benefit of their institutions and white Allies is arduous. Respondents tackle
feelings of detachment/abandonment because of a sense of institutional neglect in terms of managing these added
pressures. A far steeper inclusion tax is required during this time to deal with racism-evasiveness and to mitigate
liberal white supremacist and white fragile behaviors. Whereas labor was exerted resisting the re-traumatization of
white allyship, some respondents found themselves disengaging from BIPOC they perceived as adopting problematic
frames that stood against communities of color.

Finally, recognizing and acknowledging the lukewarm institutional commitment to diversity, equity, and inclusion
is a major theme. Women of color hold their institutions accountable to the statements made regarding racial and
social justice but acknowledge the reality of empty statements without clear, actionable steps to address pervasive
inequality in the institution. For example, respondents consistently believe that institutional responses to diversity,
equity, and inclusion are more performative than substantive in nature. Our findings confirm the emotional and
cognitive well-being of women of color in academe is challenged by the pressures induced by COVID-19 and racial

violence.

5.1 | Limitations, implications, and future research

There were several limitations of this research. First, the sample size is limited in scope. However, given the explora-
tory nature of this study, the underrepresentation of women of color in academe, and the challenges they face during
COVID-19 and racial violence, the study provides unique insights into the experiences of women of color. Second,
the reliance on written responses to online open-ended questions may have prevented potential respondents from
participating. There were several individuals who clicked through the survey and only responded to closed-ended
demographic information toward the end of the survey. They were therefore excluded in the final sample. Given the
nature of the survey and subject matter, it seems reasonable to assume that women who opened the survey may
have been interested but limited in time and therefore unable to complete it. This could be indicative of the time
pressures and emotional exhaustion that women of color are facing during this time of multiple pandemics. Lastly,
the survey was also conducted toward the end of the academic year, which traditionally is one of the busiest times.
The implications of this study are far-reaching. The study has important implications for understanding how
academic institutions respond to public discourses about racism and the ensuing measures taken to address inequal-
ity. Additionally, this research points directly to the paradox professionals face in terms of their academic institu-
tions' public commitments versus the actual practices necessary to tackle racial and gender inequality women of
color confront daily. The entrenched nature of systemic racism continues to blind academia from recognizing their
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complicity in perpetuating institutionalized racism. A deeper exploration of academic policies to address systemic
racism as designed during this time of racial violence could potentially reveal opportunities for change.

Future research should evaluate how universities are responding to these issues, whether or not concrete actions
are being taken, and the effectiveness of existing initiatives to ensure the retention of women of color faculty and
nonfaculty in academe. Furthermore, future studies may also include in-person interviews to mitigate the time
spent writing responses to open-ended survey questions. This approach may potentially provide even richer data to
advance the theoretical frameworks presented in this study. Moreover, it would be useful to also explore the nuanced

reasons why women of color are limited in time and opportunity to participate in open-ended online surveys.

ACKNOWLEDGMENT
Special thanks to Christoph Winkler for his help in preparation of this manuscript. The authors received no financial
support for this research.

CONFLICT OF INTEREST

The authors have no conflicts of interest to disclose.

DATA AVAILABILITY STATEMENT

Research data are not shared.

ORCID
Tsedale M. Melaku "= https://orcid.org/0000-0003-1188-4991

REFERENCES

Alexander, Michelle. 2012. The new Jim Crow: Mass incarceration in the age of colorblindness. New York, NY: The New Press.

August, Louise, and Jean Waltman. 2004. “Culture, Climate, and Contribution: Career Satisfaction Among Female Faculty.
Research in Higher Education 45(2): 177-92. https://doi.org/10.1023/B:RIHE.0000015694.14358.

Beaman, Jean. 2020. “Underlying Conditions: Global Anti-blackness amid COVID-19." City & Community 19(3): 516-522.
https://doi.org/10.1111/cico.12519.

Beeman, Angie. 2007. “Emotional Segregation: A Content Analysis of Institutional Racism in US Films, 1980-2001." Ethnic
and Racial Studies 30(5): 687-712.

