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Abstract: This study explores the historical and contemporary complexities of work-life balance for Black women in
leadership roles through a lens informed by race, gender, and systemic inequality. Tracing its roots to the era of American
slavery, the notion of balance for Black women has historically been shaped by forced labor, caregiving under duress, and
the erasure of personal autonomy. For enslaved women, the intersection of work and life was not a balance but a singular,
survival-driven existence. These historical realities provide critical context for understanding the contemporary experiences
of Black women leaders who continue to navigate structural and cultural expectations in both professional and domestic
spheres. 
  As Black women have advanced into leadership roles, they have done so while carrying the residual weight of historical
oppression and the modern-day burden of intersectionality. This research investigates the lived experiences of full-time,
professional Black women who face dual obligations—leading in the workplace while managing significant familial
responsibilities. Utilizing a qualitative approach, the study examines how these women define, negotiate, and attempt to
sustain work-life balance amidst heightened performance expectations, racialized workplace dynamics, and
underrecognized emotional labor. 
  The findings reveal that while Black women leaders display remarkable resilience and strategic adaptability, they often do
so within environments that undervalue their contributions and overburden their roles. The research underscores the
importance of acknowledging how race and gender compound work-life challenges, and it calls for more equitable
organizational practices that recognize and support the unique needs of Black women in leadership. This work contributes
to a growing body of scholarship that advocates for culturally competent frameworks in leadership studies and workplace
policy design. 
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  Hi s tor i ca l ly ,  the  concept  o f  work- l i f e  ba lance  for  B lack  women began  dur ing  the  e ra  o f
s lavery  in  the  Uni ted  S ta te s .  S t i l l ,  i t  took  a  dras t i ca l ly  d i f f e rent  form compared  to  the
modern  unders tand ing  o f  the  t e rm.  Dur ing  s lavery ,  B lack  women faced  inhumane  and  in tense
labor  and  harsh  l i v ing  condi t ions ,  l eav ing  l i t t l e  room for  any  semblance  o f  ba lance  be tween
work  and  persona l  l i f e  (Berry ,  1982) .  For  these  women,  work  was  l i f e .  The  exper i ences  were
marked  by  race  and  gender  whi l e  o f t en  nav igat ing  dua l  ro l e s  a s  l aborer s  and  careg iver s  for
the i r  fami l i e s  (Higg inbotham,  1992) .  These  h i s tor i ca l  accounts  shed  l i ght  on  the  complex i t i e s
o f  work  and  l i f e  for  B lack  women,  underscor ing  the  importance  o f  addres s ing  i s sues  r e la ted
to  race ,  gender ,  and  work- l i f e  ba lance .  
  The  advancement  o f  B lack  women in  l eadersh ip  pos i t ions  wi th in  an  organ iza t ion  i s  a
te s tament  to  the i r  r e s i l i ence ,  de te rminat ion ,  and  competence .  Overcoming  h i s tor i ca l
pre jud ices  and  sys temic  barr i e r s ,  they  have  proven  the i r  ab i l i t i e s  to  l ead  and  insp i re  o thers ,
fos te r ing  d iver s i ty  and  inc lus ion  in  the  workplace .  However ,  beneath  the i r  ach ievements  l i e s
a  complex  in te rp lay  o f  demands ,  expec ta t ions ,  and  persona l  sacr i f i ce s  r equ i red  to  ach ieve  a
semblance  o f  work- l i f e  ba lance .  
  The  concept  o f  work- l i f e  ba lance  has  become  increas ing ly  c ruc ia l  in  contemporary  soc i e ty .
As  employees  s eek  to  ach ieve  equ i l ibr ium between  the i r  profes s iona l  r e spons ib i l i t i e s  and
persona l  l i ve s ,  the  d i scourse  surrounding  work- l i f e  ba lance  has  ga ined  momentum across
var ious  indus t r i e s  and  communi t i e s  (C lark ,  2000) .  For  B lack  women in  l eadersh ip  pos i t ions ,
the  cha l l enge  i s  fur ther  compounded  by  in te r sec t ing  ident i t i e s ,  inc lud ing  race  and  gender ,
which  can  g ive  r i s e  to  un ique  obs tac l e s  and  oppor tun i t i e s  (Crenshaw,  1991) .  
  Th i s  r e search  examined  the  work- l i f e  ba lance  o f  B lack  women who work  fu l l  t ime  outs ide  o f
the  home and  have  cha l l enges  meet ing  the  demands  o f  work  ob l iga t ions  whi l e  tak ing  care  o f
nons top  househo ld  re spons ib i l i t i e s .  The  purpose  o f  th i s  s tudy  was  to  be t t e r  unders tand  the
fu l l  s cope  o f  B lack  women and  how they  manage  the  demands  o f  work  and  fami ly .   

Statement  o f  Prob lem  
  Many  B lack  women l iv ing  in  the  Uni ted  S ta te s  have  f e l t  the  we ight  o f  hav ing  to  choose
between  the i r  work  re spons ib i l i t i e s  and  the i r  fami l i e s .  However ,  the  cho ice  becomes  more
cha l l eng ing  for  B lack  women in  l eadersh ip  ro le s  (Lewis ,  2001 ;  Col l ins ,  2000) .  I t  i s  a lmost
imposs ib l e  to  cons ider  the  sub jec t  o f  B lack  women in  l eadersh ip  ro le s  w i thout  observ ing  the
ro le  race ,  gender ,  and  h igh  persona l  expec ta t ions  p lay  in  the  exper i ence  o f  B lack  women
leaders  (Be l l ,  1987 ;  Thomas ,  2004) .  The  re spons ib i l i t i e s  a s soc ia ted  wi th  B lack  women
leadersh ip  pos i t ions  are  o f t en  ex tens ive ,  h igh-per formance  dr iven ,  w i th  o f ten  l e s s  pay  than
the i r  f emale  whi te  counterpar t s ,  and  wi th  the  expec ta t ion  to  per form more .  
  Work- l i f e  ba lance  i s  important  to  unders tand  for  spec i f i ca l ly  B lack  women s ince  these
ind iv idua l s  a re  faced  wi th  the  same  cha l l enges  o f  ba lanc ing  work  and  home as  the i r  non-
minor i ty  counterpar t s ;  however ,  they  a l so  must  nav igate  through  a f f ec ted  rac ia l  and  gender
d i sc r iminat ion  (Hamm,  2014) .   

Purpose  o f  S tudy  
  The  purpose  o f  th i s  s tudy  was  to  examine  the  work- l i f e  ba lance  exper i ences  o f  B lack  women
in  l eadersh ip  ro le s .  Th i s  r e search  a imed  to  comprehens ive ly  unders tand  the i r  exper i ences ,
cha l l enges ,  and  s t ra teg ie s  a s  they  nav igate  the  complex i t i e s  o f  profes s iona l  l eadersh ip  and
persona l  r e spons ib i l i t i e s .  
 The  re search  a imed  to  i l luminate  B lack  women ' s  un ique  barr i e r s  and  oppor tun i t i e s  in
l eadersh ip  pos i t ions ,  cons ider ing  the  in te r sec t iona l i ty  o f  race  and  gender  in  shap ing  the i r
career  t ra j ec tor i e s .  

