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Abstract 

 

Women of color have the same qualities and traits that women of majority hold so 

why is it that they are seen less and less in the realm of a leadership position? Women, as a 

whole, count for nearly a fourth of leadership positions. Women of color are becoming more 

diverse in the fields that are gaining degrees in. With this growing trend, more businesses and 

companies have to create a diverse leadership board to encourage and develop these women. 

With bringing awareness to the issue, this will allow the opportunities for women of color to 

grow and gain success in the fortune 500 companies and any other corporate position they 

decide to reach for. Women of color strive to be great and successful but are shut down 

because they look different from the rest of the more common labor force.   
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Dedication 

“For every little girl who wants to be seen for the work, she does NOT how she looks” 
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List of Terms 

Glossary  

 

Women of Color: Any women who are not white 

People of Colors: Any person who is not considered white. 

Ethics: Moral principles that govern a person's behavior or the conducting of an activity. 

(https://www.dictionary.com/) 

Morals: Concerned with the principles of right and wrong behavior and the goodness or 

badness of human character. (https://www.dictionary.com/) 

Leadership Positions: an assigned role where you are responsible for the outcome of a team 

(https://www.dictionary.com/)  

Minority: the smaller number or part, especially a number that is less than half the whole 

number (https://www.dictionary.com/) 

Majority: The greater number (https://www.dictionary.com/) 

 

 

 

  

https://www.dictionary.com/
https://www.dictionary.com/
https://www.dictionary.com/
https://www.dictionary.com/
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Introduction 

 

Background and Context 
 

Why do most women of color not strive to be in those leadership positions or want to 

be in the positions? It is seen as more of a burden than an opportunity. “Women have always 

had the capacity and desire for leadership; however, due to political, economic, and societal 

restrictions, they were unable to advance in leadership positions” (Pace, 2018). The 

encounters that women and women of color gather in their pursuit to excel and gain the 

opportunity in leadership roles in a professional setting exceed the expectations. Women of 

color experience many different circumstances that men and women of other races don’t fall 

into. Women of color are oftentimes overlooked because they are seen as incompetent and not 

having the proper credentials to perform the job correctly (Washington & Roberts, 2019).  

Think about some of the most influential women in the world. It’s guaranteed that the 

women that most people think of, unbeknown and unintentionally, are women of color. Some 

of the most profound women that the world has been in contact with our women of color who 

in the end, some of the most outstanding female leaders. Leadership can’t be talked about and 

discussed without including these great women.   

Sarah Breedlove, affectionately named Madame CJ Walker, was an entrepreneur and 

an activist. is a woman who paved the way for so many African American hairstylists. When 

she got into the hairstyling business she very easily found out that she could make money 

styling and working on black women’s hair.   

When she first began working in the hair business, it was all about the hair ointment 

that she created that would help heal scalps infections. She became the first female 

millionaire that was out to cure dandruff and bald spots when she created her first batch of 

petrolatum, medical sulfur hair product. When she created the product, she was unaware that 

it would blossom into the great beginning it created for her. “Walker’s Wonderful Hair 
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Grower” was born. Along with creating a product that helped other black women, she also 

found out that she had a greater gift, motivation for other women. As her business grew, she 

shared her talent so other women grew profitable as well. This gave way for women to create 

their businesses and brands. She helped women see the potential they held.  

She taught many other women the tricks and secrets to help motivate the other women 

and provide them with the magic hair grease. She believed that if she could transform herself, 

she could transform them as well. She took these women out of the washtubs and cotton 

fields and gave them a new way. She gave these women a newfound sense of confidence, 

beauty, culture, education, and financial freedom. “You have made it possible for a colored 

woman to make more money in a day selling your products than she could in a week working 

in white folks’ kitchens,” 

Maya Angelou rose to greatness despite facing some of life’s cruelest hardships. Maya 

was an American author, actress, screenwriter, dancer, poet, and civil rights activist best 

known for her 1969 memoir, I Know Why the Caged Bird Sings, which made literary history 

as the first nonfiction bestseller by an African American woman. 

Ella Baker didn’t allow her gender to stop her from defending her race. Ella Josephine 

Baker was an African-American civil rights and human rights, activist. She was a largely 

behind-the-scenes organizer whose career spanned more than five decades. In New York City 

and the South, she worked alongside some of the most noted civil rights leaders of the 20th 

century 

Mary McLeod Bethune was the First Lady of the Struggle’ left us an indelible legacy 

of love, hope, and dignity. She was born to former slaves a decade after the Civil War, 

devoted her life to ensure the right to education and freedom from discrimination for black 

Americans. She was an educator, an organizer, and a political activist, and opened one of the 

first schools for African American girls 
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Katerine Johnson paved the way for many little girls, not just black little girls who 

wanted to have a hand in the creation of the shape shuttles at NASA. She studied the way that 

math would help send people to the moon. She studies Geometry to help her figure out the 

ways, the angles, the circumference, and all the other small areas that were overlooked by 

others because they weren’t paying attention to the smaller, fine areas that were needed. She 

paid attention and asked questions because she wanted to know everything. With the attention 

she paid to the finer details, she was then attending the meetings that only men were allowed 

to be in. Katherine figured out the proper degrees and altitudes that they needed to send the 

spacecraft into space. Her numbers were a success.  

Henrietta Lacks became the main service point in the medical field. Being a 31-year 

old mother of five was diagnosed with cervical cancer. This medical diagnosis was elevated 

just months before her death. Doctors at John Hopkins Hospital collected samples of her 

cancerous tumor cells to have a biopsy. During the time that the samples were collected, other 

cells were taken from the sample without the consent of the patient. (Brown, 2018)  In 

essence, they stole from her. This was one of the many cases that the medical field practices 

that discriminated against blacks. She was not a slave but her cancerous cells are represented 

as the first human cells that were bought and sold. The cells of Henrietta Lacks later became 

HeLa among scientists. 

 Her cells were unusual because they could aggressively reproduce and stay alive long 

enough for them to have multiple tests ran on them. These cells are worth billions and are still 

alive in many labs across the world. These cells were very pivotal in the polio vaccine, 

cloning, gene mapping, and in vitro fertilization. The cell line He La has also been used in the 

development of creating drugs for treating herpes, leukemia, influenza, and Parkinson’s 

disease. They have been very influential in the study of cancer, lactose digestion, sexually 

transmitted diseases, and appendicitis. With the collection of cells from her without consent, 
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is one of many examples that lead to the often very problematic intercrossing of ethics, race, 

and medicine. This is a large link to the dark history of the experimentation and exploitation 

of African Americans. Another example of this problem is the Tuskegee syphilis study of the 

19th century of OBGYN’s treating slave women without anesthetics. (Butanis, 2020) 

 Harriet Tubman was the “engine that could’ in the creation of the Underground 

Railroad. She was the conductor of the movement. She is the first African-American woman 

to appear on the $20 bill that began early in 2020. Hundreds of Slaves were set free from the 

South and to her, each journey meant more and more with the important lives of all those 

people. 

 “I was the conductor of the Underground Railroad for eight years, and I can say what 

most conductors can’t,” she said. “I never ran a train off the track and I never lost a 

passenger.” 

 Tubman encountered varied situations. Once a slave who left the fields without 

permission, she refused to hold the runaway and someone watching threw a two-pound 

weight at her and struck her in the head. This left lifelong headaches and seizures for Tubman 

that didn’t stop her in her fight.  When she refused to restrain the runaway, the overseer 

hurled a two-pound weight at her, striking her in the head. The episode left lifelong episodes 

of headaches and seizures. She freed herself from slavery in 1849. In the usage of the 

Underground Railroad, it helped her make that 90-mile trip from Maryland to Philadelphia. 

Along the way, she found out that her family was going to be sold; she went back and showed 

them the path back to Philadelphia. 

 She shortly went back to free her siblings. After the passage of the 1850 Fugitive 

Slave Law, which stated that slaves who escaped to the North, could be recaptured and 

returned into slavery. With this law erected, Tubman changed the route so that it would end in 

Canada. This was created because Canada was a country where slavery was outlawed. 
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Although there was a bounty out for her capture, she was able to make 19 trips back and 

forth. 