Beeman, Angie. 2015a. “Walk the Walk but Don't Talk the Talk: The Strategic Use of Color-Blind Ideology in an Interracial
Social Movement Organization.” Sociological Forum 30(1): 127-47.

Beeman, Angie. 2015b. “Teaching to Convince, Teaching to Empower: Reflections on Student Resistance and Self-Defeat at
Predominantly White vs. Racially Diverse Campuses.” Understanding & Dismantling Privilege 5(1): 13-33.

Beeman, Angie. 2017. Liberal White Supremacy: Charlottesville and a Conversation with Justice. Racism Review (blog). August
21 http:/www.racismreview.com/blog/author/angie-beeman/.

Beeman, Angie. 2018. “The Legacy of Emotional Segregation: Barriers to an Integrated Society.” In Presentation at the Annual
Meeting of the American Sociological Association. Philadelphia.

Beeman, Angie. Liberal white supremacy. Georgia: University of Georgia Press: in press.

Beeman, Angie K. 2010. Grassroots organizing and ‘post-civil rights’ racism: The dilemma of negotiating interracial solidarity in a
‘color-blind’society. University of Connecticut.

Benjamin, Lois. 1997. Black Women in the Academy. Promises and Perils (Vol. 15, pp. 32611-2079). Gainesville: University
Press of Florida.

Bingham, T., and Nix, S. J. 2010. “Women Faculty in Higher Education: A Case Study on Gender Bias.” In Forum on Public Policy
Online. 2010(2). Urbana: Oxford Round Table.

Bonilla-Silva, Eduardo. 1997. “Rethinking Racism: Toward a Structural Interpretation.” American Sociological Review 62(3):
465-80.

Bonilla-Silva, Eduardo. 2001. White supremacy & racism in the post-civil rights era. Boulder: Lynne Rienner.

Bonilla-Silva, Eduardo. 2014. Racism without Racists: Color-Blind Racism and the Persistence of Racial Inequality in America (4th
ed.). Lanham: Rowman & Littlefield.


https://orcid.org/0000-0003-1188-4991
https://doi.org/10.1023/B:RIHE.0000015694.14358
https://doi.org/10.1111/cico.12519
http://www.racismreview.com/blog/author/angie-beeman/

MELAKU ano BEEMAN

WILEY—2

Bowen, Deirdre M. 2012. “Visibly Invisible: The Burden of Race and Gender for Female Students of Color Striving for an
Academic Career in the Sciences.” In Presumed Incompetent: The Intersections of Race and Class for Women in Academia
(116-132), edited by, G. Gutiérrez y Muhs, Y. F. Niemann, C. G. Gonzalez, and A. P. Harris. Utah State University Press.

Branch, Enobong Hannah. 2011. Opportunity Denied: Limiting Black Women to Devalued Work. New Brunswick: Rutgers
University Press.

Brown, Michael K., Martin Carnoy, Elliot Currie, Troy Duster, David B. Oppenheimer, Marjorie M. Shultz, and David Wellman.
2003. White-washing race: The myth of a color-blind society. Berkeley: University of California Press.

Bryant, Susan L. 2013. “The Beauty Ideal: The Effects of European Standards of Beauty on Black Women.” Columbia Social
Work Review 6: 80-1.

Carr, L. G. 1997. Color-blind” racism. Thousand Oaks: Sage.

Cazenave, Noel. 2016. Conceptualizing racism: Breaking the chains of racially accommodative language. Lanham, MD: Rowman
& Littlefield.

Clemons, K. M., ed. 2019. “Black Feminist Thought and Qualitative Research in Education.” In Oxford Research Encyclopedia of
Education. Oxford University Press. https:/doi.org/10.1093/acrefore/9780190264093.013.1194.

Cobb, Ryon, Christy L. Erving, and W. Carson Byrdc. 2021. “Perceived COVID-19 Health Threat Increases Psychological
Distress Among Black Americans.” In Race and Ethnicity In Pandemic Times (88-100), edited by J. Solomos. New York:
Routledge.