Research  Ques t ions  
RQ1:  How do  B lack  Women perce ive  the i r  ro l e  whi l e  ba lanc ing  work  and  home
respons ib i l i t i e s ?  
RQ2:  What  are  the  un ique  exper i ences  and  cha l l enges  faced  by  B lack  Women in  ach iev ing
work- l i f e  ba lance ,  cons ider ing  the  in te r sec t iona l i ty  o f  race ,  gender ,  and  cu l tura l  fac tors ?  
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Literature  o f  Rev iew  
  The  l i t e ra ture  on  Black  women in  s lavery  was  a  r i ch  and  evo lv ing  f i e ld  that  cont inued  to
uncover  the  res i l i ence ,  s t rength ,  and  contr ibut ions  of  B lack  women in  the  face  of  sys temic
oppress ion .  Examining  the  work- l i f e  ba lance  of  ens laved  women in  h i s tor ica l  contexts
prov ided  cruc ia l  ins ights  in to  the  complex  and  of ten  bruta l  exper iences  they  endured .  I t
h igh l ighted  the  in tersec t ion  of  race ,  gender ,  and  labor  in  the  l ives  o f  ens laved  ind iv idua l s .  
 " Inc idents  in  the  L i fe  o f  a  S lave  Gir l "  by  Harr ie t  Jacobs  (1861) :  Harr ie t  Jacobs ,  wr i t ing
under  the  pseudonym Linda  Brent ,  shared  her  exper iences  as  an  ens laved  woman and  her
unique  cha l l enges .  She  d i scussed  the  sexua l  exp lo i ta t ion  and  abuse  she  endured ,  her  e f for t s  to
protec t  her  fami ly ,  and  her  eventua l  e scape  to  f reedom.  "Narrat ive  o f  So journer  Truth"
(1850) :  So journer  Truth ,  born  in to  s lavery  as  I sabe l la  Baumfree ,  became an  in f luent ia l
abol i t ion i s t  and  women ' s  r ights  ac t iv i s t .  Her  narrat ive  d i scussed  her  l i f e  in  s lavery ,  e scape ,
and  advocacy  for  f reedom and equal i ty .  Many Black  Women today  s t i l l  embody  the  f ight ing
sp i r i t  o f  the i r  ances tors ,  l ike  So journer  Truth ,  who fought  for  women ' s  fa i rness  dur ing  the
most  s ign i f i cant  l eve l  o f  bondage  in  th i s  country .  
  "Envi s ion ing  Emanc ipat ion :  B lack  Amer icans  and  the  End of  S lavery"  by  Deborah  Wi l l i s
and  Barbara  Krauthamer  (2013) :  Thi s  book features  photographs  and  narrat ives  o f  former ly
ens laved  ind iv idua l s  dur ing  the  Civ i l  War  era .  I t  prov ided  v i sua l  and  wr i t ten  ins ights  in to  the
cha l l enges  o f  ach iev ing  work- l i f e  ba lance  dur ing  a  t rans i t ion  per iod .  This  source  of fered  a
greater  unders tanding  of  the  exper iences  o f  ens laved  and  post - s lavery  Afr ican  Amer ican
women as  they  nav igated  the  demands  of  work ,  fami ly ,  and  soc ie ta l  s t ructures .  I t  h igh l ighted
the  res i l i ence  and  agency  of  these  women in  the  face  of  immense  advers i ty  and  oppress ion .  
  S tevenson  (2000)  examined  the  l ives  o f  ens laved  women dur ing  the  e ra  of  Amer ican  s lavery .
Her  work  de lved  in to  the  s t renuous  work  rout ines ,  the  complex  cha l l enges  they  faced ,  and  the
profound absence  of  any  semblance  of  a  work- l i f e  ba lance  in  the  l ives  o f  ens laved  women.  A
running  theme in  th i s  s tudy  was  how s lavery  sys temat ica l ly  den ied  ens laved  women any
thought  of  a  work- l i f e  ba lance .  I t  h igh l ighted  the  de l iberate  dehumanizat ion  and  exp lo i ta t ion
of  ens laved  women ' s  labor  by  ens lavers .  
  Whi le  d i scuss ing  the  harsh  rea l i t i e s  o f  ens laved  women ' s  l ives ,  S tevenson ' s  s tudy  a l so
recognized  the i r  re s i l i ence  and  res i s tance  to  the  sys tem des igned  to  keep  them ens laved .  I t
acknowledged  the i r  e f for t s  to  mainta in  fami ly  bonds ,  support  one  another ,  and  f ind  moments
of  autonomy and  se l f - care  wi th in  the  conf ines  o f  s lavery .  The  s tudy  emphas ized  that  desp i te
the  overwhe lming  cha l l enges ,  ens laved  women d i sp layed  s t rength  whi l e  nav igat ing  the i r
c i rcumstances .   
  
Race  and  Gender  
  In  nav igat ing  the  in tersec t ion  of  race  and  gender  in  l eadersh ip ,  the  research  l ed  to  a  journey
that  uncovered  the  narrat ives  o f  B lack  women who,  aga ins t  incred ib le  odds ,  rose  to
leadersh ip  pos i t ions  in  var ious  f i e lds .  The i r  exper iences  o f ten  came at  the  expense  of  rac i sm
and sex i sm;  the  fo l lowing  l i t e ra ture  o f fered  ins ights  in to  the  complex i t i e s  o f  l eadersh ip .
(Crenshaw,1989) .  B lack  women of ten  nav igate  a  complex  te r ra in  where  soc ie ta l  norms  d ic ta te
the i r  ro les  as  careg ivers  and  breadwinners  (Col l ins ,  2000) .  These  t rad i t iona l  expecta t ions
could  create  a  dua l  burden,  as  B lack  women were  expected  to  exce l  both  in  the i r  careers  and
in  fu l f i l l ing  fami l ia l  r e spons ib i l i t i e s ,  inc lud ing  ch i ldcare  and  household  management .  
 Accord ing  to  Crenshaw (1989) ,  the  in tersec t iona l i ty  o f  race  and  gender  for  B lack  women in
leadersh ip  was  not  jus t  a  concept  but  a  l ived  rea l i ty .  In  th i s  dynamic  in tersec t ion ,  B lack
women l eaders  nav igated  a  path  where  they  cha l l enged  s tereotypes ,  broke  barr i e r s ,  and
insp i red  change .  The i r  t r iumphs  and  ach ievements  were  more  remarkable  when  v iewed
through the  over lapping  of  race  and  gender ,  as  they  confronted  mul t ip le  layers  o f  b ias  and
discr iminat ion .  
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  Recogniz ing  th i s  c ross  guard  was  not  jus t  in format ion  to  be  more  aware  of ,  but  a  ca l l  to
act ion .  I t  commanded  the  need  for  inc lus ive  l eadersh ip  s t ra teg ies ,  equ i tab le  workplace
pol i c i e s ,  and  a  soc ie ta l  commitment  to  d i smant l ing  sys temic  inequal i t i e s  to  ensure  that  B lack
women ' s  vo ices  were  heard  and  fu l ly  recognized .  Giv ing  deeper  meaning  to  the  l ived
exper ience  through the  l enses  o f  race ,  B lack  women of ten  faced  a  t r ip le  burden  re la ted  to
race ,  gender ,  and  work- l i f e  ba lance .  
  The  ongoing  e f fec t s  o f  sys temic  rac i sm contr ibuted  to  d i spar i t i e s  in  economic  opportuni t i e s
and  access  to  workplace  support  (Col l ins ,  2000) .  Thi s  cou ld  resu l t  in  greater  pressure  on
Black  women to  exce l  in  the i r  careers  whi l e  s imul taneous ly  address ing  the  un ique  cha l l enges
assoc ia ted  wi th  be ing  Black  in  Whi te  work  env i ronments .  The  in tersec t ion  of  these  ident i t i e s
in f luenced  the i r  work- l i f e  ba lance  exper iences ,  as  they  s t r ived  to  ba lance  profess iona l
demands  wi th  the  need  for  se l f - care  and  fami ly  respons ib i l i t i e s  (Beauboeuf -Lafontant ,  2009) .  
Workplace  St ressor         
  B lack  women might  have  fe l t  the  need  to  constant ly  prove  themse lves ,  l ead ing  to  longer
working  hours  and  l e s s  t ime  for  persona l  and  fami ly  l i f e  (Nadal  e t  a l . ,  2016) .
Microaggress ions  could  a l so  have  a f fec ted  re la t ionsh ips  and  fami ly  l i f e .  B lack  women who
exper ienced  microaggress ions  a t  work  might  have  brought  the  emot iona l  to l l  o f  these
exper iences  home,  impact ing  the i r  in terac t ions  wi th  fami ly  members  and  the i r  overa l l  we l l -
be ing  (Nadal  e t  a l . ,  2016) .  B lack  women might  have  avo ided  report ing  these  low-key  and
of ten  undetec ted  aggress ions  for  f ear  o f  los ing  the i r  pos i t ions  of  l eadersh ip  or  be ing  fa l se ly
labe led .  
  Microaggress ions  in  the  workplace  could  have  created  a  hos t i l e  or  unwelcoming
env i ronment  for  B lack  women,  l ead ing  to  increased  s t res s  and  anx ie ty .  Thi s  chronic  s t res s
could  have  sp i l l ed  over  in to  the i r  persona l  l ives ,  a f fec t ing  the i r  ab i l i ty  to  ach ieve  work- l i f e
ba lance  (Sue  e t  a l . ,  2007) .  B lack  women might  have  had  h igh  ra tes  o f  depress ion  and  anx ie ty
due  to  work  s t res sors .  They  might  have  been  more  l ike ly  to  exper ience  mar i ta l  ins tab i l i ty  and
gui l t  f rom pr ior i t i z ing  the i r  careers  over  the i r  fami l i e s  (Walden ,  2018) .  
  As  the  number  of  women in  the  workplace  increased ,  there  was  a  para l l e l  increase  in
s t ressors  re la ted  to  conf l i c t s  be tween  fami ly  and  work  l i f e .  Of ten ,  when  Black  women chose
to  take  t ime  of f  f rom the i r  careers  to  care  for  the i r  ch i ldren  or  needed  persona l  t ime ,  they
faced  cr i t i c i sm f rom the i r  coworkers ,  employers ,  or  fami l i e s  (Ta j i l i ,  2014) .   
 Ba lanc ing  Home 
  Higher  educat ion  d id  not  necessar i ly  resu l t  in  a  success fu l  and  s tab le  mar i ta l  re la t ionsh ip
(Kim,  2012) .  B lack  women faced  lower  ra tes  o f  marr iage ,  h igher  ra tes  o f  d ivorce ,  and  an
increased  l ike l ihood of  exper ienc ing  mar i ta l  ins tab i l i ty  (Barr  & S imons ,  2012) .  These  t rends
pers i s ted  regard less  o f  the i r  l eve l  o f  educat iona l  a t ta inment  (Kim,  2012) .  Even  when  marr ied ,
Black  women wi th  ch i ldren  who were  employed  fu l l - t ime  outs ide  the  home s t i l l  had  to  take  on
more  household  respons ib i l i t i e s  (Matheson  & Rosen ,  2012) .  Chi ldcare  ob l igat ions  were
among the  fac tors  c i t ed  by  Black  women as  contr ibut ing  to  f ee l ings  o f  imbalance  and  hav ing
an  impact  on  the i r  emot iona l  we l fare  (Matheson  & Rosen ,  2012) .  Many fe l t  they  were
abandoning  the i r  ch i ldren  or  could  not  keep  up  wi th  the  demands  of  both  p laces ,  l eav ing
them gui l ty  and  ashamed.