While the Civil War was happening, she became a nurse and a spy for the Union 

Government. During her time as a nurse, she was caring for the wounded and sick soldiers 

who were both black and white. Once the war had ended, she tended to her parents. Upon the 

end of her life, she turned her home into the Harriet Tubman Home for Indigent and Aged 

Negros. 

Oprah, because Oprah is Oprah. If someone doesn’t know who this woman is, they 

need to do a serious Google search of who she is. From her charity work to her media mogul 

appearance to the many, many opportunities she has created for the African American culture.   

Oscar-winning director Michael Moore suggested that the Democratic Party buckle 

down and get a genuine person in the office and nominate Tom Hanks or Oprah for president 

in 2020. “Why don’t we run somebody that the American people love and are drawn to, and 

that are smart and have good politics and all that?” Moore asked. 

Even if that option was logical, which it is because Oprah is, every single one of those 

things. Oprah is the first African-American female billionaire; She is an Academy winner for 

her many international charity investments and interactions and the host of one of the most 

celebrated, longest daytime talk shows in tv history. The list of what she has done and has 

accomplished can go on and one forever. Seeing that Oprah was not blonde, thin, male, or 

even white, would have had her at the bottom of the list had she made the strides and 

advancements she made ten years later, we wouldn’t have Oprah.  

The Oprah Winfrey Show appeared in 1986, this is when daytime tv changed for the 

best. She snatched Phil’s self-help show and transformed it into something new and 

interesting. Unbeknown to herself, she had a talent that becomes her superhero; people liked 

her, a lot. She was her advocate and told her secrets to the rest of the world. This helped other 
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women be real about their own lives. This allowed for the others new to the industry, to buy 

into her success early on.  

Grace Lee Boggs is the daughter of a Chinese immigrant. She was a prominent writer 

and activist who worked closely with black Marxist and black power leaders like Malcolm X 

in the 1960s Civil Rights Movement. She also worked alongside her husband.  

Laverne Cox, the first transgender actress to play a transgender character of Orange Is 

The New Black. This was the first transgender star on a network-TV series regular on CBS.“I 

think that talking about diversity, talking about race, talking about gender is important,” Cox 

said. 

Alicia Garza, Opal Tometi, and Patrisse Cullors co-founded the Black Lives Matter 

movement in 2013. This was created on the basis after the acquittal of George Zimmerman in 

the Trayvon Martin murder trial. 

Coretta Scott King was a leader in the 1960s Civil Rights Movement and wife of Dr. 

Martin Luther King Jr. She continued her husband’s work after his death. Her work included 

advocating for African Americans’ rights and became a leader in women’s rights, LGBT 

rights, and anti-apartheid movements. In her book, she explains how important African- 

American women who were very important in the Civil Rights Movement but were too often 

denied top leadership positions. She encountered resistance from some of her husband’s 

companions. 

So many more women can be discussed that have had a hand in making and have 

helped make the current dynamics of the world become better opportunities. Many more 

women of color are becoming dynamic influential leaders. These individuals are creating 

paths and ways for the young people of tomorrow. 

When people think of all the many contributions that some women of color have 

made these are some of the most important women who come to mind. When the world looks 
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at all the women of color, they think about the ones who have rewritten history but it makes 

some wonder why can’t the business world analysis the amount the success that so many 

women of color have added to the world as a whole. These women are far more important 

than others claim them to be. Many women of color who are of mixed race are added to the 

group as well. Whereas most women mixed raced women, those women are seen as superior 

and as if they can do no wrong. People of mixed race hold and obtain a unique place in the 

U.S. The things that they have experienced gives them an advantage but also a disadvantage 

that can reshape how people see each other in the essence of the race. Starting in 2000, the 

Census began allowing individuals the opportunity to accurately identify who they are in the 

realm of race. Studies show that multiracial people tend to be perceived as more attractive 

when compared to those of a single race. And even some of the challenges of being 

multiracial consist of having to maneuver through racial identities. This in return makes 

multiracial people more adaptable, creative, and open-minded than those who only check off 

a single box.  When in reality, women of mixed race are held to higher standards especially 

when it comes to appearances. (Latson, 2019) 

 Mixed race women have the same amount of smarts and brains as a white woman or 

an African American woman but because a woman of lighter complexion is better. This fact 

has been true for several years. This became true back in slave times. When an African 

woman would be forced to have relations with the white master this would then produce a 

child of mixed race. These children were kept in the house and didn’t have to do the same 

work that the other slaves had to do. This is where the superior frame of mind began.  

Women are 50.8% of the population. Women earn more than 57% of undergraduate 

degrees and almost 60% of all Masters's Degrees. 38% of Masters of Business Admin are 

obtained by women. Specialized Masters Degrees are earned by 49%. %. In 2016, the 

percentage of undergraduates were higher with female than male across both racial and 
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gender. The gap between female and male enrollment was widest for Black students. The 

percentage was 62% versus 38%. This gap was the smallest in Asian students. and narrowest 

for Asian students. During 2016, the number of degrees awarded also increased for students 

who were Asian/Pacific Islanders at 75%, Black 75%, and White by 29%. This was broken 

down as 53% to 47%.  Women account for 47% of the U.S. labor force and 52.2% of the 

colligate workforce. The education and the training of the women who happen to be of color 

aren’t the solutions behind them not holding the proper position that they want to hold. The 

issue isn’t these women being educated in this area, its giving them what they deserve. 

Women, who have higher degrees and more secondary education, are more options to receive 

administrative positions that are prompting growth or advancement within the workspace. 

(https://nces.ed.gov/pubs2019/2019038.pdf) 

 The most influential standing of the United States in the world is the fact that 

they have never had a female president. Compared to the rest of the world, the US is lagging 

with this. Everyone else has a woman in a position of leader of the realm of the world. What 

is holding the United States back from accomplishing this feat? 

It is most definitely not the lack of women who are qualified to hold the position. In 

some senses, the US is highly overqualified. Record numbers of women currently serve in the 

House and Senate. Currently, there are nine female governors in the United States. The highs 

currently match the numbers between 2003 and 2007. These positions are important to the 

foundations and springboards to the presidential office.  

Evidence from the congressional elections shows similar victories for both the women 

and the men in this political position. Women continue to engage and encounter more 

negative encounters than their male counterparts. Women, in general, get these negative 

images from the public, political elites, and the masses regarding the competence of the 

female leaders. These women are seen as not capable to lead and engage in the same ways as 
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the men in the same positions as them. The strength of leadership and quick decision-making 

are often stereotyped as prominent masculine traits. These are also are stereotypically 

feminine traits like deliberation and compromise, where men aren’t able to tap into these 

areas as women as able to do.  

Women candidates are aware of this and often spend a significant amount of time 

trying to find solutions to fix the inadequate ways they lack. These include emphasizing their 

strength and capacity to lead or images that balance masculine and feminine traits. The 

women in these positions and offices try to convenience the rest of the world and the public 

of the viability they have. Women are also very less likely to run for the office of the 

president because of the image of sexism, limited recruitment, and underestimations of the 

qualifications they own. to convince the public of their viability.  

The number of minority students in public schools has shifted from a small number to 

now almost 50% of the children that attend school are of some ethnic decent. A good portion 

of African American students says that they don’t feel they are being properly understood and 

taught to the best of their abilities because they have a teacher who doesn’t see ideas and 

problems from their perspective. An article showed that only 17.6% of principles in public 

schools were of minority races (Battle & Gruber, 2009). When the leader of the race is of one 

race, the probability of others being of a minority class is slim to none.  This mismatch is a 

problem. In fall 2015, approximately 30%  of public students attended public schools in 

which the accumulated enrollment of minority students was at least 75% of total enrollment. 

Over half of Hispanics, Black, and Pacific Islander students attended such public schools. In 

contrast, less than half of Asian students, American Indian/Alaska Native students 38%, 

mixed-raced students account for 19%, and only 5% of white students attended such schools. 

(https://nces.ed.gov/pubs2019/2019038.pdf)  

https://nces.ed.gov/pubs2019/2019038.pdf
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Leadership that represents all cultures and all areas is vital to the success of many 

children because the world consists of so many diverse situations in the world. Minority 

principles can attest to the many diverse and racial attitudes that the students will come in 

contact with.  From this article, it is also stated that Goldsmith found that Latino and black 

students held more optimistic, more pro-school beliefs in schools with high numbers of 

minority students, especially when the school employed many minority teachers. Research 

shows that black and Latino administrators are effective role models for minority students 

(Magdaleno, 2006; Tillman, 2004). This role modeling is significant to those learners' identity 

development and future aspirations (Sanchez, Thornton, & Usinger, 2008). 