Coleman, A. R. 2020. Black bodies are still treated as expendable. VOX. https:/www.vox.com/2020/6/5/21277938/
ahmaud-arbery-george-floyd-breonnataylorcovidhttps:/perma.cc/C4C5-3HZL.

Collins, Patricia. 2000a. Black feminist thought: Knowledge, consciousness, and the politics of empowerment. New York:
Routledge.

Collins, Patricia H. 2000b. “What's Going on? Black Feminist Thought and the Politics of Postmodernism.” Working the ruins:
Feminist poststructural theory and methods in education 41-73.

Collins, Patricia H. 1986. “Learning from the Outsider within: The Sociological Significance of Black Feminist Thought.” Social
Problems 33(6): s14-s32.

Collins, Patricia H. 1998. Fighting Words: Black Women and the Search for Justice (Vol. 7). University of Minnesota Press.

Coury, S., Yea, L., Krivkovich, A., Prince, S., Kumar, A., and Huang, J. (2021). Women in the Workplace 2020. McKinsey &
Company. https:/www.mckinsey.com/featured-insights/diversity-and-inclusion/women-in-the-workplace.

Crenshaw, Kimberle. 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.

Crenshaw, Kimberle. 1991. “Race, Gender, and Sexual Harassment.” Southern California Law Review 65: 1467.

Crenshaw, K., Gotanda, N., Peller, G., and Thomas, K. 1995. Critical race theory: The Key Writings that formed the Movement.
New York.

Crenshaw K., L. C. Harris, D. M. HoSang, and G. Lipsitz, eds. 2019. Seeing Race again: Countering Colorblindness across the
Disciplines. Berkeley: University of California Press.

Davis, Kathy. 2003. “Surgical Passing: Or Why Michael Jackson’s Nose Makes ‘us’ Uneasy.” Feminist Theory 4(1): 73-92.

Dona, Giorgia. 2021. “Race, Immigration and Health: The Hostile Environment and Public Health Responses to Covid-19." In
Race and Ethnicity In Pandemic Times (188-200), edited by J. Solomos. New York: Routledge.

Elias, Amanuel, Jehonathan Ben, Fethi Mansouri, and Yin Paradies. 2021. “Racism and Nationalism during and beyond the
COVID-19 Pandemic.” In Race and Ethnicity in Pandemic Times, edited by J. Solomos. 65-75. New York: Routledge.
Ernst, Rose. 2012. The Price of Progressive Politics: The Welfare Rights Movement in an era of Color-Blind Racism. New York: NYU

Press.

Essed, Philomena. 1991. Understanding Everyday Racism: An Interdisciplinary Approach. London: Sage.

Essed, Philomena. 2010. “Dilemmas in Leadership: Women of Colour in the Academy.” Ethnic and Racial Studies 23(5):
888-904.

Evans, Louwanda, and Wendy L, Moore. 2015. “Impossible Burdens: White Institutions, Emotional Labor, and Micro-
Resistance.” Social Problems 62: 439-54.

Evans, Stephanie Y. 2008. Black Women in the Ivory Tower, 1850-1954: An Intellectual History. Gainesville, FL: University Press
of Florida.

Farinde-Wu, A. 2020. Pregnant Mother Scholar in a Pandemic. Inside Higher Ed. https:/www.insidehighered.com/
advice/2020/05/08/added-challenges-dealing-race-and-gender-issues-during-pandemic-opinion.

Fazackerley, A. 2020. Women's Research Plummets during Lockdown—But Articles from Men Increase. The Guardian.
September 10, 2020. https:/www.theguardian.com/education/2020/may/12/womens-research-plummets-during-
lockdown-but-articles-from-men-increase.

Feagin, J. R. 2006. Systemic Racism: A Theory of Oppression. New York: Routledge.

Feagin, Joe R. 2013. The White Racial Frame: Centuries of Racial Framing and Counter-Framing (2nd ed.). New York: Routledge.