 Methods  
  The  methodology  in  th i s  re search  was  a  qua l i ta t ive  research  des ign  wi th  a  phenomenolog ica l
approach  to  unders tanding  the  human exper ience  of  B lack  women in  Leadersh ip  and  the
complex  nature  of  work- l i f e  ba lance .    The  main  ob jec t ive  o f  phenomenolog ica l  re search ,  as
ar t i cu la ted  by  Cadwel l  (2018) ,  was  to  ga in  a  deeper  ins ight  in to  how ind iv idua l s  perce ived
and in terac ted  wi th  the  wor ld  around them,  based  on  the i r  un ique  l i f e  exper iences ,  in  th i s
research  as  i t  r e la ted  to  the  workplace  env i ronment  whi l e  be ing  a  B lack  woman l ead ing .   
 Ut i l i z ing  th i s  approach  a l lowed  the  researchers  to  inves t igate  the  meaning  of  these
exper iences ,  making  i t  h igh ly  su i tab le  for  inves t igat ing  the  exper iences  o f  B lack  women in
leadersh ip  and  the i r  pursu i t  o f  work- l i f e  ba lance .  By  employ ing  the  phenomenolog ica l
approach,  the  researchers  sought  to  uncover  the  par t i c ipants '  perspect ives  whi l e  shedding
l ight  on  the  type  of  cha l l enges  they  encountered  in  the  workplace ,  the  e f fec t s  o f  the i r
l eadersh ip  ro les ,  the  coping  s t ra teg ies  they  employed,  and  the  impact  on  the i r  persona l  l ives .  
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 Target  Popu la t ion  and  Sample  
  The  targe t  populat ion  was  Black  women in  l eadersh ip  ro les  wi th in  var ious  sec tors ,
inc lud ing  corporat ions ,  academia ,  government ,  ar t s  and  enter ta inment ,  media ,
entrepreneursh ip ,  spor t s ,  fa i th -based  organizat ions ,  t echnology ,  human serv ices ,  the  medica l
f i e ld ,  and  the  mi l i tary .  Addi t iona l ly ,  par t i c ipants  needed  to  f i t  in to  one  or  more  subsequent
categor ies :  marr ied  wi th  ch i ldren ,  s ing le  wi th  ch i ldren ,  or  d ivorced  or  widowed wi th  ch i ldren .
Last ly ,  e l ig ib i l i ty  c r i t e r ia  inc luded  par t i c ipants  hav ing  encountered  workplace  d i scr iminat ion
re la ted  to  race  or  gender .  
  In  th i s  s tudy ,  par t i c ipants  were  se l ec ted  through purpose fu l  and  Snowbal l  sampl ing
methods .  Purpos ive  sampl ing  was  a  non-random sampl ing  method in  which  researchers
in tent iona l ly  se l ec ted  ind iv idua l s  or  e l ements  based  on  spec i f i c  c r i t e r ia  re l evant  to  the
research  ob jec t ives .  Thi s  method was  benef i c ia l  when  researchers  sought  to  gather  in -depth
ins ights  f rom ind iv idua l s  who possessed  exper t  knowledge  or  had  unique  character i s t i c s
re la ted  to  the  s tudy .   
  These  two sampl ing  methods  of fered  researchers  f l ex ib i l i ty  when  dea l ing  wi th  th i s
populat ion  as  they  a imed to  gather  in format ion  f rom ind iv idua l s  wi th  exper t i se  or  hard- to-
reach  backgrounds .  Whi le  the  typ ica l  par t i c ipant  counts  usua l ly  f e l l  w i th in  the  range  of  f ive
to  25  ind iv idua l s ,  r e searchers  possessed  the  f l ex ib i l i ty  to  exerc i se  sound judgment  in
determin ing  the  opt imal  number  of  par t i c ipants  (Mason,  2010) .  For  th i s  s tudy ,  a  de l iberate
choice  was  made  to  inc lude  e ight  par t i c ipants ,  e f f ec t ive ly  represent ing  the  targe t  populat ion .
This  number  was  se l ec ted  to  ach ieve  data  sa turat ion  and,  potent ia l ly ,  genera l i zab i l i ty  o f  the
f ind ings  and  resu l t s .  
Protec t ion  of  Par t i c ipants  
  The  researchers  adhered  to  pr ivacy  measures  o f  sub jec t  cod ing .  The  research  ac t iv i t i e s  were
carr i ed  out  in  a  pr ivate  o f f i ce ,  and  var ious  too l s  were  used  to  ensure  par t i c ipant  data
conf ident ia l i ty ,  inc lud ing  us ing  a  persona l  laptop,  audio  record ings ,  t ranscr ibed  data ,  and  a
secure ly  locked  f i l e  cab inet .  To  enhance  secur i ty ,  data  on  the  laptop  was  encoded  wi thout
any  par t i c ipant  ident i fy ing  in format ion  and  protec ted  by  a  password.  Access  was  mainta ined
by  the  of f i ce  and  the  locked  f i l e  cab inet ,  which  housed  the  laptop,  audio  record ings ,  and
transcr ibed  data  throughout  the  s tudy .  Al l  r e search-re la ted  in format ion  remained  in  a  locked
f i l e  cab inet  in  the  researcher ’ s  pr ivate  o f f i ce  and  was  kept  accord ing  to  the  L ibrary  of
Congress ' s  r ecommendat ions  for  one  year .  
Pos i t iona l i ty  
  Pos i t iona l i ty  has  i t s  roots  in  f emin i s t  l i t e ra ture  and  a l lows  researchers  to  c l ear ly  ident i fy
the  l ens  through which  they  in terpre t  the  soc ia l  wor ld .  How one  conducts  f i e ldwork,  how one
codes  the  data ,  and  one ’ s  rapport  wi th  par t i c ipants  are  ex t remely  important .  When ut i l i z ing
Black  femin i s t  thought  as  a  methodolog ica l  t echnique ,  re searchers  recognize  th i s  as  a
pol i t i ca l  s tance  (Clemons  2019 ,  p .  5 )  As  Black  women facu l ty  members  and  researchers ,  we
s i tuate  our  work  wi th in  Black  Femin i s t  Thought ,  recogniz ing  that  our  ident i t i e s ,  l i ved
exper iences ,  and  cu l tura l  h i s tor ie s  shape  the  knowledge  we  produce .   
  C lemons  (2019)  emphas izes  that  B lack  femin i s t  qua l i ta t ive  research  centers  B lack  women’s
vo ices ,  cha l l enges  hegemonic  ep i s temolog ies ,  and  acknowledges  that  knowledge  i s  not  neutra l
but  deep ly  s i tuated .  To  avoid  researcher  b ias ,  we  engage  in  ongoing  re f l ex iv i ty ,  in terrogat ing
our  assumpt ions  and  soc ia l  pos i t ions  whi l e  remain ing  accountable  to  the  communi t i e s  we
s tudy .  Rather  than  s t r iv ing  for  ob jec t iv i ty  de tached  f rom our  rea l i t i e s ,  we  embrace  an  e th ic
of  care ,  rec iproc i ty ,  and  jus t i ce  in  our  research  pract i ces .  Thi s  commitment  ensures  that  our
scholarsh ip  i s  r igorous  and  e th ica l ,  r e s i s t ing  dominant  de f i c i t  narrat ives  and  ins tead
i l luminat ing  the  complex i ty ,  agency ,  and  br i l l iance  wi th in  Black  communi t i e s .  
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·Data  Col l ec t ion  
  The  researchers  recru i ted  in f luent ia l  B lack  women through emai l  correspondence ,  soc ia l
media  p la t forms  l ike  Facebook and  LinkedIn ,  and  second-par ty  connect ions .  The  researchers
in i t ia ted  d i rec t  communicat ion  wi th  each  person  who responded  to  the  emai l  or  phone  ca l l .
These  in terac t ions  a imed to  mot ivate  the i r  par t i c ipat ion  or  encourage  them to  recommend
sui tab le  par t i c ipants  in  a l ignment  wi th  the  s tudy ' s  c r i t e r ia .  The  researchers  ver i f i ed  the
demographic  de ta i l s  wi th  a l l  those  in teres ted  in  par t i c ipat ing  in  the  s tudy .  Upon conf i rming
that  these  par t i c ipants  met  the  s tudy ' s  requi rements ,  the  researchers  proceeded  to  prov ide  a
deta i l ed  exp lanat ion  of  the  s tudy ' s  ob jec t ives ,  par t i c ipant  expecta t ions ,  and  the  ant i c ipated
t imel ine .  The  researchers  forwarded  an  in formed consent  form to  potent ia l  par t i c ipants ,
ind icat ing  the  submiss ion  procedure  and  deadl ines  for  re turn ing  the  document .  The  in formed
consent  form was  emai l ed  to  appl i cants  upon the i r  express ion  of  in teres t .  
  The  par t i c ipants  were  asked  to  rev iew the  form and ask  addi t iona l  ques t ions  be fore  s ign ing .
Once  they  s ta ted  they  were  comfortab le  wi th  the  process  and  had  no  fur ther  ques t ions ,  they
were  asked  to  s ign  and  re turn  the  consent  form e lec t ronica l ly  (v ia  emai l )  be fore  the  in terv iew
and data  co l l ec t ion .  Only  candidates  who submit ted  comple ted  in formed consent  forms  to  the
researcher  could  par t i c ipate  in  the  s tudy .  Each  par t i c ipant  was  not i f i ed  in  the  in i t ia l
conversat ion  that  no  d i rec t  benef i t s  ex i s ted  for  those  who par t i c ipated  in  th i s  s tudy .  
  The  data  co l l ec t ion  was  a  c ruc ia l  s t ep  in  the  research  and  in format ion-gather ing  process .  I t
invo lves  var ious  methods  such  as  surveys ,  in terv iews ,  observat ions ,  and  re t r i ev ing  ex i s t ing
data  sources .  Data  co l l ec t ion  ensured  that  accurate ,  r e l iab le ,  and  re l evant  in format ion  was
obta ined  to  answer  research  ques t ions  or  make  in formed dec i s ions .  Thi s  s tudy  used  a
combinat ion  of  persona l  journa l ing ,  a  focus  group,  and  in terv iews .  