Because minority principals share experiences and cultural understandings with 

students who come from the same background, they can link students, parents, and other 

educational stakeholders, while modeling success for everyone. Although principals from any 

background can empathize with students, some minority principals' understandings about 

students' home environments may help them determine rewards or consequences more 

appropriately. Minority administrators often use methods that connect well with students in 

minority-majority schools and enable students to creatively resolve issues. 

 Positive role modeling may be coupled with a style of interacting that is comfortable 

to students from the same cultural background as a minority administrator. With the 

familiarity of the same cultural background, it creates for a more empowering and less 

controlling. Personal interactions with someone who came from the same place as the student 

and someone who can relate to the same feelings always create for personal interaction to be 

genuine. This allows students to know that someone cares for them and the success of their 

futures.   Because of this familiarity, the styles are less controlling and more empowering.  

It is understood that not just women can be principals in school buildings but Women 

make up 76 percent of teachers, 52 percent of principals, and 78 percent of central-office 
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administrators; whereas men make up a mere 46 percent of the principal positions in schools. 

Even though K-12 education is largely a female enterprise, men dominate the chief 

executive's office in the nation's nearly 14,000 districts, numbers that look especially bleak 

given that the pool of talent is deep with women. So no it’s not a simple case and point that 

women leaders are the only leader that children will run into. Based on the research and the 

numbers, they are showing that more and more women are leading the future, in more ways 

than one. Yet they account for less than a quarter of all superintendents, according to a survey 

conducted this summer by AASA, the School Superintendents Association. But that number 

represents improvement since 2000 when 13 percent were women.  

When African American little girls go to school, they want to see someone who looks 

like them teaching them how to strive and be successful. When you look at the school 

dynamics, white students excel more. Black and white students experience differences in a 

normal school day. Teachers might not be as likely to spot a black child for striving 

academically. Using national data from the Early Childhood Longitudinal Study, Sean 

Nicholson-Crotty, Ph.D., found black students were 54%  less likely than white students to be 

recommended for more gifted programs at the schools. Black students were three times more 

likely to be referred for that program if their teacher was black and not white. While teachers 

may be easier or more lenient on their black students to avoid appearing to be racist. (Weir, 

2016) 

Why you might ask? In most cases, white families have both parents in the home and 

can help the children with school once the day is competing. This is where more than half of 

minority students fail. Yes, some students do have both parents in the home, most don’t. 

 Most African American households are run by a single parent, the mother. The 

mother is then considered the head of the household and has to pay all the bills. This 

oftentimes means that the mother is working possibly two to three jobs to make ends meet. 
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When she gets home the last thing she is thinking about it helping with homework. This is not 

an easy issue to address of correct but it does happen. So when this child has someone at 

school who understands there stance and the home life, the child has a higher chance of 

success.  

Many factors contribute to the achievement gap. This long list of factors includes 

home and neighborhood environments and school factors. These factors oftentimes exclude 

teachers' performance. Notable differences in the way black students are treated by teachers 

and school administrators are one dynamic that is impossible to ignore.  (Weir, 2016) 

Part of the problem stems from the districts' lack of planning for long-term leadership, 

which makes it difficult to spot talented educators, including women, who could be groomed 

to be in charge. Educators also see subtle biases in how school boards and search firms 

recruit candidates, and negative stereotypes about women's abilities to lead large institutions 

are still pervasive. 

 

Few women in top job leads, prospective females who qualify for the position, lose 

out on certain mentors who can advise them on tips to apply for jobs, getting the proper 

experience, and navigating through difficult times on the job and in the real corporate world. 

Having a mentor of the same race and color, who has made it in the upper elite; deserves to 

be able to teach other women the same things that they have learned.   

"For women, I think you just have to always do more than 100 percent," says Los 

Angeles Unified School District Superintendent Michelle King. "You have to go over and 

beyond to demonstrate you can do it. And then folks have to see that that's happening, and 

then they'll take a chance.” (Brinson Banks for Education Week) 

While educators and scholars say more women must occupy the top leadership 

positions in the school system from teachers of all grades, more than one dozen current or 
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former women superintendents interviewed by Education Week made it very clear that they 

wanted to be hired because they were the proper fit for the job and qualified for the position. 

"I don't want to be offered a position because I am a woman; likewise, I don't want to 

lose a position because I am a woman," said Julie Mitchell, the superintendent of the 

Rowland Unified district in Southern California. "It's really about what you can contribute to 

the organization, and what you can contribute to the work that can be done, regardless of 

what your gender is. I think it would be naïve to think there are not some stereotypes that 

exist." 

 

Problem Statement 

 

The topic of interest, the lack of women of color in leadership positions shows how 

underrepresented this group of people is, whether it’s public or private. Minority groups and 

women alone are in the same arena. Women of color only account for 8% of the private 

workforce and only 1.5% of leadership. Women of color in the workforce have a double 

standard bias, being a woman AND of a different race. When women of color are in 

leadership roles express themselves or slightly elevated voices are then dubbed “the angry 

black woman”.  

If another person of another race had the same interactions, they are seen as being in 

charge. According to the Center for Women’s Policy, 21% of women feel they cannot be 

themselves in the workplace and 22%-48% downplay their ethnicity to gain more 

opportunities (Lopes, 2020). 4% of suite level positions are given to women of color. With 

such a small percentage of suite level positions, only 18% of women and 68% of white males 

will be placed in those positions regardless of age.  
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Black and Hispanic women are paid far less than white women for the same jobs. 

Black women are paid 67% less than white men are paid. They must work an additional 244 

days to meet an even ground of what white men work (Akhtar, 2019). 

A piece of information that is missing from the current research is why. Women of 

color have never wanted to be in control and holding leaderships more than ever in the 

society that is the current one. Women of color want to account for more.   

 

Research Questions 
 

 Why women of color are overlooked in corporate leadership? 

 What caused the great divide between women of different races? 

When women of color are hired for a position, what have they been hired for? 

At what rate are women of color getting higher education to gain the positions that they 

want? 

When did the issue first arise? 

Where does the problem lie within the issue of workplace demographics? 

What can women of color do to help them stand out and get the proper career placements? 

What pushes them to the back of the line for a job they are highly qualified for? 

 

Relevance and Importance of the Research 
 

This issue is pressing for many women because they have spent thousands of dollars 

on schooling. After all, women know that they need more education to achieve the same 

position that the like-minded men receive. Women of color are no different than the other 

white women that are employed in the same companies. Women of color obtain by far more 

degrees than men but are still underpaid, underrepresented, and underestimated. Some of the 

greatest leaders that the world looks up to are African-American Women. What if those 

women allowed for the small-minded individuals to deflect them from what they wanted to 

achieve? The world wouldn’t have any Oprahs, no Rosa Parks, no Michelle Obama, and none 
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of the women who lead countries all over the world. This shows the passion and tenacity that 

women, women of a color hold. They want to be noticed. They want to be accounted for. 

They want their voices to be heard. Hear them.  

There is still a widespread promotion and support among certain groups of 

Americans. These groups consist of non-STEM jobs and STEM jobs alike. STEM workers 

alike have the same issues with the work portion but blacks speak out more of their concerns. 

They believe that little attention is paid to the increase in racial diversity, workplace 

discriminations due to ethnicity, and their fears that blacks are not met with fair standards in 

decisions or opportunities for advancements (Parker, 2019). 

In this regard, blacks working in STEM projects share the same status as Asians but to 

an even lesser degree with Hispanics. They all believe that they are treated unfairly when it 

comes to different opportunities.  Most blacks in STEM positions feel the underrepresented 

numbers of black men in this field are in the lowest percentage because of the lack of being 

properly educated in these areas. They are not educated in the same fields of science, 

technology, engineering, and math occupations. They are limited quality and access to 

education, discrimination in recruitment and promotions, and a lack of representations. 

(Parker, 2019) 

The American public not only places the importance of gender diversity in the 

workplace but these issues and views advanced to racial and ethnic diversity. At least 80% of 

Americans say that some kind of racial and ethnic diversity is not important. Ethnic diversity 

is in today’s workplaces, including around half who categorize this as “extremely” or “very 

important”. 