Feagin, Joe R., and McKinney, K. D. 2005. The Many Costs of Racism. Lanham: Rowman & Littlefield Publishers.



https://doi.org/10.1093/acrefore/9780190264093.013.1194
https://www.vox.com/2020/6/5/21277938/ahmaud-arbery-george-floyd-breonnataylorcovidhttps://perma.cc/C4C5-3HZL
https://www.vox.com/2020/6/5/21277938/ahmaud-arbery-george-floyd-breonnataylorcovidhttps://perma.cc/C4C5-3HZL
https://www.mckinsey.com/featured-insights/diversity-and-inclusion/women-in-the-workplace
https://www.insidehighered.com/advice/2020/05/08/added-challenges-dealing-race-and-gender-issues-during-pandemic-opinion
https://www.insidehighered.com/advice/2020/05/08/added-challenges-dealing-race-and-gender-issues-during-pandemic-opinion
https://www.theguardian.com/education/2020/may/12/womens-research-plummets-during-lockdown-but-articles-from-men-increase
https://www.theguardian.com/education/2020/may/12/womens-research-plummets-during-lockdown-but-articles-from-men-increase

MELAKU ano BEEMAN

* | WILEY

Frederickson, Megan. 2020. “Women Are Getting Less Research Done Than Men during This Coronavirus Pandemic.”
The Conversation, 18. April 4, 2021. https:/theconversation.com/women-are-getting-less-research-done-than-men-
during-this-coronavirus-pandemic-138073.

Gabster, Brooke P., Kim van Daalen, Roopa Dhatt, and Michele Barry. 2020. “Challenges for the Female Academic during the
COVID-19 Pandemic.” The Lancet 395(10242): 1968-970.

Gregory, Sheila T. 1999. Black Women in the Academy: The Secrets to Success and Achievement. Lanham: University Press of
America.

Gutiérrez y Muhs, G., Niemann, Y. F., Gonzalez, C. G., and Harris, A. P. 2012. Presumed Incompetent: The Intersections of Race
and Class for Women in Academia. Logan, UT: Utah State University Press.

Holliday, Emma B., Reshma Jagsi, Lynn D Wilson, Mehee Choi, Charles R. ThomasJr, and Clifton D. Fuller. 2014. “Gender
Differences in Publication Productivity, Academic Position, Career Duration and Funding Among U.S. Academic Radia-
tion Oncology Faculty.” Journal of the Association of American Medical Colleges, Academic Medicine 89(5): 767-73. https://
doi.org/10.1097/ACM.0000000000000229.

Hughey, Mathew W. 2012. “Color Capital, White Debt, and the Paradox of Strong White Racial Identities.” Du Bois Review:
Social Science Research on Race 9(1): 169-200.

Hussar, B., Zhang, J., Hein, S., Wang, K., Roberts, A., Cui, J., Smith, M., Bullock Mann, F., Barmer, A., and Dilig, R. 2020. The
condition of education 2020 (NCES 2020-144). U.S. Department of Education. Washington, DC: National Center for
Education Statistics. https:/nces.ed.gov/pubsearch/pubsinfo.asp?pubid=2020144.

Isaac, M., and Elrick, Jennifer. 2021. Rethinking Refuge in the Time of COVID-19. In Race and Ethnicity in Pandemic Times,
edited by J. Solomos. 133-45. Routledge.

Jones, Brandy, and Williams, Janelle. 2020. Institutions must be held Accountable for how they are Failing Black
Academics -- and Black Women Academics in Particular. The Hechinger Report. https:/hechingerreport.org/
opinion-when-institutions-fail-black-women-in-academia/.

Kaw, Eugenia. 1993. “Medicalization of Racial Features: Asian American Women and Cosmetic Surgery.” Medical Anthropology
Quarterly 7(1): 74-89.

King, Eden B. 2008. “The Effect of Bias on the Advancement of Working Mothers: Disentangling Legitimate Concerns from
Inaccurate Stereotypes as Predictors of Advancement in Academe.” Human Relations 61(12): 1677-711.

LaPan, Chantell, Camilla Hodge, Deidre Peroff, and Karla A. Henderson. 2013. “Female Faculty in Higher Education: The
Politics of Hope.” SCHOLE: A Journal of Leisure Studies & Recreation Education 28(2): 1-15.