Each  par t i c ipant  was  reques ted  to  engage  in  a  f ive -day  re f l ec t ive  documentat ion  process ,
captur ing  the i r  da i ly  exper iences  in  work  and  home l i f e .  
Each  par t i c ipant  had  the  audio  opt ion  or  prov ided  wr i t t en  journa l  entr i e s .  They  were
tasked  wi th  record ing  or  wr i t ing  about  var ious  aspect s  o f  the i r  day ,  focus ing  on  how they
nav igated  the  in t r i ca te  in tersec t ions  of  work- l i f e  ba lance .  Spec i f i c  themes  to  be  exp lored
in  these  journa l  entr i e s  inc luded  address ing  i s sues  re la ted  to  race ,  confront ing  gender
b iases  in  the  workplace ,  managing  the  respons ib i l i t i e s  o f  parent ing  and  mar i ta l  s ta tus ,
coping  wi th  s t res s ,  and  exp lor ing  persona l  ident i ty .  
The  researchers  conducted  semi - s t ructured  in terv iews  wi th  the  par t i c ipants  who met  the
def ined  cr i t e r ia  o f  ho ld ing  l eadersh ip  ro les  and  possess ing  per t inent  demographic
character i s t i c s  such  as  age  and  parenta l  s ta tus .  These  in terv iews  were  conducted  through
Zoom v ideoconferenc ing ,  ensur ing  access ib i l i ty  for  par t i c ipants  regard less  o f  the i r
geographica l  locat ion .  
The  in terv iews  were  d ig i ta l ly  recorded  and  t ranscr ibed ,  se rv ing  as  the  pr imary  qua l i ta t ive
data  ana lys i s  source .  Thi s  combined  approach  of  journa l ing ,  focused  group,  and  semi -
s t ructured  in terv iews  fac i l i ta ted  a  ho l i s t i c  exp lorat ion  of  the  dynamics  o f  work- l i f e
ba lance  for  B lack  Women in  l eadersh ip  pos i t ions  in  the i r  se t t ings  whi l e  g iv ing  them
ref l ec t ive  t ime  and  space .  

 The  targe t  audience  i s  B lack  Women who wi l l  meet  the  fo l lowing  cr i t e r ia .  
 21  through 75  years  o f  age  
 B lack  women who current ly  ho ld  l eadersh ip  pos i t ions  across  var ious  indust r i e s .   

Persona l  s ta tus  must  inc lude :  
S ing le  or  s ing le  wi th  ch i ld /ch i ldren  
Marr ied  or  marr ied  wi th  ch i ldren .   
Divorced  
Widowed 

 The  researcher  observed  the  re la t ionsh ip  be tween  race  and  sex ,  fami ly /work ,  and  in terna l
conf l i c t s  such  as  B lack  women and  s t ress ,  race ,  gender  as  they  re la ted  to  educat ion ,
ant iquated  po l i c i e s  and  pract i ces  in  the  workplace ,  B lack  women ach ievements  and  s t r ives
that  had  been  made  through Black  women’s  empowerment ,  and  the  need  for  se l f -advocacy .   
 Researchers  ana lyzed  the  data  co l l ec ted  f rom interv iews  and  journa l  entr i e s  us ing  themat ic
ana lys i s  through Qual t r i c s .  Qual t r i c s  a l lowed  for  e f f i c i ent  data  organizat ion ,  making  s tor ing
and managing  data  secure ly  poss ib le .  The  ana lys i s  was  conducted  i t e ra t ive ly ,  ensur ing  data
saturat ion  and  no  new themes  emerged .  Addi t iona l ly ,  the  researchers  engaged  in  re f l ex ive
pract i ces  to  acknowledge  the i r  potent ia l  b iases  and  ensure  impart ia l i ty  in  the  ana lys i s .  
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Data  Analys i s  
  In  th i s  s tudy ,  t r iangulat ion  was  appl i ed  as  a  methodolog ica l  approach  to  bu i ld  more
cred ib i l i ty  for  the  research  f ind ings .  The  researchers  co l l ec ted  a l l  data  f rom journa l  entr i e s ,
focus  groups ,  ind iv idua l  in terv iew t ranscr ipt s ,  and  notes  to  ident i fy  themes  and  categor ies
about  the  or ig ina l  two research  ques t ions .  Ins tead  of  opt ing  for  manual  data  coding ,  the
researcher  chose  to  use  Qual t r i c s ,  an  e l ec t ron ic  sof tware  program,  for  data  ana lys i s .  In  the
in i t ia l  s tages  o f  the  coding  process ,  the  researchers  used  f i e ld  notes  to  generate  a  l i s t  o f
potent ia l  themes  and  categor ies .   
These  f i e ld  notes  served  as  a  re ference  po int  for  c ross - re ferenc ing  any  def in ing  quotes  or
“aha  moments”  wi th in  the  t ranscr ip t s ,  as s i s t ing  in  eva luat ing  ind iv idua l  and  co l l ec t ive
themes  and  categor ies .  The  researchers  prov ided  e l even  gu ided  research  ques t ions  dur ing  the
interv iew to  he lp  create  d ia logue  for  each  par t i c ipant .  