Very few Americans view racial and ethnic diversity in today’s workplaces as “not 

too” important. 
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When asked which aspect of work was important to them, most of them,45%, said 

that giving equal rights and equality to co-workers was important. Whereas a smaller portion 

says that important reasoning for creating more racially and ethnic because it provides the 

company with a unique perspective. It also provides the workplace with more potential for 

other workers. Majorities of white, black, Hispanic, and Asian STEM employees view racial 

and ethnic diversity in the workplace as at least somewhat important, but there are wide racial 

and ethnic differences in the degree to which they consider it important.  

Blacks that are employed in this field are far more likely to speak out on the 

disadvantage that they receive in the area of racial areas are very important. Those who do 

not fall in the category of black, don’t feel that the issue is an issue. 

On this measure, STEM workers look similar to those in other kinds of jobs. Blacks 

and Hispanics in non-STEM jobs, similarly, are more likely than are whites in such jobs to 

believe that racial and ethnic diversity at work is at least very important.  

 

 

Literature review 

 

Key Concepts, Theories, and Studies  

. 

With the current uproar in the world, with racism being at an all-time high, many 

African American people are feeling much unappreciated. With this issue laying on the table, 

many people are seeking justice in and out of the board room. This has caused violent 

protests, the dismantling of property, and trying to make their voices heard. This is much like 

how African American women feel inside of corporate businesses who aren’t listening to the 

voices of the people. The corporate business world is the world. The things that go on inside 

the walls of corporate companies is reflected in the streets of the societies that people reside 
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in. This issue has been in circulation for far longer than anyone could realize. The issue isn’t 

one-side, it’s multi-sided. If the world and corporate put resources together, all areas can be 

covered and worked toward a common ground to achieve greatness for all.  

With this being an on-going issue within the workplace, many CEO and corporate 

business’ can create many ways to bring awareness to the problem. This can be done in a 

variety of different ways. The most important way that this issue can be improved on, is 

given a person who just happens to be a different shade or race, a chance. This can be helped 

by recruiting the right people the way they are. The first thing a company has to do to achieve 

this success is to create and implement a diversity policy. Approximately 75% of all fortune 

500 companies have a formal diversity policy. Chief executives need to be leading these 

conversations and speaking publicly about their company’s efforts into being more inclusive 

of races and genders. Being transparent in these issues also shows the rest of the companies 

how they can help make diversity more apparent. (Donnelly, 2017) 

 The article written by Maura Cheeks in the Harvard Business Review stated that: 

 

“They want power and influence. It might seem obvious, but the women in my sample 

had high ambitions to hold executive leadership roles with high status, power, and influence. 

This aspiration served as a motivator for them in making trade-offs to progress into top 

leadership, which could include anything from making a lateral move to changing companies 

to working long hours.” (Cheeks, 2018) 

 

From the article, it is stated that women in this company wanted to seize control of the 

leadership roles because these women wanted to make change, effective change. The women 

employed in this company wanted to achieve business strategy and to advance the goals and 
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values of the company. The main point of power that these women wanted was to be able to 

bring out the most productive an inclusive culture space.  

“They confidently seize opportunities. Transitioning from the first-line leader to 

midlevel leader required women to believe in their ability to perform across a variety of 

situations, identify and seize opportunities, and promote their capabilities and interests. 

Acknowledging their desire for advancement and seeing themselves as leaders allowed them 

to step outside their comfort zones to raise their hands for assignments, acquire skills, and 

take roles beyond their area of expertise. This allowed them to explore unfamiliar functions 

and business units to gain experiences that were new, difficult, and uncomfortable.” (Cheeks, 

2018) 

Women of color pursue management challenges even when not placed on that level of 

the job. Most women can handle challenges that they are faced with because of the everyday 

experiences that are encountered. When women are seeking employment at a higher level, 

they are equipped with the leadership skills they obtained from the school, the same classes 

they attended with other white males. Women are faced with complex assignments because 

others don’t want to deal with or handle them. Men in the upper management positions hand 

them down because of the details and tightness of the work. 

Women experienced organizational change and served as important tools for women 

of color to elevate their skills. 

The issue here isn’t that women aren’t represented in the big companies or 

corporations, because as time reflects itself, women have made amazing strides in being the 

boss in the workforce. The issue is that women of color are being given these same 

advancements and not given the opportunities for success. Comparing what women of color 

are paid to what white, non-Hispanic men make shows the huge economic impact of the 

double standard of sexism and racism. Women’s earnings differ considerably by race and 
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ethnicity. With the largest racial and ethnic groups in the United States, Asian/Pacific Islander 

women have the highest median annual earnings at $46,000, This is then followed by white 

women who make  $40,000. Native American and Hispanic women have the lowest earnings 

at $31,000. Employers make it harder for women of color in the work sector at every stage.   

During the hiring process, employers use past salary wages to create a new wage for these 

women. This in return is creating a cycle where women of color are locked into lower wages. 

Once in the workplace, these women are directly mistreated. A survey conducted showed that 

nearly two-thirds of Black and Latina women reported experiencing racial discrimination at 

work. The path to higher-level management jobs is still rockier for women of color. This 

shows the reflection in part of having fewer networking and mentorship opportunities with 

members of their same race and gender. Women of color feel less valued because they don’t 

have a mentor or someone to look to who looks like them. Although most black and Latina 

women are the decision-makers and leaders in their homes, they have still one spot in a 

fortune 500 company.  (Warren, 2019) 
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Key Debates and Controversies 

There are 15 female leaders currently in a government office all around the world as 

of 2019.  Eight of these countries currently have a female in the utmost leadership position. 

These are the first time when women are having their first experience as a leader. The 

number of female leaders has most definitely doubled in the past ten years but women will 

still hold the bottom portion of the pole when it comes to politics. These women considered, 

exist in the lower 10% in the UN. 

The list of women currently in the office includes nine heads of state and eight heads 

of government. Some of the leaders serve as both the president and the leaders. Some leaders 

are both, shockingly enough the President of the Swiss Confederation Doris Leuthard has not 

gained either by herself. 

Switzerland and now 3/5ths of the world have a female leader in control. Most of 

these leaders govern spaces in Europe. The United Kingdom elected to vote to exit from 

European Union in June. Theresa May became the seventh woman to rule a European 

country, she replaced David Cameron. The President of Taiwan is not included in the list 

because of the historical ambiguity about Taiwan’s territorial sovereignty. The President of 

South Korea is going through the process of being impeached and has lost all presidential 

rights.   

When India got there first and only Prime Minister, Indira Gandhi, in 1966, the only 

other modern country had previously had the first prime minister as well. That country was 

Mongolia.  The number of countries that had some experience under female leadership had 

reached 20. Currently, in the world, there are 70 countries have had some sort of female 

leadership including six of the 10 most popular countries in the world. 
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Bangladesh, the 8th largest population, has had the longest stretch of female leaders in 

the past 50 years. According to WEF data, Bangladesh’s current Prime Minister Sheikh 

Hasina and her rival Khaleda Zia have jointly ruled over the country for the past 23 years. 

India has the second-highest population, has to lead the most years of having a female 

leadership for 21 years. Iceland is right behind them with a female leader of 21. The 

Philippines and Sri Lanka have had 16 years of a female leader. Nordic counties, including 

Switzerland, had never had a female head of government. Nordic countries stand out for the 

longest length of time that a woman has to lead a country. In 2017, Iceland had elected its 

20th female leader of the last 50 that they have had. Iceland is the 4th most country in the 

world. Norway and Finland are close behind with 12 and 13 years of a female being a leader. 

The U.S. and its neighbors have had little or no time under female leadership. The U.S. and 

Mexico have never had a woman in a leadership role that governs a whole country. Canada’s 

first and only female prime minister served for only four months.  

On Sept. 15 Helle Thorning-Schmidt led her political alliance to victory in Denmark, 

paving the way for her to become the country's first female Prime Minister. In honor of 

female politicians kicking through glass ceilings here is the world’s current list of 13 leaders 

throughout the countries.  

