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Therefore, our research seeks to answer: (a) how does race and gender
influence how Black women academic nurse leaders’ function in their
leadership positions; (b) how does race and gender influence how their /
peers in academic nursing perceive them,; and (c) how does the perception

' ~~ ofrace, gender, class, and power influence the diversity, equity, and
~Inclusion initiatives in the workplace?






sonceptual Framework: Critic
ace Theory (CRT)

" As described by Parker and Villalpando (2007, pp. 520-521), CRT includes: ) -
« an acknowledgment of the centrality of race and racism | ( |

a challenge to the dominant ideology " f
a commitment to social justice and praxis /
a centering of experiential knowledge, and "

an approach that honors historical context and promotes interdisciplinary
perspectives.
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Number of years as | to 5 3 (9%)
nurse educators 6to 10 8 (24%)

/ Characteristic Level n (%) | ITto 15 12 (35%)

// Table 1. Participant Demographic Characteristics.

Age in years

31 to 40
4| to 50
51 to 60
6l to 70

3 (9%)

7 (21%)
13 (38%)
10 (29%)

\ 16 to 20 8 (24%)

-

Number of years in
nursing education

2| to 25
26 to 30
|l to 5

6to 0

0 (0%)
3 (9%)
18 (53%)
12 (35%)

71 and older I (3%) leadership

Highest level of nursing Master’s degree 2 (6%) Characteristic Level n (%)
education Doctor of Nursing Practice 6 (18%) Il to I5 4 (12%)

(DNP) Appointment type Non-tenure track 9 (26%)
Doctor of Education (EdD) 7 (21%) Tenure track - Not tenured 7 (21%)
Doctor of Philosophy (PhD) 16 (47%) Tenure track-Tenured 8 (24%)
Other doctoral degree 3 (9%) Not applicable 10 (29%)
Number of years in | to 15 3 (9%) Leadership positions ~ Dean 2 (6%)
nursing profession 16 to 20 5 (15%) Associate/Assistant Dean 7 (21%)
2| to0 25 4 (12%) Program director/ Department 18 (53%)
26 to 30 7 (21%) chair
31 to 35 > (15%) Assistant director/Chair 4 (12%)

36 to 40 7 (21%) 5 . 1
4| and longer 3 (9%) rogram coordinator (9%)
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Paying a Personal
Price for
Authenticity

Being the Only One is
Hard Even When You are
in Charge

Being Perpetually
Othered

Race Burden is
Ever-present

You are Being

Overly Sensitive, or
You Misunderstand

Sometimes I Just
Need a Moment to
Breathe

An Hlusion of Diversity
and Inclusion While
Trying to Survive

Fitting-in Culture
versus Inclusion
Culture

Lone Voices
(Diversity
Champions)

Choosing My
Battles Carefully

A Focus on Building
and Sustaining
Diversity, Equity, and
Inclusion
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