Lee, Ming Y., and Juanita Johnson-Bailey. 2004. “Challenges to the Classroom Authority of Women of Color.” New Directions
for Adult and Continuing Education 102: 55-64.

Lewis, Amanda. 2003. Race in the School Yard: Negotiating the Color Line in Classrooms and Communities. New Brunswick, NJ:
Rutgers University Press.

Mabokela, R. O., and Green, A. L. (2001). Sisters of the academy: Emergent Black women scholars in higher education. Sterling:
Stylus Publishing, LLC.

Madgavkar, A., White, O., Krishnan, M., Mahajan, D., and Azcue, X. 2021. COVID-19 and gender equality: Counter-
ing the regressive effects. McKinsey & Company. https:/www.mckinsey.com/featured-insights/future-of-work/
covid-19-and-gender-equality-countering-the-regressive-effects.

Malish, Jessica L., Breanna N. Harris, Shanen M. Sherrer, Kristy A. Lewis, Stephanie L. Shepherd, Pumtiwitt C. McCarthy,
Jessica L. Spott, et al. (2020). “The Wake of COVID-19, Academia Needs New Solutions to Ensure Gender Equity.
Proceedings of the National Academy of Sciences of the United States of America 117(27): 15378-5381. https:/www.pnas.
org/content/117/27/15378.

Masterson, V. 2020. Why COVID-19 Could Force Millions of Women to Quit Work - And How to Support Them. World Economic
Forum. https:/www.weforum.org/agenda/2020/10/women-work-gender-equality-covid19/.

Melaku, Tsedale M. 2019a. You Don't Look Like A Lawyer: Black Women and Systemic Gendered Racism. Lanham, MD: Rowman
& Littlefield.

Melaku, Tsedale M. 2019b. Why Women and People of Color in Law Still Hear “You Don't Look Like a Lawyer”. Harvard Business
Review. https:/hbr.org/2019/08/why-women-and-people-of-color-in-law-still-hear-you-dont-look-like-a-lawyer.
Melaku, Tsedale M. 2020a. Amy Cooper, White Privilege and the Murder of Black People. Fair Observer. https:/www.fairob-
server.com/region/north_america/tsedale-melaku-amy-cooper-white-privilege-abstract-liberalism-george-floyd-

death-protests-us-news-15161/.

Melaku, Tsedale M. 2020b. It's Time for #MeToo to Address Structural Racism. Fair Observer. https:/www.fairobserver.com/
culture/tsedale-melaku-me-too-movement-structural-racism-women-color-academia-news-16611/.

Melaku, Tsedale M. 2021. “The Awakening: The Impact of COVID-19, Racial Upheaval, and Political Polarization on Black
Women Lawyers.” Fordham Law Review 89(6): 2519.

Melaku, Tsedale M., and Angie Beeman. 2020. Academia Isn't a Safe Haven for Conversations about Race and Racism. Harvard
Business Review. https:/hbr.org/2020/06/academia-isnt-a-safe-haven-for-conversations-about-race.



https://theconversation.com/women-are-getting-less-research-done-than-men-during-this-coronavirus-pandemic-138073
https://theconversation.com/women-are-getting-less-research-done-than-men-during-this-coronavirus-pandemic-138073
https://doi.org/10.1097/ACM.0000000000000229
https://doi.org/10.1097/ACM.0000000000000229
https://nces.ed.gov/pubsearch/pubsinfo.asp?pubid=2020144
https://hechingerreport.org/opinion-when-institutions-fail-black-women-in-academia/
https://hechingerreport.org/opinion-when-institutions-fail-black-women-in-academia/
https://www.mckinsey.com/featured-insights/future-of-work/covid-19-and-gender-equality-countering-the-regressive-effects
https://www.mckinsey.com/featured-insights/future-of-work/covid-19-and-gender-equality-countering-the-regressive-effects
https://www.pnas.org/content/117/27/15378
https://www.pnas.org/content/117/27/15378
https://www.weforum.org/agenda/2020/10/women-work-gender-equality-covid19/
https://hbr.org/2019/08/why-women-and-people-of-color-in-law-still-hear-you-dont-look-like-a-lawyer
https://www.fairobserver.com/region/north_america/tsedale-melaku-amy-cooper-white-privilege-abstract-liberalism-george-floyd-death-protests-us-news-15161/
https://www.fairobserver.com/region/north_america/tsedale-melaku-amy-cooper-white-privilege-abstract-liberalism-george-floyd-death-protests-us-news-15161/
https://www.fairobserver.com/region/north_america/tsedale-melaku-amy-cooper-white-privilege-abstract-liberalism-george-floyd-death-protests-us-news-15161/
https://www.fairobserver.com/culture/tsedale-melaku-me-too-movement-structural-racism-women-color-academia-news-16611/
https://www.fairobserver.com/culture/tsedale-melaku-me-too-movement-structural-racism-women-color-academia-news-16611/
https://hbr.org/2020/06/academia-isnt-a-safe-haven-for-conversations-about-race