• Helle Thorning-Schmidt, Prime Minister of Denmark 

• Yingluck Shinawatra, Prime Minister of Thailand 

• Angela Merkel, Chancellor of Germany 

• Cristina Fernández de Kirchner, President of Argentina 

• Dilma Rousseff, President of Brazil 

• Julia Gillard, Prime Minister of Australia 

• Ellen Johnson Sirleaf, President of Liberia 

• Sheik Hasina Wajed, Prime Minister of Bangladesh 

• Johanna Sigurdardottir, Prime Minister of Iceland 

• Laura Chinchilla, President of Costa Rica 

http://content.time.com/time/specials/packages/article/0,28804,2005455_2005458_2093513,00.html
http://content.time.com/time/specials/packages/article/0,28804,2005455_2005458_2086925,00.html
http://content.time.com/time/specials/packages/article/0,28804,2005455_2005458_2005461,00.html
http://content.time.com/time/specials/packages/article/0,28804,2005455_2005458_2005479,00.html
http://content.time.com/time/specials/packages/article/0,28804,2005455_2005458_2028798,00.html
http://content.time.com/time/specials/packages/article/0,28804,2005455_2005458_2005463,00.html
http://content.time.com/time/specials/packages/article/0,28804,2005455_2005458_2005482,00.html
http://content.time.com/time/specials/packages/article/0,28804,2005455_2005458_2005459,00.html
http://content.time.com/time/specials/packages/article/0,28804,2005455_2005458_2005460,00.html
http://content.time.com/time/specials/packages/article/0,28804,2005455_2005458_2005480,00.html
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• Tarja Halonen, President of Finland 

• Dalia Grybauskaite, President of Lithuania 

• Kamla Persad-Bissessar, Prime Minister of Trinidad and Tobago 

 

 

During the research process, a big controversial topic was uncovered; this topic is the 

CROWN ACT. The CROWN ACT is Creating a Respectful and Open Workplace for Natural 

Hair (CROWN) Act, on July 3, 2019. This Act was placed in California on January 1st, 2020. 

The reason for the CROWN Act is to give an advanced definition of race and ethnicity that 

are cultivated with the term that includes, but not taken away from, hair texture and 

hairstyles. The CROWN Act further extends protective hairstyles to include afros, braids, 

locks and so many more.  

Before CROWN Act, the federal courts assigned afros as professional and an 

acceptable trait in the anti-discriminative laws but didn’t consider all other black hairstyles to 

be acceptable.  California is the first state to accept and allow hair textures and all hair types 

to be included in the act. This act is backed and supported by Dove. Dove stands behind 

creating the space where all people can wear their hair how they want and not be 

discriminative against. New York and New Jersey have requested that they have the same 

policy and act presented in combination with CROWN Act (Perancullo, 2020). 

The Equal Payback Project fund was created to make minority women more money. 

This allowed for Black women to make 63 cents; Latina women earned 54 cents; Native 

American women made 57 cents for every dollar that white, non-Hispanic men made. The 

pay wage between white women and women of color serves an extreme gap between the two. 

This he fastest wage gap that has grown between any two races. The Economic Policy 

Institute acknowledges that the wage gap is a thing. Putting the wage aspect to the side, this 

affects the hiring rate, those who are heard, those who get promoted, those that are supported, 

http://content.time.com/time/specials/packages/article/0,28804,2005455_2005458_2005478,00.html
http://content.time.com/time/specials/packages/article/0,28804,2005455_2005458_2005462,00.html
http://content.time.com/time/specials/packages/article/0,28804,2005455_2005458_2011602,00.html
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and all the areas in between. In this aspect, all the small things do indeed add up and create 

one big inequity (Flaherty, 2019).   

At the end of the day, being an advocate and speaking on the workplace equity issues 

required for an individual to be compassionate, curious, and have continual intersection into 

the issues presented in the workplace. This creates an invitation to hear and learn more about 

others’ experiences and create a positive situation that everyone can learn from. At times this 

will cause even some pretty uncomfortable circumstances. Furthermore, it should be an 

ongoing conversation that is being had in the workplace that is identifying the man issues. 

This will also allow for all personalities to vibe together and learn to coexist together.  

This will also help to advocate all the women’s rights, LGBTQ+, race, disabled 

persons, immigration, and all the other issues that women go engage in. Implementing this 

can solve problems. This doesn’t replace one person or one issue over another one.   

Maine, Iowa, and South Dakota elected their first female governors. They elected 

Janet Mills from Maine, Kim Reynolds in Iowa, and Kristi Noem from South Dakota. 

The United States elected its first Democratic Latina governor, Michelle Lujan Grisham.  

The first black woman in the United States to be a majority party’s nominee for governor was 

Stacey Abrams. Sharice Davids and Deb Haaland became the first Native American women 

elected to Congress. Ilhan Omar and Rashida Tlaib became the first Muslim women elected 

to Congress. Omar is not only one of the first Muslim women elected into congress but also 

the first in the Somali American Congress. Tlaib is the first Palestinian American woman in 

Congress. 

Ayanna Pressley (D), the first black woman elected to Congress in Massachusetts. 

Jahana Hayes (D) became the first Democratic Black woman to be elected to 

Congress from Connecticut. 
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85% of Lauren Underwood district is white. She became the first black 

congresswoman to win the major party nomination and election. Veronica Escobar and Sylvia 

Garcia were the first Latinas elected to Congress from Texas. 

Studies surrounding diversity in the workplace show that for every 1% increase in 

gender diversity, revenue increases by 3%. Companies that have a higher ethnic diversity 

increase revenue by a whopping 15%. 

Glassdoor reported that 67% of active and passive job seekers say that when 

evaluating companies and job offers, it is important to them that the company has a diverse 

workforce. Based on those findings, it shows that adding a little color, aide from green, to a 

company can benefit the overall effectiveness that people of color can bring into a workspace. 
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Action Project: Call to Action 

 

Action Project design 

 

Introducing and creating a diverse leadership arena can help companies more than 

they realize.  Companies that have more ethnic diverse teams were 33% more likely to 

outperform there competitors and with profit. The companies that had greater diverse groups 

near the executive level were 21% more likely to outperform industries worldwide. A more-

diverse team will render a higher financial return compared to their other teams. One of the 

major issues is that companies fail to promote women of color in these senior and higher up 

roles. Their managers don’t advocate for them or tell them that they are doing the right thing. 

Black women are more likely to aspire in holding these powerful, leadership roles than white 

women. Even with that stated, advancement into the leadership roles has remained stagnant 

even as the professional and managerial roles have risen. Women of color need an advocate 

and someone to believe in them the way they believe in themselves. 

To increase diversity at senior executive levels, more must be known about one group 

in particular: women of color in midlevel leadership. Women of color successfully developed 

and progressed beyond individual contributor to management (Gaudiano, 2019). 

Ten Steps to Diversity 

Step 1: Increase Conversations about Race 

Conversations about race will never be an easy subject. People coming from all over the 

world have different views on the concept of race. When working within large groups of 

people, the group will come across someone different than them. Rather it is male or female; 
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white or black; Christian or catholic; Variations of people will go on forever. Increasing 

conversations about race will allow everyone to freely, but respectfully talk about it is a free, 

safe space. The topic of race is taboo for most corporate companies so many adapt the same 

nothing, remain silent in hopes that the problem will correct itself. This is where many of the 

issues with discrimination in the workplace starts. It starts at the top. Having the upper 

management be the ones to start the conversations and implement the policy that they have 

set forth, will make everyone else accountable. Open the conversation so that race isn’t an 

issue but a crafty way to broaden horizons. Including people from other demographics puts a 

spin on the normal way the company operates. Start the conversations now,   

Step 2: Assist with difficult conversations about race. 

Speaking on race can be quite complicated. African-American leaders shouldn’t be the only 

ones discussing race. Individuals of all backgrounds should comply with this as well. 

Opening up the topic and helping white colleagues discuss racial issues will help the 

company to not walk on eggshells when they are all around the board room table. The race 

includes gender as well. Allow women to come in and conduct these meetings. Allow the 

minority women to be seen and heard. Allowing the white CEO’s and corporate 500 

companies to see what a minority woman can bring to the table. Open conversations only can 

begin when someone is ready to be open with the way they think of the issues. White 

colleagues have to stop pretending that racial issues don’t exist. They have to stand up and 

make the change, or the change will make them.   

Step 3: Start with corporate culture. 