          F ind ings  
Demograph ics  
 To  humanize  the  par t i c ipants  in  th i s  s tudy  whi l e  protec t ing  the i r  conf ident ia l i ty ,  h i s tor ica l
names  of  prominent  B lack  Women l eaders  have  been  used  as  symbol ic  ident i f i e r s .  These
names  re f l ec t  the  sp i r i t ,  r e s i l i ence ,  and  l eadersh ip  qua l i t i e s  found in  each  par t i c ipant ’ s  s tory .
For  the  sake  of  th i s  re search ,  the  e ight  B lack  Women—who he ld  l eadersh ip  ro les  across  f i e lds
such  as  corporate  bus iness ,  educat ion ,  government ,  entrepreneursh ip ,  spor t s ,  fa i th -based
organizat ions ,  t echnology ,  human serv ices ,  medic ine ,  and  the  mi l i tary—wi l l  be  represented
by  the  fo l lowing  names :  Harr ie t  (Tubman) ,  So journer  (Truth) ,  Ida  (B .  Wel l s ) ,  Fannie  (Lou
Hamer) ,  Sh i r l ey  (Chisholm) ,  Rosa  (Parks ) ,  Maya  (Ange lou) ,  and  Bess i e  (Coleman) .  Harr ie t ,
So journer ,  Ida ,  Fannie ,  Sh i r l ey ,  Rosa ,  Maya,  and  Bess i e  were  the  e ight  B lack  women in
var ious  l eadersh ip  ro les ;  these  ro les  were  in  the  f i e ld  of  corporat ions ,  educat ion ,
government ,  entrepreneursh ip ,  spor t s ,  fa i th -based ,  t echnology ,  human serv ice  work ,  the
medica l  f i e ld ,  and  the  mi l i tary ,  who comple ted  the  journa l ing  and  in terv iew process .  Harr ie t ,
So journer ,  Ida ,  Fannie ,  Sh i r l ey ,  Rosa ,  Maya,  and  Bess i e  were  marr ied ,  s ing le ,  and  d ivorced
Black  women aged  21  to  75 .  These  in terv iews  were  done  over  the  phone  for  th i s  s tudy ,  and
the  group d i scuss ion  was  v ia  Zoom.  
  The  women’s  ident i t i e s  were  kept  conf ident ia l ,  and  they  d id  not  have  to  prov ide  the i r  fu l l
names  or  any  other  ident i fy ing  in format ion .  To  ensure  we  had  a  d iverse  group,  they  were
only  asked  to  share  the i r  age ,  mar i ta l  s ta tus ,  and  fami ly  dynamics ,  outs ide  of  ask ing  about
the i r  type  of  profess ion  i f  they  were  comfortab le  do ing  so .  The  on ly  requi rement  for
par t i c ipat ion  was  that  they  ident i f i ed  as  f emale ,  B lack ,  and  wi l l ing  to  take  par t  in  the  s tudy .
Each  woman was  or ig ina l ly  ident i f i ed  by  number  for  th i s  s tudy .  
  Harr ie t ,  So journer ,  Ida ,  Fannie ,  Sh i r l ey ,  Rosa ,  Maya,  and  Bess i e  ranged  in  age  f rom 21  to
75  and  ident i f i ed  as  marr ied ,  s ing le ,  or  d ivorced .  They  took  par t  in  the  research  through
phone  in terv iews  and  a  v i r tua l  group d i scuss ion  v ia  Zoom.  Al l  were  asked  to  share  on ly
min imal  persona l  de ta i l s—such  as  age ,  mar i ta l  s ta tus ,  fami ly  dynamic ,  and  profess iona l  f i e ld
i f  comfortab le .  The  use  o f  these  h i s tor ica l  names  i s  in tended  to  honor  the  l egacy  of  B lack
women t ra i lb lazers  whi l e  mainta in ing  the  anonymity  and  d ign i ty  o f  each  contr ibutor  in  th i s
s tudy .   
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Gender  and  Race  Biases  
  The  responses  f rom Maya,  Rosa ,  Sh i r l ey ,  and  Ida  when  asked ,  how do  they  nav igate  the
intersec t ion  of  gender ,  race ,  age ,  mar i ta l  s ta tus ,  and  parenthood in  l eadersh ip  pos i t ions ,  and
how does  i t  impact  the i r  work- l i f e  ba lance?  The  ques t ion  revea led  a  nuanced  perspect ive  on
workplace  d i scr iminat ion ,  par t i cu lar ly  concern ing  Black  Women in  l eadersh ip  ro les  f rom
Maya,  Rosa ,  and  Shi r l ey  (45  and  o lder ) .  A  recurrent  theme was  the  asser t ion  that  th i s
demographic  faced  more  pronounced  rac ia l  and  gender  b iases  compared  to  mi l l enn ia l s ,  who,
due  to  the  nature  of  remote  work ,  d id  not  encounter  the  same l eve l  o f  in terac t ion  wi th  upper
management  as  those  work ing  in  of f i ce  env i ronments .  
  Dur ing  the  d i scuss ion ,  Harr ie t ,  So journer ,  Ida ,  Fannie ,  Sh i r l ey ,  Rosa ,  Maya,  and  Bess i e
shared  var ied  exper iences  wi th  d i scr iminat ion  on  the i r  jobs .  Some h igh l ighted  subt le
ins tances  o f  rac i sm in  the i r  in terac t ions  wi th  co l l eagues  or  c l i ents .  
  For  ins tance ,  Fannie  recounted  a  s i tuat ion  where  she  was  the  f i r s t  B lack  Woman to  own and
operate  an  a l te rnat ive  day  school ,  but  was  to ld  by  p lac ing  author i t i e s  that  i t  was  because  her
natura l  ha i r  was  a f fec t ing  her  s tudent  enro l lment  in to  her  school .  She  encouraged  her  to
change  her  ha i r  to  be  more  “presentab le”  as  a  B lack  Woman i f  she  wanted  her  bus iness  to
grow.  
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  Harr ie t ,  So journer ,  Ida ,  Fannie ,  Sh i r l ey ,  Rosa ,  Maya,  and  Bess i e ,  who were  45  years  and
older ,  who worked  in  both  spor t s  and  enter ta inment ,  acknowledged  the i r  encounters  wi th
rac i sm and  sugges ted  the  ex i s tence  of  sex i sm.  " I  have  de f in i te ly  exper ienced  some rac i sm.
And wi thout  a  doubt  exper ienced  sex i sm,”  but  i t ’ s  not  the  b la tant  th ings  that  are  the  h ighes t
ext reme,  so  i t ’ s  not  rea l ly  recognized ."  
  Ida  d i sc losed  inc idents  o f  sex i sm in  her  current  pos i t ion ,  emphas iz ing  ins tances  where  her
ideas  were  a l l eged ly  s to len  or  presented  as  someone  e l se ’ s  by  a  male  co l l eague ,  and  other
inc idents  where  i t  was  impl ied  to  compromise  herse l f  s exua l ly  for  promot ions .  In  a  more
severe  case ,  Maya  ind icated  that  her  exper ience  wi th  rac i sm had  reached  a  po int  where  l ega l
counse l  was  be ing  sought .  
  Converse ly ,  Harr ie t ,  So journer ,  Rosa ,  and  Bess i e  asser ted  that  they  are  aware  of  these
cha l l enges  but  had  not  exper ienced  any  form of  rac i sm,  sex i sm,  or  d i scr iminat ion  in  the i r
profess iona l  ro les .  Thi s  d ivers i ty  o f  perspect ives  h igh l ights  the  complex  and  mul t i face ted
nature  of  workplace  exper iences  for  B lack  Women in  l eadersh ip  ro les ,  par t i cu lar ly  those  in
the  45-and-o lder  demographic ,  compared  to  the i r  mi l l enn ia l  counterpar t s .  The  remote  work
context  a l so  emerged  as  a  s ign i f i cant  fac tor  in f luenc ing  the  nature  and  percept ion  of
workplace  b iases .  

Stress  and  Black  Women  in  Leadersh ip  
  Discuss ing  s t res s  and  work- l i f e  ba lance ,  Harr ie t ,  So journer ,  Ida ,  Fannie ,  and  Shi r l ey  shared
var ious  exper iences  and  perspect ives .  When asked  about  fac tors  that  cause  cha l l enges  in  the
workplace ,  Harr ie t ,  Ida ,  Fannie ,  and  Shi r l ey  s ta ted  that  they  of ten  f ind  themse lves  dea l ing
wi th  micro-aggress ions  a t  work  or  the  constant  bat t l e  o f  hav ing  to  prove  themse lves ,  which
adds  an  ext ra  layer  o f  s t res s .  
  Other  B lack  Women added  that  the  d i scuss ion  about  be ing  a  mother ,  a  wi fe ,  and  a
profess iona l  can  be  overwhe lming  and  the  pressure  to  exce l  in  every  ro le  takes  a  to l l  on  my
work- l i f e  ba lance .  Al l  B lack  Women shared  that  as  B lack  Women,  they  fee l  that  they  must
somet imes  have  to  work  twice  as  hard  to  ge t  recognized .  The  s t res s  o f  break ing  through those
g lass  ce i l ings  i s  r ea l  and  a f fec t s  our  work- l i f e  equ i l ibr ium.  
  Al l  B lack  Women noted  that  whi l e  they  were  s t res sed  regu lar ly  f rom t ry ing  to  f ind  ba lance ,
the  marr ied  Black  Women s ta ted  that  the i r  spouse  was  support ive  in  managing  the
household .  They  s ta ted  that  there  was  both  a  spoken  and  unspoken  expectat ion  that  they
would  s t i l l  be  overa l l  r e spons ib le  for  managing  both  the  ch i ldren  and  household
respons ib i l i t i e s .  Al though a l l  agreed  that  th i s  was  unfa i r  and  a  major  contr ibutor  to  s t res s
and  a  need  for  res t ,  “ge t t ing  i t  done  correc t ly”  was  s t i l l  the  end  goa l  for  everyone .  

“Strong  Black  Woman Stereotype”  
  Severa l  B lack  Women addressed  the  pervas ive  "Strong  Black  Woman Stereotype"  in  d i s t inc t
ways .  Harr ie t ,  So journer ,  Rosa ,  Ida ,  Fannie ,  Sh i r l ey ,  Maya,  and  Bess i e  addressed  the  not ion
that  th i s  s t e reotype  t races  i t s  roots  to  the  h i s tor ica l  exper iences  o f  B lack  Women dur ing
s lavery ,  spec i f i ca l ly  those  of  B lack  S lave  Women.  We were  of ten  forced  to  endure  hardsh ip
and d i sp lay  res i l i ence .  They  were  a l l  deep ly  pass ionate  about  the i r  de l ivery  on  th i s  top ic .
Sh i r l ey ,  an  educator ,  s ta ted  that  soc ie ty  has  h i s tor ica l ly  perpetuated  s tereotypes  in  the  media
that  pos i t ion  Black  Women as  s t rong ,  res i l i ent ,  and  ab le  to  wi ths tand  advers i ty  wi thout
showing  vu lnerab i l i ty .  Maya  and  Bess i e ,  who re fer  to  themse lves  as  “seasoned”  execut ives  in
corporate  Amer ica ,  expressed  the i r  in terna l  conf l i c t  in  adher ing  to  the  "Strong  Black  Woman
Stereotype . "  Whi le  she  embraces  her  res i l i ence  and  determinat ion ,  she  acknowledged  fee l ing
pressured  to  suppress  vu lnerab i l i ty  and  pr ior i t i ze  the i r  career  over  persona l  we l l -be ing .  
  The  other  B lack  Women argued  that  B lack  Women must  emphas ize  the  need  to  redef ine
s t rength  beyond soc ie ta l  norms  and  embrace  a  more  ho l i s t i c  and  authent ic  approach  to
leadersh ip .  This  sent iment  resonated  wi th  a l l  B lack  Women,  i l lus t ra t ing  the i r  s t rugg les
between  se l f -percept ion  and  externa l  expecta t ions .
  Al l  B lack  Women agreed  that  embrac ing  a  ho l i s t i c  and  rea l  approach  to  l eadersh ip  was
important  as  B lack  Women evo lved .  Harr ie t ,  So journer ,  Rosa ,  and  Maya  s ta ted  that
regu lar ly  re f l ec t ing  on  persona l  va lues  and  pr ior i t i e s ,  s e t t ing  c l ear  boundar ies  for  onese l f
whi l e  unders tanding  what  work- l i f e  ba lance  means  to  onese l f ,  and  a l ign ing  one ' s  l eadersh ip
approach  wi th  those  va lues  are  important .  
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 Educat ion  
  Harr ie t ,  So journer ,  Rosa ,  Ida ,  Fannie ,  Sh i r l ey ,  Maya,  and  Bess i e  d i scussed  the i r  academic
ach ievements  and  l eadersh ip  pos i t ions ,  prov id ing  va luable  ins ights  in to  the  mul t i face ted
cha l l enges  and  successes  they  encountered .  The  Black  Women h igh l ighted  how the i r  h igher
educat ion ,  inc lud ing  advanced  degrees  and  profess iona l  cer t i f i ca t ions ,  empowered  them.
Educat ion  was  seen  as  a  too l  for  break ing  through barr i e r s  and  ga in ing  cred ib i l i ty  in
leadersh ip  ro les .  Maya  s ta ted ,  “I  a lways  f e l t  some k ind  of  way  because  many  don’ t  know that
I  d idn ’ t  ge t  my degree ,  but  ye t  I  have  th i s  execut ive  ro le  in  spor t s  enter ta inment .”  She  s ta ted ,
“even  though I  worked  hard  for  25  years ,  I  don’ t  ge t  pa id  what  the  co l l ege  execs  ge t ,  i t ’ s
a lways  two s t r ikes  aga ins t  me  wi thout  the  degree .”  The  Black  Women ar t i cu la ted  the  un ique
cha l l enges  ar i s ing  f rom the  in tersec t iona l i ty  o f  be ing  Black  and  female  in  l eadersh ip .  
  Desp i te  the i r  educat iona l  accompl i shments ,  s evera l  women d i scussed  the  pers i s tent
s tereotypes  and  b iases  they  faced  as  B lack  Women in  l eadersh ip .  The  s tudy  revea led  the  need
to  cha l l enge  preconcept ions  and  prove  competence  beyond academic  qua l i f i ca t ions .  These
cha l l enges  encompassed  subt le  b iases ,  microaggress ions ,  and  the  need  to  nav igate  workplace
dynamics  in f luenced  by  race  and  gender .  Most  o f  the  conversat ion  revo lved  around ba lanc ing
profess iona l  commitments  and  persona l  l i f e .  Managing  l eadersh ip  respons ib i l i t i e s  whi l e
address ing  fami l ia l  and  persona l  needs  presented  a  constant  cha l l enge .
  The  Black  Women shared  the i r  s t ra teg ic  approaches  to  career  advancement ,  emphas iz ing  the
importance  of  cont inuous  l earn ing ,  mentorsh ip ,  and  networking .  The i r  journeys  re f l ec ted  a
commitment  to  profess iona l  deve lopment  beyond formal  educat ion .  Work- l i f e  in tegrat ion
emerged  as  a  cha l l enge .  The  women shared  exper iences  o f  b lending  the i r  profess iona l  and
persona l  l ives ,  address ing  the  complex i t i e s  o f  ach iev ing  ba lance  whi l e  exce l l ing  in  the i r
somet imes-demanding  ro les .  