MELAKU ano BEEMAN WI LEY 17

Millett, Gregorio A., Austin T. Jones, David Benkeser, Stefan Baral, Laina Mercer, Chris Beyrer, Brian Honermann, et al. 2020.
“Assessing Differential Impacts of COVID-19 on Black Communities.” Annals of Epidemiology 47: 37-44.

Moore, Wendy L. 2008. Reproducing Racism: White Spaces, Elite Law Schools, and Racial Inequality. Lanham, MD: Rowman &
Littlefield.

Moore, Wendy L., and Joyce M. Bell (2011). “Maneuvers of Whiteness: ‘Diversity’ as a Mechanism of Retrenchment in the
Affirmative Action Discourse.” Critical Sociology 37(5): 597-613.

Moses, Y. T. 1989. Black Women in Academe. Issues and Strategies. New York: Ford Foundation.

National Center for Education Statistics, U.S. Department of Education. 2018. Status and trends in the education of racial and
ethnic groups 2018. https:/nces.ed.gov/pubs2019/2019038.pdf.

Obinna, Denise N. 2020. “Essential and Undervalued: Health Disparities of African American Women in the COVID-19 Era.”
Ethnicity and Health 26(1): 68-79. https://doi.org/10.1080/13557858.2020.1843604.

Opie, Tina R., and Katherine W. Phillips. 2015. “Hair Penalties: The Negative Influence of Afrocentric Hair on Ratings of Black
Women's Dominance and Professionalism.” Frontiers in Psychology 6: 1311.

Pirtle, Whitney N. L. 2020. “Racial Capitalism: A Fundamental Cause of Novel Coronavirus (COVID-19) Pandemic Inequities
in the United States.” Health Education & Behavior 47(4): 504-08.

Pollock, Mica. 2004. Colormute: Race talk dilemmas in an American school. Princeton, NJ: Princeton University Press.

Price, J. M. C. 2010. “Coding: Open Coding." In Encyclopedia of Case Study Research 1: 155-57. Thousand Oaks: Sage.

Ray, Victor. 2019. “A Theory of Racialized Organizations.” American Sociological Review 84(1): 26-53.

Ren, Jingqui, and Joe Feagin. 2021. “Face Mask Symbolism in Anti-Asian Hate Crimes.” In Race and Ethnicity in Pandemic Times,
edited by J. Solomos. 28-40. New York: Routledge.

Risman, Barbara J., and Pallavi Banerjee. 2013. “Kids Talking about Race: Tween-Agers in a Post-civil Rights Era.” Sociological
Forum 28(2): 213-235. https:/doi.org/10.1111/s0cf.12016.

Roberts, J. 2020. “Resisting Mammy Professorhood during COVID-19." Medium. https:/blog.usejournal.com/resisting-
mammy-professorhood-during-covid-19-4fad775d5983.

Rush, Sharon E. 2006. Huck Finn's Hidden Lessons: Teaching and Learning Across the Color Line. Rowman & Littlefield.

Segura, Denise A. 1989. “Chicana and Mexican Immigrant Women at Work: The Impact of Class, Race, and Gender on Occu-
pational Mobility.” Gender & Society 3(1): 37-52.