Many companies have included diversity plans and policy but aren’t addressing the issues 

that are going within the company. Creating a diversity plan that outlines what will be done if 

a standard or expectation is broken should be held up for everyone. The diversity plan intends 

to have higher retention and recruiting more minorities but these incentives fall short when it 
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is time to deliver the final product. They tend to try to control the “blackness” and create 

ways for the black colleagues to just follow the status quo. What needs to be done is, using 

the diversity plan is eliminating the racial injustices. Creating a survey within the company to 

address the issues that are being seen, will allow for everyone to be included and can be 

discussed further. This will allow everyone to include race, gender, ethnicity, and any more 

information that a participant wants to include as far as who they are. This will show the 

company who is under the most and addressing how change should be brought about.   

Step 4: Continue to confront racial bias in hiring. 

Train managers on how to hire and root for others outside their race. People investing in 

black professionals are retaining these professionals who can potentially be the face of the 

company. The message needs to be reinforcing that color is not the key to advancement; the 

work ethic and desire to aspire for more. The hiring managers and recruiters need to be taught 

and equipped on how to pinpoint a professional who can excel greatly in the company.   

Step 5: Support one another.  

The workplace is where most people spend most of their days. When going into work, a 

person should feel like they can bring their whole self into the place. When a colleague 

doesn’t feel as such, it can deviate from the work they are assigned to do. Creating an 

opportunity and an environment that allows for minority employees to come in and do the 

work they know they can do. This will boost encouragement and help the employee 

contribute more to the company. Create a support network for everyone. Everyone needs 

someone to lean on. Creating this network and this space will make people feel like they 

belong. That sense of belongingness is important within a workspace. When work 

professionals create meaningful relationships with managers and bosses, this makes the 

professional more committed to his work. This also creates for a satisfied employee who 

wants to stay. This creates the domino effect of retaining quality employees.   
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Step 6: Be mindful of others' perspectives and feelings.  

“When black employees bring their full identities to work, they bring a set of stories and 

experiences that can be both painful and powerful, yet it can be hard for them to let their 

guard down and connect,” Mayo says. “So, creating the psychologically safe environment to 

have these conversations is important, with managers learning how to provide the proper 

support during these discussions.” (Gerderman, 2019) 

Step 7: Allow knowledge to be an ever-flowing outlet. 

Never stop learning. At the workplace, create ways that will help employees to have 

opportunities to further the education they want to gain. Learn more about each other every 

day. Create a space that will allow everyone to feel that they can learn from someone else. 

Women bring an interesting skill set to the workplace. Most women have this keen sense to 

organize and have this tenacity to get things done. Many employees can learn how to be more 

efficient in the work they are doing and many women would be willing to teach other 

colleagues. Learning in the workplace is not only learning about the work that one does but 

also learning how to create a space that is great for the whole company. Learning is a source 

of knowledge that one gains on the everyday functioning that they do. Allow everyone to 

fellowship together and create outings that allow for the space to be created for the 

betterment of the people.  

Step 8: Make all encounters personal.  

All conversations, run-ins, quick stop byes, are all important. Based upon the interaction and 

the questions asked within the moment of the conversations, someone can feel like they 

matter. This helps create a bond between people who might not have thought it was possible. 

Make all interactions with colleagues count. All conversations in the workplace don’t have to 

be work-related, but professional. Allowing a co-worker talk and you actively listen, could 

make a day. That person might not have much interaction at home so the few conversations 
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they make a work could give them a new lease on life. Don’t always make it about yourself, 

but look out for others, see what they require.  
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Step 9: Build deeper connections with all people 

Seek first to listen, and then seek to be understood. No matter what a person goes through, 

someone else goes through the same thing. This is the way that connections be broadened and 

made stronger. The average person spends at least 8 hours a day at work. They spend more 

time at work than at home with their families. This is why workplace relationships are so 

important. Allow for the environment to always be safe and comfortable. Create a haven for 

employees to walk into the office with a problem and not feel scared to approach upper 

management with this problem. Create an open-door policy so that everyone knows it ok to 

come and talk. Communication is key in all aspects of life.  

Step 10: Create positive emotions.  

Create a space that all people can express emotions and not be put down because of how they 

feel. Everyone comes from a different background and experience different things. No one 

person is the same as the other so conduction emotions the same is not realistic. Positive 

interactions produce positive people. When the workplace is positive, more work will be 

completed and fewer people will have the chance to complain about a problem. Positivity 

breeds positivity.   

 

Women can make a Change  

Women will make a change in the board room, on and off the clock. With the 

implantation of a diversity awareness policy, this will help companies to have something to 

set the standards and expectations from. This gives women of color to be included in the 

majority and seen as another member of the team. Creating a diversity plan will help put 

people in front of what they say and make them follow up on the proper protocols. This can 

help put issues into perspective to create a safe space. Accountability is key in this day and 

age, once actions are accounted for issues can be fixed head-on.  
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Addressing women’s leadership challenges is needed and competencies are needed. 

When hiring a woman for a leadership role, make sure they have the proper experiences and 

resources to help them advance not only in the company but in the outside world. This could 

consist of on the job training as well as coaching, mentor, workshops, and programs to help 

them advance. The first step is to make sure that the company and individuals are abundantly 

clear on the perspectives, skills, and capabilities that are needed to be effective in various 

leadership roles and positions.      

A CCL survey recently conducted of 337 HR leaders and line managers: The top 4 

leadership challenges for women are establishing credibility, managing up and across the 

organization, negotiating adeptly, and influencing others. Two other most important 

competencies to start developing are managing organizational complexity and strategic 

thinking and acting. 

Allow for different women to have the option to pick and choose when they made the 

options within the company. Allow leverage in the circumstance. Women have to be 

intentional in the intentions and the careers in which they pick and decide to go into. The 

option and ability to choose is oftentimes overlooked by women. Encourage women as future 

leaders to exert greater influence over choices that they will make and will have to make. 

Allow the women to take greater ownership of the career choices that they intend to make. 

Take the lead in shaping conversations about their career. Allow them to create a personal 

leadership development strategy. 

Rethink systems and challenge assumptions. Look for ways that unconscious bias in 

the organization affects opportunities and motivation for women. 

For a diversity and inclusion efforts to be truly impactful, it needs to be better 

understood and apply the many concepts of the interconnected ways that the company can 



Women in Leadership  39 

help the gender bias effects. The company conversations need to include ways to show they 

are dedicated to creating better, functioning organizations.  

Scheduling and creating opportunities that provide women workers with networking, 

mentoring, social norms, and talent management processes are pivotal areas for rethinking the 

areas for improvement.  

Managers should always ask and never assume that they know something. Always 

ask. Organizations should create a culture to make it easier to have those conversations. 

Consider a woman only lead leadership team. The creation of this will create a 

development program where women are leading and leaning on one another for tips, tools, 

and techniques to help create a network that is productive for learning. This will not promote 

an everyday functioning, of a normal day and this is a good thing. This throws a wrench in 

the overall day to day way of operation. This can allow novel counterparts a chance to have 

input and shed light on a whole new way of thinking.  

Create the right and beneficial networks. The right relationships can create the right 

career position and the right group to provide support to. This gives insight into the 

information, the proper way to earn promotions, and getting the opportunities to grow. 

Effective leaders create effective solutions.  

Many women resist the process of networking. They believe it is not a natural part of 

whom they are. But the networks that come easily are not ones that will be useful. 

Any person in a position to be a manager, a coach, and a mentor should help a woman 

gain a clear, concise understanding of what the company looks for and create the networking 

of the proper ways to excel. They should be provided with the proper relationships and 

connections that can build long term and short term goals 
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The End Goal 

Change does not happen overnight as this is noted in history. With women becoming 

more and more motivated to be breadwinner, women are coming from the shadows to the 

limelight. Allowing women to control a portion of a set area of a company proves that upper 

management does value the presence. The United States may never see a female president, 

but they are making the way into the White House. They are paving ways for those watching 

them. Following the steps and guidelines that are provided will help women in a professional 

setting be more seen and have a bigger voice.  

This is created to allow women to have the same rights as white men in the 

workplace. Women hold more degrees than most men but see less of the results. If more 

management and companies paid attention to what a woman can bring, businesses and 

companies could be in a far better state. As shown, the female leaders in other portions of the 

country tackled the Covid-19 pandemic with tactics that we smart and strategic moves. 