Balanc ing  Home 
  Cons ider ing  Harr ie t ,  So journer ,  Rosa ,  Ida ,  Fannie ,  Sh i r l ey ,  Maya,  and  Bess i e ’ s  d iverse
fami ly  s t ructures ,  the  d i scuss ion  de lved  deeper  than  a  one-s i ze - f i t s -a l l  perspect ive .  Thi s
inc lus ive  approach  cons iders  ind iv idua l s  wi th  spouses  and  ch i ldren ,  s ing le  mothers ,  d ivorced
indiv idua l s ,  and  e lder ly  women.  The  thorough exp lorat ion  prov ides  va luable  ins ights  in to  the
dynamics  in f luenc ing  the  work- l i f e  ba lance  of  B lack  Women in  l eadersh ip .  I t  o f fer s  an
unders tanding  of  the  cha l l enges  and  successes  they  exper ience  wi th in  var ious  fami ly
s t ructures .  
Harr ie t ,  So journer ,  and  Rosa  d i scussed  jugg l ing  the i r  l eadersh ip  respons ib i l i t i e s  a longs ide
the  demands  of  ra i s ing  ch i ldren  and  mainta in ing  a  hea l thy  re la t ionsh ip  wi th  the i r  spouse .
They  shared  ins ights  in to  how fami ly  support  i s  c ruc ia l  in  her  work- l i f e  ba lance  and  how
often  i t  can  be  cha l l eng ing  to  make  everyone  happy  and  fu l f i l l ed .  So journer  and  Rosa
emphas ized  the  importance  of  e f fec t ive  t ime  management  and  c l ear  communicat ion  wi th  the i r
spouses .  Weekly  fami ly  meet ings  synchronized  schedules  and  shared  respons ib i l i t i e s ,  ensur ing
a  support ive  home env i ronment .  
        Fannie ’ s  s tory  about  ba lanc ing  work  and  l i f e  was  not  about  jugg l ing  her  career  and  k ids
but  a l so  fac tored  in  her  grandson.  This  happened  when  Rosa ’ s  younges t  ch i ld  had  a  ch i ld
unexpected ly ,  and  she  fe l t  that  the  ch i ld  was  not  mature  enough to  be  a  parent  and  prov ide
for  the  ch i ld ;  she  sa id ,  “Even  though I  wasn ’ t  t ry ing  to  re - ra i se  anybody,  I  had  to  do  what  I
had  to  do  for  my fami ly .”  I  d idn ’ t  have  t ime  to  worry  about  anyth ing  a f ter  that  but  t r i ed  to
get  another  promot ion  to  he lp  support  h im.  This  meant  I  was  gonna  have  to  work  more  than
what  I  was  a l ready  do ing” .  She  recounts  that  “I  was  never  home to  rea l ly  spend  t ime  wi th
h im when  he  was  f i r s t  born  because  I  had  to  prov ide .”  Ida  dec ided  to  bu i ld  a  t eam that  could
handle  th ings  wi thout  her .  The  a l te rnat ive  i s  hav ing  her  fami ly  a t  work  wi th  her ,  and  her
des i re  to  work  remote ly .  
       Ida ,  a  s ing le  mother  in  a  l eadersh ip  pos i t ion  in  the  medica l  f i e ld ,  emphas ized  the  un ique
cha l l enges  she  faces  as  the  so le  prov ider  for  her  fami ly .  She  descr ibed  how nav igat ing
profess iona l  re spons ib i l i t i e s  whi l e  a t tending  to  her  ch i ldren ' s  needs  requi res  s t ra teg ic
p lanning  and  res i l i ence .  She  s ta ted ,  “As  s ing le  mother ,  “I  rea l ly  depend on  my support
network,  inc lud ing  f r i ends ,  fami ly ,  and  communi ty  resources  to  he lp  me” .  She  d i scussed
us ing  f l ex ib le  work  hours  and  remote  work  opt ions ,  a l lowing  her  to  fu l f i l l  profess iona l  and
parent ing  dut ie s .  
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 Fannie  and  Shi r l ey ,  who both  went  through a  d ivorce  whi l e  in  a  l eadersh ip  ro le ,  h igh l ighted
the  impact  o f  such  l i f e  changes  on  the i r  work- l i f e  equ i l ibr ium.  One  par t i c ipant  shared  that
her  l eadersh ip  ro le  compromised  her  marr iage .”  I t  was  hard  to  turn  that  o f f  a t  home,”  she
sa id ,”  and  I  o f ten  fe l t  gu i l ty  when  I  cou ld  not ,  p lease  everyone .”  The  Black  Women appeared
to  be  ab le  to  re la te  to  her  s ta tement  by  nodding  the i r  heads .  

Flex ib i l i ty  
  They  spoke  about  the  need  for  f l ex ib i l i ty  in  the  workplace  dur ing  t rans i t iona l  per iods .
Fannie  shared  the  s ign i f i cance  of  open  communicat ion  wi th  her  employer  dur ing  th i s
t rans i t ion  as  d i f f i cu l t  as  i t  was  because  “I  was  “afra id”  to  seem vulnerab le  or  “weak”  to  the
whi te  men  or  women and  l i t t l e  do  they  know outs ide  of  work ;  my whole  l i f e  i s  fa l l ing  apar t
and  then  I  have  to  process  through those  raw emot ions  da i ly  and  s t i l l  meet  a  deadl ine .”  Rosa
s ta ted  “I  wish  I  would  have  the  opt ions  of  work ing  f rom home when  I  was  go ing  through my
divorce ,  a t  l eas t  I  cou ld  be  comfortab le  in  my own se t t ing  wi thout  hav ing  to  pre tend  to  be  ok
in  f ront  o f  people  I  cou ldn’ t  rea l ly  t e l l  anyth ing  to  because  they  bare ly  wanted  to  speak  l e t
a lone ,  care  about  my marr iage  fa l l ing  apar t .”  They  both  expressed  that  i t  was  important  to
negot ia te  f l ex ib le  work  arrangements  and  access  counse l ing  serv ices ,  which  were  s t ra teg ies
they  found ins t rumenta l  in  mainta in ing  the i r  work- l i f e  ba lance  dur ing  such  a  d i f f i cu l t  per iod
in  the i r  l ives .  
  Maya  and  Bess i e ,  women over  60 ,  shared  the i r  exper iences  o f  ba lanc ing  a  long-s tanding
career  wi th  s ign i f i cant  hea l th  cha l l enges ,  f inanc ia l  and  fami ly  dynamics  sh i f t s .  Maya  s ta ted ,
“I  would  go  to  work  wi th  tears  in  my eyes  f rom pa in  in  my body,  and  no  one  would  ask  what
was  wrong  wi th  me,  or  i f  they  d id .  They  would  say ,”  You’ l l  be  a l r ight ,”  as  i f  I  were  not  even
human!  But  i f  my  co-worker  c r i ed  over  someth ing  smal l  l ike  los ing  a  f i l e  on  her  computer ,
the  whole  t eam would  ra l ly  around her  to  make  sure  she  was  ok ,  she  was  even  a l lowed  to
leave  work  for  the  day ,  and  here  I  am s i t t ing  in  pa in .”  This  ins ight  sheds  l ight  on  the
complex i t i e s  e lder  B lack  Women faces  in  l eadersh ip  ro les .  Harr ie t  and  Rosa  shared  the i r
s t ra tegy  of  de legat ing  spec i f i c  re spons ib i l i t i e s  a t  work  and  opt imiz ing  the i r  l eave  t ime  for
appointments .  Harr ie t  sa id  “I  thr ive  on  organizat ion  and  s t ructure ,  re ly ing  heav i ly  on  l i s t s
and  schedules .  
  At  the  s tar t  o f  each  week ,  I  formulate  my top  three  pr ior i t i e s .  Every  day ,  I  narrow i t  down
to  a  smal l e r  l i s t  o f  three  c ruc ia l  tasks  and  jus t  read jus t ing  here  and  there  to  s tay  on  t rack
and accompl i sh  everyth ing  on  t ime .”  So journer  shared  “my th ing  i s ,  I  jus t  t e l l  everyone  what
i t  i s  that  I ’m go ing  through and  de legate  respons ib i l i t i e s ,  I  pre t ty  much  t reat  home l ike  work
somet imes  and  then  I  jus t  go  back  and  check  to  see  i f  i t ’ s  done  the  way  I  l ike  i t .”  