Sewell, Alyasah A. 2020. “Policing the Block: Pandemics, Systemic Racism, and the Blood of America.” City & Community 19(3):
496-505. https://doi.org/10.1111/cico.12517.

Shurchkov, O. 2020. “Is COVID-19 Turning Back the Clock on Gender Equality in Academia?” Medium. July 14 2020. https:/
medium.com/@olga.shurchkov/is-covid-19-turning-back-the-clock-on-gender-equality-in-academia-70c00déb8ba1.

Simms, Angela. 2021. “COVID-19, Black Jurisdictions, and Budget Constraints: How Fiscal Footing Shapes Fighting the
Virus.” In Race and Ethnicity in Pandemic Times, editeed by J. Solomos. 118-32. Routledge.

Solomos, John. 2021. Race and Ethnicity in Pandemic Times. New York, NY: Routledge.

St. Jean, Y., and Feagin, Joe R. 1998. Double Burden: Black Women and Everyday Racism. Routledge.

Sue, D. W., Bucceri, J., Lin, A. I., Nadal, K. L., and Torino, G. C. 2007. “Racial Microaggressions and the Asian American Expe-
rience. Cultural Diversity and Ethnic Minority.” Psychology 13(1): 72-81.

Sue, Derald W., Christina M. Capodilupo, and Aisha M. B. Holder. 2008. “Racial Microaggressions in the Life Experience of
Black Americans.” Professional Psychology: Research and Practice 39(3): 329-36.

Thomas, Gloria D., and Carol Hollenshead. 2001. “Resisting from the Margins: The Coping Strategies of Black Women and
Other Women of Color Faculty Members at a Research University.” Journal of Negro Education 70(3): 166-75.

Thomas, R., Cooper, M., Cardazone, G., Urban, K., Cardazone, G., Bohrer, A., Mahajan, S., et al. 2021. Women in the Workplace
2020. New York: McKinsey & Company.

Townsend, Robert B. 2013. “Gender and Success in Academia: More from the Historian's Career Paths Survey.” In
Perspectives on History. American Historical Association. https:/www.historians.org/publications-and-directories/
perspectives-on-history/january-2013/gender-and-success-in-academia.

Vargas, Lucila. 1999. “When the “Other” Is the Teacher: Implications of Teacher Diversity in Higher Education.” The Urban
Review 31(4): 359-83.

Vincent-Lamarre, Philippe, Cassidy R. Sugimoto, and Vincent Lariviére. 2020a. Monitoring women’s scholarly production during
the COVID-19 pandemic. Github Repository.

Vincent-Lamarre, Philippe, Cassidy R. Sugimoto, and Vincent Lariviere. 2020b. “The Decline of Women'’s Research Produc-
tion during the Coronavirus Pandemic.” Nature index, 19.

V6, L. T. 2012. “Navigating the Academic Terrain: The Racial and Gender Politics of Elusive Belonging.” In Presumed Incompe-
tent: The Intersections of Race and Class for Women in Academia. 93-109.

Walkington, Lori. 2017. “How Far Have We Really Come? Black Women Faculty and Graduate Students' Experiences in
Higher Education.” Humboldt Journal of Social Relations 39: 51-65.

Wilkins, Amy C., and Jennifer A. Pace. 2014. “Class, Race, and Emotions.” In Handbook of the Sociology of Emotions. 2: 385-409.
Dordrecht: Springer.


https://nces.ed.gov/pubs2019/2019038.pdf
https://doi.org/10.1080/13557858.2020.1843604
https://doi.org/10.1111/socf.12016
https://blog.usejournal.com/resisting-mammy-professorhood-during-covid-19-4fad775d5983
https://blog.usejournal.com/resisting-mammy-professorhood-during-covid-19-4fad775d5983
https://doi.org/10.1111/cico.12517
https://medium.com/@olga.shurchkov/is-covid-19-turning-back-the-clock-on-gender-equality-in-academia-70c00d6b8ba1
https://medium.com/@olga.shurchkov/is-covid-19-turning-back-the-clock-on-gender-equality-in-academia-70c00d6b8ba1
https://www.historians.org/publications-and-directories/perspectives-on-history/january-2013/gender-and-success-in-academia
https://www.historians.org/publications-and-directories/perspectives-on-history/january-2013/gender-and-success-in-academia