Women think things through while doing. Allow the world to remove the mask, and see that 

women can rule the world and do it effortlessly.     

 

Implementation Schedule, Resources required, Stakeholders, Considered  

 

Additional Tips 

They can begin by allowing women to take the initiative. Being the only women and 

women of color, on a team can be mighty taxing and tiring. This causes rifts and issues before 

the project gets started because the women are then faced with going with the flow or take a 

step out of the boat and leading the team in a different direction. This can help women of 

color be seen as a force if the idea is sufficient. Be an advocate for your work. Make sure the 

upper management is along for your ride and explain why this plan with help the company 
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overall. Allow upper management to advocate as well (Washington and Laura Morgan 

Roberts, 2019). 

Give credit where credit is due. Women of color oftentimes feel invisible and 

unvalued in the workspace. The things that they bring forth are inaccurate and they are less 

likely to be remembered up against white peers. Managers should make people more aware 

of this bias. They should openly make sure all parties are open and called out on instances 

that they are involved in. The managers need to make sure that they are showing 

responsiveness to good and quality work. The managers also need to make written notice of 

the work that these women are doing so that it can be noted and reviewed upon time for 

promotions and raises (Washington and Laura Morgan Roberts, 2019). 

Provide honest feedback. When there is an element of difference such as race and 

gender, it can be extremely difficult to give hard feedback. The women of color want this 

type of feedback. With them receiving the same level of criticism, makes these women feel 

that they are truly apart of the team and given a free pass. Bosses shouldn’t feel that the 

employee is fearful of what they might say. The boss should never feel a level of push back 

when it comes to advancement. They should that they truly care and want the best for the 

employee. Management shouldn’t be afraid to call out the areas for improvement. If the 

respect was given on the first day of the job, then this would not be in issue come time for the 

discussion of reviews. A boss should be open, honest, and transparent (Washington and Laura 

Morgan Roberts, 2019). 

Assess potential, not just competencies. Few executives have all the competencies 

desired for leadership roles. In these instances, hiring managers isn’t always about what they 

have done but also what they can do or have the potential to do for the company. This puts 

women of color at a complete disadvantage. Most women of color don’t come into a certain 

position with the same backgrounds of opportunities that the white counterparts have had. 



Women in Leadership  42 

This being said, companies need to widen the candidate pool and seeking further into what 

they could have on hand. Egon Zehnder created a tool that assists companies and businesses 

with an objective system way to critique curiosity, insight, engagement, and determination. 

Those four qualities are what to be believed as the factor to future competence in leadership 

roles. These are areas that a lot of women of color go into interviews with.  

Always check for bias. A small portion of companies, 42% to be exact check for bias 

in the reviews conducted concerning gender and race. Of the 42%, only 18% of that is 

tracked on the bias of gender and race for said promotions. Why? Tracking the performance 

of women of color at the rate of which they are hired and or promoted in comparison to their 

peers is the only way that the company can measure the progress. If a person in upper 

management is failing behind a woman of Asian descent is excelling far greater than 

management, this will be looked into. Without the data, however, certain cases might fall 

short of the standard and fall through the cracks of upper management not properly doing 

their job (Washington and Laura Morgan Roberts, 2019). 

Never be afraid to ask why. Exit interviews access the ways that people feel about the 

business they are leaving. This allows the individual to be open and honest about what they 

have experienced. This gives records and data to what is is going on. Word of mouth can kill 

a company faster than anything else. These conversations can open up so many areas for 

companies to fix the inclusiveness and diversity. Exit interviews are not mandatory but 

should be to fix issues like these. Women of Color experience the rarest cases and this will 

allow for voices to be heard and accounted for. All Voices are designed to help employees 

anonymously report harassment and bias and offer resources and action plans (Washington 

and Laura Morgan Roberts, 2019).  
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Practical Considerations 

Diverse Companies 

Many companies have taken a stand on the current issue we are facing in the world 

currently. During the research that was conducted, many companies know what it is like to 

create a policy and plan to show employees, of all sector, that they matter,  

Accenture believes that staying accountable for hiring a diverse group of people to 

create an increase in diversity within the company. The company releases the demographic 

findings for the diversity they have.  Accenture is the first big consulting firm that creates a 

diverse workplace because the company feels that everyone deserves the chance. Accenture 

has a program where people refer to women of ethnic descent or has a disability to the 

company and they will hire them. The last portion of this company openly has conversations 

about and in regards to diversity. They not only have these talks in the board room but also in 

the communities where the offices are located. It all starts with a conversation.  

 

Ken Bouyer, Director of Inclusiveness Recruiting for EY Americas, was asked how 

potential employees can know that a company truly values diversity and is trying to make it 

better in corporate America. Ken Bouyer states 

“The best thing they can do is ask for examples of how that company supports 

diversity and inclusion,” he said. “If you asked me, I’d tell you that 25 years ago 10 percent 

of our hires were minorities. Now it’s 30 percent. Some people wake up thinking about how 

we’re going to impact diversity for EY” (Greenfield, 2018). 

L’Oreal has created “Think Tanks” for employees to have a safe space to create 

thoughts and discuss issues in regards to diversity. The company is known for its diverse 
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team members with different backgrounds and a vast cultural environment. The strong 

commitment to diversity and inclusion, this has landed L’Oreal on the Thomas Reuters 

Diversity and Inclusion index at the 20th spot. This company has also received a perfect score 

through the Human Rights Campaign’s Corporate Equality rankings. 

A Deutsche Bank employee states, “As a minority woman, it was very important to 

me to pick a firm that realizes the importance of diversity in the workplace and empowers 

employees of all backgrounds,” says Monica Bhakhri, a former Deutsche Bank intern 

(Greenfield, 2018). 

 Monica was accepted into the Achieve internship program with this bank. It created 

an area for juniors with a diverse background and wanted exposure to the industry. 

Northern Trust was named by Black Enterprise Magazine, Diversity Edge Magazine, 

Diversity MBA Magazine, and The Corporate Equality Index has named a top employer. 

Northern Trust has also taken a top spot on Forbes 2018 Americas Best Employee for 

Diversity. Diversity is very important to this company. The way that they further show the 

value and appreciation for the employees, they award those who show skill sets of allowing 

diversity and being a part of it. They also conduct diversity training quite frequently.     

Johnson&Johnson has pumped a lot of resources into ensuring that all employees help 

to create an inclusive and respectful environment. The organization’s Global Diversity and 

Inclusion vision are “to maximize the global power of diversity and inclusion to drive 

superior business results and sustainable competitive advantage.” They are making this plan 

action by creating resource groups that include mentoring groups and Diversity University, 

which is a dynamic web link that is showing employees how to work well with others in a 

collective workspace. They have also been named as one of the only two companies to 

achieve the title of being on the best place for others to work for the 28 years. MasterCard 
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MasterCard believes that “diversity is what drives better insights, better decisions, and 

better products. It is the backbone of innovation”. A unique program that they have created to 

reduce an area in the generational barrier is helping older staff members in the company on 

how to be active on social media and have a greater understanding of how to participate with 

the growing ethnic population.  

They say that Disney World is the happiest place on earth, and it’s one of the best 

ethnically sound places to work. Most employees come from all different areas of the world. 

Along with setting up the Global Workplace and Women’s Initiative (GWWI) program, this 

focuses on expanding opportunities for women, the organization also successfully achieved 

more promotions for the rest of the companies that made it onto the Diversity Inc Top 50 list. 

For Coca Cola diversity isn’t just a fad, it’s a way that they live daily. “As more than 

just policies and practices, it is an integral part of who we are as a company, how we operate, 

and how we see our future.” 

 They have created Diversity Education include Diversity Training, a Diversity 

Speaker Series, and a Diversity Library. A new parental benefits policy was added to the 

benefits package for the employees, where all new mothers and fathers will be given 6 weeks 

if paid laid. This was inducted in by a group from the “Coca Cola Millennial Voice’ group. 

They spoke on how retention of employees when having children affects the mental health of 

new parents.   