Unity  & Empowerment  
  When asked ,  "What  types  o f  support  sys tems ,  both  wi th in  and  outs ide  of  the  workplace ,
have  been  most  va luable  in  your  ques t  for  work- l i f e  ba lance ,  par t i cu lar ly  as  a  B lack  woman
in  l eadersh ip?"  there  was  a  common theme of  fa i th ,  fami ly ,  and  the  comradery  of  o ther  B lack
Women.  Col l ec t ive ly  they  shared  that  by  re ly ing  on  each  other  in  th i s  way ,  So journer  Truth
sa id ,  “Black  women bosses  rea l ly  jus t  s t i ck  together  because  there  aren ’ t  a  lo t  o f  us .”  
  Harr ie t  Tubman sa id ,  “We are  more  l ike ly  to  c reate  a  communi ty  wi th  each  other  so  we  can
have  a  p lace  addresses  cha l l enges  on ly  we  unders tand,  i t  r ea l ly  empower ing  in  the  workspace ,
but  I  th ink  too  many  of  us  ( s t rong  Black  Women)  in  a  group makes  other  groups
uncomfortab le .”  Ida  B.  Wel l s  and  Harr ie t  Tubman shared  that  they  have  not  had  a  pos i t ive
exper ience  work ing  wi th  other  B lack  Women in  Leadersh ip .  Ida  B.  Wel l s  s ta ted ,  “Her  ego
was  b igger  than  a  man and  d id  not  ‘ look  out ’  for  o ther  B lack  Women when  i t  came to
advancements .”  Harr ie t  Tubman s ta ted ,  “Black  Women superv i sors  can  be  d i f f i cu l t  to  work
for  somet imes  to  be  hones t .  They  are  o f ten  under  a  lo t  o f  s t res s  and  tend  to  take  that  out  on
everybody  around them.”  In  Harr ie t  Tubman’s  perspect ive ,  they  do  not  form support ive
communi ty  we l l  because  of  the i r  s t rong  persona l i t i e s .”  
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 Al l  the  women s ta ted  that  hav ing  a  support  ne twork  i s  empower ing  when  everyone  works
together .  They  a l so  s ta ted  that  they  re ly  on  the i r  fa i th  and  p lace  of  worsh ip ,  soror i t i e s ,
t rave l ,  and  bus iness  f r i ends  in  the i r  profess iona l  and  persona l  l ives .  They  shared  peer
mentorsh ip  ne twork  groups  whose  a im was  to  prov ide  support  and  empowerment .  The  women
stated  that  these  k inds  of  ne tworks  recognize  the  un ique  cha l l enges  that  on ly  B lack  Women
face .  

In terpre ta t ion  o f  the  F ind ings  
  The  s tudy ' s  f ind ings  conf i rm those  in  the  ex i s t ing  body  of  scholar ly  l i t e ra ture  that  support
the  cha l l enges  B lack  women in  l eadersh ip  pos i t ions  face  wi th  work- l i f e  ba lance  and  rac ia l
and  gender  equa l i ty .  B lack  women cont inue  to  face  s ign i f i cant  d i spar i t i e s  in  wages ,  unequal
t reatment ,  and  sys temic  oppress ion ,  as  ev idenced  by  ongoing  research  (Redden  &
Kasperkev ic ,  2016) .  
  The  d i scuss ion  on  s t res s  and  the  symptoms  they  exper ienced  because  of  the  work- l i f e
imbalance  h igh l ighted  the  addi t iona l  pressures  faced  by  Black  women.  B lack  women
frequent ly  face  e l evated  l eve l s  o f  depress ion  and  anx ie ty  and  are  o f ten  hes i tant  to  seek  he lp
(Cole  & Secre t ,  2010) .  In  th i s  s tudy ,  many  of  the  B lack  Women par t i c ipants  ment ioned
exper ienc ing  moderate  to  e l evated  l eve l s  o f  s t res s  regu lar ly ,  such  as  a  lack  of  s l eep  or  res t ,
headaches ,  poor  eat ing  habi t s ,  anx ie ty ,  and  depress ion .   
  Address ing  the  s te reotypes  that  p lague  Black  women’s  ex i s tence ,  a l l  the  Women expressed
that  they  have  of ten  fe l t  the  need  to  work  twice  as  hard  for  recogni t ion .  The  "Strong  Black
Woman Stereotype"  emerged  as  a  pervas ive  theme,  in f luenc ing  se l f -percept ion  and  externa l
expectat ions .  When d i scuss ing  the  in f luence  of  s te reotypes ,  the  "Strong  Black  Woman
Stereotype"  emerged  as  a  pervas ive  theme,  in f luenc ing  se l f -percept ion  and  externa l
expectat ions ,  increas ing ly  adding  complex i ty  to  the i r  exper iences .  Accord ing  to  Ti l lman-
Meakins  (2017)  a  s t rong  Black  W oman i s  “an  ever - se l f - sacr i f i c ing  woman who i s  emot iona l ly
unaf fec ted ,  se l f - suf f i c i ent ,  and  respons ib le  for  meet ing  the  needs  of  o thers  in  her  fami ly  and
the  communi ty  be fore  herse l f”  (pg .  4 ) .  The  s tudy  revea l s  that  these  B lack  Women were  t i red
of  rece iv ing  pres t ig ious  t i t l e s  for  exchange  for  low wages  and  an  increase  in  work  and  home
respons ib i l i t i e s .   
  When d i scuss ing  educat iona l  ach ievements ,  they  were  seen  as  empower ing  too l s .  However ,  i t
was  d i scussed  that  there  i s  a  cont inuous  need  to  cha l l enge  rac ia l  and  gender  b iases  and  prove
one ' s  competence  beyond academic  qua l i f i ca t ions .  Accord ing  to  Berns te in  (2015) ,  “Black
females  are  more  l ike ly  than  other  f emales  to  report  hav ing  to  prove  themse lves  over  and
over  aga in”  (pg .  1 ) .  The  s tudy  revea led  the  ongoing  need  to  cha l l enge  b iases  and  prove
competence  beyond academic  qua l i f i ca t ions .  Shar ing  the i r  f rus t ra t ion  of  constant ly  “get t ing
cut  in to  a  mi l l ion  p ieces  in  the  e f for t  o f  break ing  g lass  ce i l ings  in  the  workplace” .  They
expressed  that  workplace  micro-aggress ion  was  a  breed ing  ground to  make  h igh ly  educated
and qua l i f i ed  Black  women fee l  in fer ior  and  ins ign i f i cant  whi l e  us ing  work  per formance
eva luat ions  as  a  too l  to  ho ld  Black  Women back  f rom equi tab le  pay  and  promot ion
opportuni t i e s .  These  Women shared  s t ra teg ies  for  career  advancement ,  emphas iz ing
cont inuous  l earn ing ,  mentorsh ip ,  and  networking .  The  d i scuss ion  a l so  de lved  in to  the
cha l l enges  o f  ba lanc ing  home l i f e ,  cons ider ing  d iverse  fami ly  s t ructures .   
  Ins ights  f rom s ing le  mothers ,  d ivorced  ind iv idua l s ,  and  e lder  women in  l eadersh ip  ro les
prov ided  a  comprehens ive  unders tanding  of  the  complex i t i e s  faced  by  Black  Women.
Flex ib i l i ty ,  open  communicat ion ,  and  support  ne tworks ,  both  wi th in  and  outs ide  the
workplace ,  emerged  as  c ruc ia l  fac tors  in  ach iev ing  work- l i f e  ba lance .  
  The  d i scuss ion  conc luded  wi th  re f l ec t ions  on  the  s ign i f i cance  of  fa i th ,  fami ly ,  and  the
camarader ie  o f  B lack  Women in  l eadersh ip  ro les .  Desp i te  var ied  exper iences ,  a l l  e ight
Women emphas ized  the  empower ing  e f fec t s  o f  support  ne tworks  and  the  need  to  address
cha l l enges  un ique  to  B lack  Women co l l ec t ive ly .  Many agreed  that  they  fe l t  there  was  power
in  numbers  and  had  a  respons ib i l i ty  to  other  B lack  Women to  champion  equa l i ty  in  every
way.  Hear ing  the  women ' s  l ives ,  th i s  s tudy  contr ibutes  va luable  ins ights  for  organizat ions ,
po l i cymakers ,  and  ind iv idua l s  s t r iv ing  to  c reate  inc lus ive  and  support ive  env i ronments  for
Black  Women in  l eadersh ip .  
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  Shar ing  the i r  exper ience  about  what  they  fe l t  needed  to  be  done  to  ach ieve  a  be t ter
outcome,  a l l  e ight  Women engaged  in  d i scuss ion  about  s t ra teg ies  for  career  advancement ,
emphas iz ing  the  need  for  cont inuous  l earn ing ,  mentorsh ip ,  and  networking .  The  cha l l enges  o f
ba lanc ing  marr iages ,  ch i ldren ,  or  qua l i ty  t ime  wi th  f r i ends  and  fami ly  s t res s  the  importance
of  workplace  f l ex ib i l i ty  through remote  work  opt ions  (Harr i s ,  2020) .  The  lad ies  ta lked  about
the i r  workplace  exper ience  be fore  they  had  a  remote  pos i t ion .  They  had  to  br ing  work  home
or  schedule  most  o f  the i r  important  appointments  a f ter  work ,  somet imes  miss ing  those
appointments  for  the i r  ch i ldren  or  themse lves ,  because  they  somet imes  had  to  work  la te .  Thi s
he lped  them to  be  there  emot iona l ly  and  phys ica l ly  for  the i r  husbands  and  ch i ldren ,  which
improved  the i r  re la t ionsh ips  and  made  the i r  work- l i f e  ba lance  hea l th ier .  Ida  s ta ted  that
“remote  work  saved  my marr iage” .  Remote  work  g ives  f l ex ib i l i ty  to  be  in  a  work  meet ing
whi le  do ing  household  tasks  dur ing  the  workday  he lped  to  manage  the i r  t ime  bet ter  and  cut
down on  even ing  task  l ike  prepar ing  mea l s  for  the  fami ly ,  whi l e  Harr ie t  s ta ted  i t  r educed
s t ress  f rom compet ing  wi th  heavy  t ra f f i c  to  and  f rom work  and  to  be  a  fami l iar  se t t ing  that
they  have  persona l i zed  made  them fee l  eager  to  work  on  new pro jec t s .  
  When address ing  se t t ing  hea l thy  boundar ies  over  t ime .  Al l  the  women shared  that  hav ing  an
accountabi l i ty  par tner  was  one  of  the  s t ra teg ies  used ,  whether  that  was  a  reminder  on  the i r
phone  or  a  person  to  remind  them of  those  se t  t imes  to  s top  working  for  the  day .  They  agreed
in  the  group d i scuss ion  that  by  se t t ing  boundar ies  and  l eav ing  work  a t  a  spec i f i c  t ime ,  they
managed  to  separate  work  f rom the i r  persona l  l i f e ,  whether  in  the  of f i ce  or  f rom home.  
The  need  for  menta l  and  emot iona l  re s t ,  outs ide  support ive  ne tworks  l ike  church ,  soror i t i e s ,
and  support  groups  that  spec i f i ca l ly  speak  to  the  needs  of  B lack  Women,  and  where  support
i s  encouraged ,  expected ,  and  ce lebrated .  