18 WI LEY MELAKU ano BEEMAN

Wingfield, Adia H. 2010. “Are Some Emotions Marked “Whites Only"? Racialized Feeling Rules in Professional Workplaces.”
Social Problems 57(2): 251-268. https://doi.org/10.1525/sp.2010.57.2.251.

Witteman, Holly O., Michael Hendricks, Sharon Straus, and Cara Tannenbaum. 2019. “Are Gender Gaps due to Evaluations of
the Applicant or the Science? A Natural Experiment at a National Funding Agency.” The Lancet 393(10171): 531-540.

Wu, Cary, Yue Qian, and Rima Wilkes. 2021. “Anti-Asian Discrimination and the Asian-White Mental Health Gap during
COVID-19." In Race and Ethnicity In Pandemic Times (101-117), edited by, J. Solomos. Routledge.

AUTHOR BIOGRAPHIES

Tsedale M. Melaku is an Assistant Professor of Management in the Zicklin School of Business, Baruch College-
CUNY, and author of You Don't Look Like a Lawyer: Black Women and Systemic Gendered Racism. Her interdis-
ciplinary research on women in the workplace unites three strands of significant sociological and management
inquiry: diversity in the workplace, women in positions of leadership, and the impact of systemic racism on
advancement opportunities. Dr. Melaku’s work has been published in the Harvard Business Review, Fordham
Law Review, American Behavioral Scientist, and featured in New York Times, The Washington Post, Bloomberg
Law, Inside Higher Ed, and other outlets. She is currently working on her second book, The Handbook on Work-
place Diversity and Stratification.

Angie Beeman is an Associate Professor in the Marxe School of Public and International Affairs and Affiliate
Faculty with Black and Latino Studies at Baruch College-CUNY. Her work examines the evolution of racism,
its intersection with economic inequality, and how this process affects institutional practices, identities, and
interracial organizing. Dr. Beeman has published several articles in peer-reviewed journals and edited volumes
and is writing a book entitled “Liberal White Supremacy: The Role of Progressives in Silencing Racial and Class

Oppression”.

How to cite this article: Melaku, Tsedale M., and Angie Beeman. 2022. “Navigating White Academe During
Crisis: The Impact of COVID-19 and Racial Violence on Women of Color Professionals.” Gender, Work &
Organization 1-19. https:/doi.org/10.1111/gwao.12823.

APPENDIX

Survey Questions

Experiences of women of color in the workplace

Development/Inclusivity

1. To what extent does the organization demonstrate a commitment to diversity? How do you perceive and interpret
the organization's efforts and commitment to diversity?

2. What changes have you noticed in relation to COVID-19 with respect to efforts to address your concerns?

3. What changes have you noticed in relation to Racial Upheaval with respect to efforts to address your concerns?

IMPACT OF COVID-19

4. How has COVID-19 impacted you personally and professionally?
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5. Has COVID-19 impacted your emotional and cognitive well-being? If so, how?
6. How has your organization responded to COVID-19? How do you feel about that?
7. Do you believe you engage in more uncompensated and unrecognized work since COVID-19 or less? Please

provide examples.

IMPACT OF RACIAL UPHEAVAL

8. How has Racial Upheaval impacted you personally and professionally?

9. How has your organization responded to the killings of Black people and Racial Upheaval? How do you feel about
that?

10.Have you experienced stress, emotional, or cognitive since the Racial Upheaval in America? If so, in what ways has
this stress manifested?

11.1s there anything else you would like to share about how COVID-19 and Racial upheaval has impacted your trajec-

tory in the workplace? And your personal life?

IMPACT OF THE 2020 ELECTION

12.How do you feel about discussing politics in the workplace?

13.How has the 2020 election impacted your experience in the workplace?
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