Marriott International was named ‘World’s Best Multinational Workplaces by Great 

Place to Work’, the world’s largest annual study of workplace excellence. Marriott 

International extends commitment to creating an inclusive experience for guests and also 

employees all over the world. Marriott is one of the largest hotel chains that cover almost all 

sectors of the world national. Women-owned businesses make up almost 10% of the supply 

chain that Marriott has and they intend to have more than 1,500 hotels owned and operated 
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by women by the closing of 2020. LGBTQ inclusion is also a top priority for the Marriott. 

Marriott has received several awards and accolades that promote the plan they are always 

striving to make better not only for employees but also for the guest that they serve.  

Anything that is involving race, gender, and religion will always have the possibility 

of running into an obstacle. These three areas will always render a non-appealing outcome. 

Putting the right people on the front line will create a strong force that will explain how 

important making awareness of the underrepresentation of women of color within the world.    

The importance of having those who are a part of the minority will help others to see that the 

company either lacks in cultural diversity, this will help narrow the gap.     

 

 

Conclusion: Implications and contributions to knowledge 

 With these tips and ways to help increase the number of women of color for holding 

the upper leadership position, this will expand the number of women that are seen. While the 

commitment to diversity and inclusion initiatives are on the to-do list of many companies, 

taking time to put them into practice, making the people accountable for actions, and 

providing beneficial practices into place is something that will always need consistent work. 

Most companies will create a diversity plan because it’s a smart business move.  

These companies and corporations understand that the issues at hand do affect the 

revenue that they are bringing in, so many do it for the sake of business, which is smart. This 

will also allow consumers to see where they are truly appreciated. The advancement that has 

been made it wonderful but there needs to be more. It’s easy to make small and minor 

changed like putting a policy into a handbook and having new employees sign off on it, but 

what did they learn? What did they do? Making each person accountable for actions and 

putting the policy into action. Most companies create something and then walk away.  These 
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advanced that the companies make with these women who are excelling greatly, will help 

everyone included.  

With the state of the world in regards to race and diversity right now, the corporate 

world is trying to make sense of the issue that people, not only women, deserve to be treated 

correctly and respectfully. All companies aren’t trying to make these advances to achieve. 

Diversity and it makes most people wonder why. Women of color are projected to be the 

majority by 2060. How can you help to make this dream a reality? Allowing diversity into the 

workplace not only allows for cultural bondages to be released but this also gives others the 

chance to see how someone else can help fix an issue that the company has never faced. 

When companies bring in people from other backgrounds, they introduce themselves to 

things they’ve never before seen. As the world grows, more and more people are becoming 

more “ethnically diverse” because of interracial courtships. What happens when the world is 

consumed with more racially diverse people and not one race is any longer on top? This will 

be the case before too long (Greenfield, 2018). 

 With the help of many millennials trying to help the Black Lives Matter Movement, 

many more women of color are getting the chance to make a change and make a name for 

them. Every black, brown, tan, and yellow complexed little girl is getting another path paved. 

Every little girl who wants to join the STEAM team will be able to and not be seen as less 

because of the ways that many of these women have made for them. With companies making 

a stride or at least attempting to make workplaces more inclusive and diverse, women will not 

have to work ten times as hard as their white counterparts. Women of color will always have 

a harder time within corporate Americans being heard and making decisions based upon 

company matters. When a woman is placed in a corporate position, it makes them feel as they 

have made it. Continue to pave the way for every little girl who wants to be something in the 

world. (Parker, 2019)  
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Practical Implications 
 

With this action, it will provide companies with a foundation to create a better 

workspace for women of color and allow them the same opportunities that all other 

employees have. It won’t be easy because change is hard. People favor comfortability over 

recreating the wheel for success. Creating this plan will allow managers and upper 

management to feel comfortable enough to have a conversation regarding race and ethnicity. 

Having this awareness plan will have a documented plan that will help to make everyone 

accountable for the actions they create while in the workplace. Creating a diversity plan will 

inform employees but will also create a concrete basis that will allow for other issues to have 

a place to build up from. With this plan, women of color will be able to have a safe, 

productive work environment to allow them to grow into the position that they are working 

towards. This plan will help to create overall change the course of the way that they are 

conducted in the leadership positions.   

Theoretical Implications 
 

COVID-19 Impacts 

Not enough attention is being paid attention to the consequences that COVID-19 has 

made for women of color and the jobs that they are doing. Not enough time is being paid 

attention to and how much it is hurting families of these women. COVID-19’s impact on this 

group is critical to overcoming the current crisis. While all other demographics are being 

calculated, the numbers of women of color are going up and no one is paying attention to 

that.  

Women of color often stand at the intersection of multiple barriers, experiencing the 

combined effects of racial, gender, ethnic, and other forms of bias while navigating systems 

and institutional structures in which they are still in the largest economic struggle. Now, the 
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aggressive spread of COVID-19 is creating new obstacles with far more problems and issues 

that make it harder for women to survive, thrive, and participate in an economy that works for 

all. The everlasting issues that are fueled by racism, sexism, ethnic stereotypes, and other 

forms of such, have created an even harder landscape that makes it difficult for many people 

of color to secure jobs and hold them. They face the issues that put them at a disadvantage of 

the opportunity for advancement; access quality health care. The deep-rooted cultural 

attitudes and stereotypes about women of color have too often devalued their work and 

deprioritized their needs, leaving them without helpful supports. These two issues play an 

even bigger role in shaping the experiences of women of color and the impacts of the 

COVID-19 crisis. 

In 2018, an estimated 70 percent of mothers in families in the lowest economic tax 

bracket were the sole breadwinners for their families. That number is compared to the 31 

percent of mothers in families that have a larger income. For many women of color, this 

pandemic has greatly affected the main source of income for the women of color. The 

analysis of occupational data in regards to race and gender shows that women of colorwork in 

compromising jobs like maids, housekeeping, nursing assistants, personal care aides, and 

some health care aides. Women consume if not all those job positions, the number is pointing 

to all-consuming. Women of color make up approximately 60.3 percent of maids and 

housekeepers, 50.3 percent of nursing assistants, and 45.7 percent of personal care aides are 

women of color (Frye, 2020)  

Most women of color, mainly African-American, suffer greatly with the stress of all 

those elements. This has caused for many women who are sole providers for their homes to 

have to take on more than one job to make sure they are making ends meet. These women are 

putting their life on the line without the benefits that could be getting at another place of 

business. 
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Angela Merkel who leads Germany had a far lower death rate than Britain, France, 

Italy, or Spain. Prime minister Sanna Marin who governs Finland governs with a coalition of 

four female-led parties, has had fewer than 10 percent as many deaths as nearby Sweden.  

The president of Taiwan, Tsai Ing-wen has proceeded to have one of the most successful 

efforts in the world containing the virus. Taiwan has used an increase in testing, contact 

tracing, and isolation measures to control infections without a full national lockdown. 

Having a female leader is one true sign that people of diverse backgrounds and 

diverse perspectives give light to combat and deal with crises. Germany’s government 

considered a variety of different information on the information regarding the sources in the 

COVID policy. They took information from the way that South Korea succeeded in testing 

isolation. As a result, the country achieved a death rate that is dramatically lower than those 

of any other Western European Countries.  

Looking at the governments of Sweden and Britain, who are both led by males, 

appear to have just focused on the epidemiological modeling by their advisors from outside 

experts who gave them less than perfect information. Both of these countries have a high 

COVID death rate. However, a signal or a sign is not evidence or proof or one thing working 

correctly or being the answer to the problem. This may be true and provide answers to the 

fact that any gender affected has been muffled by the all empowering political power. It was 

found that the Republicans governors in the United States both male and female took longer 

to put stay at home order in effect. 

This is not saying that all women leaders during this unknown portion of life have 

done everything by the books or done everything the correct way. What this does show is that 

women leaders look at more than one way to solve a problem. The current pandemic not only 

effects these leaders, but it also affects the people that they govern. The governing people are 

the most important thing for these leaders because they are the ones who put them in that 
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position. Women leaders think about the many different sources and resources they have to 

create a better solution that will have a lasting effect on the people. When you think of others, 

you can often promote real intentions and show the people that it more than a job; it’s their 

way of promoting wellness.  

When a woman is in a leadership role, they understand it more than a man. Most 

women can handle a role like governance for others because a woman provides nurturing and 

thoughtful ways for everyone. Women will rule the world, just wait for it. Behind every 

successful woman is a tribe of other successful women who had her back. 
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