Recommendat ions  
  Af ter  co l l ec t ing  the  data  on  Black  Women in  l eadersh ip  and  work- l i f e  ba lance ,  severa l
impl ica t ions  were  d i scovered .  F i r s t ,  organizat ions  must  recognize  and  address  B lack
Women ' s  un ique  cha l l enges  in  l eadersh ip  ro les .  Thi s  inc ludes  implement ing  po l i c i e s  and
pract i ces  that  support  work- l i f e  ba lance ,  such  as  f l ex ib le  schedul ing ,  remote  work  opt ions ,
and  fami ly - f r i endly  benef i t s .  Addi t iona l ly ,  there  i s  a  need  for  more  d ivers i ty  and  inc lus ion
in i t ia t ives  that  promote  equa l  opportuni t i e s  for  career  advancement  and  support  B lack
women to  thr ive  in  l eadersh ip  pos i t ions .  Organizat ions  can  improve  re tent ion  ra tes  and
fos ter  a  more  d iverse  and  equi tab le  workforce  by  creat ing  inc lus ive  env i ronments  that  va lue
d ivers i ty  and  support  work- l i f e  ba lance .  
 In  addi t ion  to  the  qua l i ta t ive  methods  used  in  th i s  re search ,  fu ture  researchers  should
cons ider  conduct ing  a  quant i ta t ive  survey  to  gather  broader  ins ights  and  s ta t i s t i ca l  data  on
work- l i f e  ba lance  among Black  Women Leaders .  Quant i ta t ive  research  i s  a  sys temat ic
empir i ca l  inves t igat ion  that  uses  s ta t i s t i ca l ,  mathemat ica l ,  or  computat iona l  t echniques  to
co l l ec t ,  ana lyze ,  and  in terpre t  numer ica l  data .  I t  a ims  to  quant i fy  re la t ionsh ips ,  pat terns ,
and  phenomena  to  genera l i ze  f ind ings  to  a  larger  populat ion  or  draw s ta t i s t i ca l  in ferences .   
  The  survey  could  inc lude  s tandard ized  sca les  or  ques t ionnai res  to  assess  d i f f e rent  aspect s  o f
work- l i f e  ba lance ,  such  as  work load,  fami ly  respons ib i l i t i e s ,  support  sys tems ,  and  overa l l
sa t i s fac t ion .  By  co l l ec t ing  quant i ta t ive  data ,  re searchers  can  ana lyze  t rends ,  corre la t ions ,
and  assoc ia t ions  that  prov ide  s ta t i s t i ca l  ev idence  to  complement  qua l i ta t ive  f ind ings .  
 In tegrat ing  qua l i ta t ive  and  quant i ta t ive  methods  wi l l  o f fer  a  more  profound unders tanding
whi le  combin ing  narrat ives  wi th  empir i ca l  data .  Tr iangulat ing  f ind ings  f rom both  methods
can  enhance  the  va l id i ty  and  re l iab i l i ty  o f  the  research .  
  

 Conc lus ion  
  Th i s  re search  proved  why  work- l i f e  ba lance  i s  v i ta l  to  a  B lack  Woman’s  ex i s tence .  At ta in ing
a  ba lance  be tween  work  and  persona l  l i f e  poses  a  cons iderab le  cha l l enge  for  many  Black
women who l ead  others  and  who f requent ly  confront  the  demands  of  both  domains .  Jugg l ing
profess iona l  re spons ib i l i t i e s  a longs ide  households  o f ten  resu l t s  in  e l evated  s t res s  l eve l s ,
he ightened  anx ie ty ,  and,  in  some cases ,  depress ion .  Never the les s ,  cu l t ivat ing  support ive
fami ly  dynamics ,  tapping  in to  ava i lab le  outreach  programs  and  resources ,  and  embrac ing
f l ex ib le  work  arrangements  can  s ign i f i cant ly  enhance  autonomy and  we l l -be ing  across  var ious
aspect s  o f  B lack  women ' s  l ives .   
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 By  pr ior i t i z ing  se l f - care  and  es tab l i sh ing  c l ear  boundar ies ,  B lack  women can  e f fec t ive ly
nav igate  the i r  profess iona l  and  persona l  ob l igat ions  whi l e  fos ter ing  a  more  harmonious
coex i s tence  be tween  the i r  work  and  home l ives  and  enhanc ing  the i r  overa l l  qua l i ty  o f  l i f e .  In
conc lus ion ,  the  journey  toward  ach iev ing  work- l i f e  ba lance  i s  e s sent ia l  for  the  ho l i s t i c  we l l -
be ing  of  B lack  women in  l eadersh ip  pos i t ions .  By  l everag ing  support ive  ne tworks ,  access ing
resources ,  and  advocat ing  for  workplace  f l ex ib i l i ty ,  B lack  women can  create  env i ronments
that  a l low them to  profess iona l ly  and  persona l ly  thr ive .  Pr ior i t i z ing  se l f - care  and  se t t ing
boundar ies  are  c r i t i ca l  s t eps  in  ach iev ing  th i s  ba lance ,  l ead ing  to  greater  sa t i s fac t ion ,
fu l f i l lment ,  and  cha l l eng ing  sys temat ic  oppress ion  in  the  workplace  for  the  next  generat ion
of  B lack  women who wi l l  l ead .  
 As  a  B lack  Woman researcher ,  Dr .  Goodwin ' s  pos i t iona l i ty  i s  deep ly  rooted  in  l ived
exper ience ,  cu l tura l  ident i ty ,  and  a  commitment  to  ampl i fy ing  the  vo ices  o f  marg ina l i zed
women in  l eadersh ip .  Her  perspect ive  br ings  authent ic i ty  and  ins ight  to  the  exp lorat ion  of
the  h i s tor ica l  f ramework  of  B lack  women l eaders  and  the  complex i t i e s  o f  work- l i f e  ba lance .
To avoid  researcher  b ias ,  Dr .  Goodwin  employs  re f l ex iv i ty ,  cons i s tent ly  acknowledg ing  her
own perspect ives  whi l e  center ing  par t i c ipants '  narrat ives  through e th ica l ,  cu l tura l ly
respons ive  methodolog ies .  She  embraces  a  c r i t i ca l ,  in tersec t iona l  l ens  to  ensure  that  power
dynamics  and  sys temic  barr i e r s  are  thought fu l ly  examined.  This  approach  a l lows  her  research
to  be  both  persona l ly  in formed and  academica l ly  r igorous .      
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