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ABSTRACT 

Purpose 

The purpose of this study is to describe the perspectives of African American 

women secondary school administrators’ experiences regarding career barriers in the 

workplace.  African American women in secondary education are challenged with many 

career barriers.  For this study, educational administrators are defined as superintendent, 

principals, and assistant principals in the secondary setting.  In addition, horizontal 

violence amongst African American women research has primarily focused on the 

nursing field by several researchers (Farrel, 1999; Fudge, 2006; Sadala & De Adorno, 

2001; Thomas & Burk, 2009); since there is limited research on horizontal violence in the 

educational leadership field.  The researchers that have studied horizontal violence in 

educational leadership are (Edson,1988; Funk, 2004; Martin-Ogburn, 2012; Matthews, 

1995; Randolph, 2015).  According to Linda Tillman (2004), much of the research on 

African American women in education is conducted by White researchers. 

Methodology 

The purpose of this descriptive study was to describe the perspectives of African 

American women secondary school administrators, experiences regarding horizontal 

violence in the workplace.    The qualitative research methodology of hermeneutical 

phenomenology was used for the study.  A total of eight African American women 

administrators of secondary schools were the participants.  These women were 

interviewed to gain knowledge of their feelings and to learn what they perceived and 

sensed through their own self-awareness and experiences.  
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Findings 

Findings from the interviews showed differences in perspectives based on age 

groups.  The interview questions chosen showed various aspects of career barriers 

African American women administrators in secondary schools’ experience.  In particular, 

the questions displayed their lived experience of horizontal violence.   The 

emergent themes were: (a) African American women secondary school administrators 

feel that they are not supported at the campus level and district level; (b) African 

American women secondary school administrators ages 51 and over viewed support 

differently from the younger participants; (c) African American women secondary school 

administrators did not know how to put horizontal violence into words; (d) African 

American women secondary school administrators are micromanaged; (e) African 

American women secondary school administrators often experience verbal abuse and 

sabotage in their role of administrator; (f) African American women administrators of 

secondary schools who experienced horizontal violence had increased likelihood of 

health issues; (g) African American women administrators of secondary schools who are 

45 years of age and up will not take off work because of horizontal violence; (h) The 

ability to ignore horizontal violence shows your strength; (i) The generalizations African 

American women secondary school administrators face that negatively impact reputation 

and performance; and (j) The perception that African American women secondary school 

administrators do not require support. 

Conclusions 
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 Based on the responses from the participants in this study, people will see the 

importance of teaching educational staff about the calamities African American women 

face while trying to pursue career advancement.  This study will also enlighten oppressed 

populations of their oppression, in order to liberate them.  Most importantly it will 

encourage African American women administrators to become mentors to other African 

American women on the journey to becoming an administrator. 

  
KEY WORDS:   Administrator, African American Woman, Career Barriers, Colorism, 
Crabs in a Barrel, Horizontal Violence, Secondary Setting, Workplace Bullying. 
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CHAPTER I 
INTRODUCTION 

According to Superville (2016), the nation’s K-12 education system is dominated 

by women; 76% are teachers, 52% are principals, and 78% are central office 

administrators.  Of the 76% of employed teachers, 56% hold a masters degree or higher 

(National Center for Education Statistics, 2014).  Fifty-four percent of the nation’s public 

school principals are women; 33% of the women that hold principalships in the nation are 

at the high school level (National Center for Education Statistics, 2017).  Of this 33%, ten 

percent are African American women (National Center for Education Statistics, 2007-

2008). Although women lead the teaching workforce by 76%, African American women 

administrators are disproportionately low.   

  In the opinion of Linda Tillman (2004), although the educational field has 

diversely grown, educational leadership has not, especially among African American 

women.  Although, women have made great advancements in educational leadership, 

African American women are still limited in the roles they can acquire (Randolph, 2015).  

Leadership positions such as, assistant principal, principal, and superintendent are very 

difficult for African American women to obtain (Randolph, 2015; Reis, Young & Jury, 

1999; Riehl & Byrd, 1997; Wrushen & Sherman, 2008).  According to Randolph (2015), 

their limited access to leadership positions is a result of being a double minority; African 

American and women.   

 In a 1997 study, African American women in leadership faced many hurdles 

during their leadership journey; these obstacles faced, also became career barriers that 

affected their advancement into higher leadership positions (Pollard, 1997).  Although 

faced with stumbling blocks, some African American women were able to maneuver 
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themselves into educational leadership positions.  These women were able to become 

building principals, assistant principals, and superintendents of campuses and districts 

with low socio-economic statuses (Bridges 2010; Jeffcoat, 2008; Murtadha &Larson, 

1999; Pollard, 1997; Randolph, 2015).   Even though acquiring the leadership role was an 

accomplishment, their reward came with barriers.  According to research by Brown 

(2005), these women were hired to lead poorly funded urban districts and schools.  

Poorly funded schools were not their only barrier, but academically challenged schools 

were another barrier (Bridges 2010; Jeffcoat, 2008; Murtadha &Larson, 1999; Pollard, 

1997; Randolph, 2015). 

 African American women administrators of secondary schools face many more 

career barriers besides being a double minority and being placed in poorly funded at risk 

districts and schools (Randaolph, 2015).  One of these barriers is nepotism.  Nepotism is 

the giving of jobs to family members and friends based off kinship and familiarity; not 

based off of credentials (Merriam-Webster, n.d.).   Moore (2009), suggested that African 

American women administrators of secondary schools are also met with the following 

barriers: (a) stereotypes, (b) qualifications, and (c) loneliness from their own race.  

Researcher Carole Funk (2002) expounds on a barrier that is unique to oppressed people; 

this barrier is horizontal violence.  In Funk’s research, she infers that African American 

women administrators of secondary schools encounter the barrier of horizontal violence 

quite frequently.  This study focused on the career barrier, horizontal violence. 

Professional women in Australia coined a term that describes the blight of 

hardworking, accomplished, and opinionated women who are successful in their careers; 

they called this term the tall poppy syndrome (Martin-Ogburn, 2012).  According to 
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Polley (1996), the tall poppy syndrome is a phrase that signifies if a poppy grows taller 

than its counterparts, more than likely, its head will be chopped off.  In line with Polley’s 

tall poppy syndrome, Carole Funk (2002) inferred this same enigma happens to minority 

women in educational administration; she also stated that many African American 

women administrators become victims of horizontal violence.   

Horizontal violence is a term used to describe lateral bullying, in the educational 

workplace, by women.  This phrase was created by a South American educator, Paulo 

Freire.  Freire (1970) defined horizontal violence as “the curious behavior of members of 

oppressed groups, who often lash out at their peers, in response to oppression, instead of 

attacking their oppressors” (p. 45).  This dilemma has made promotion in academia 

difficult for African American women, especially African American women 

administrators.  Some of these administrators have described their journey as one filled 

with barriers; these barriers have made their process to leadership more laborious than 

their male counterparts.  The problem that these women have faced as an administrator is 

the lack of loyalty and support from women that are of the same ethnicity (Gupton and 

Slick 1996).  Along with the lack of loyalty, these women have become oppressed by a 

white dominated society and now, by their sisters who are also oppressed.   

In this chapter, the researcher provided the (a) introduction; (b) Houston Baptist 

University pillars (c) background of the study; (d) statement of the problem; (e) statement 

of the purpose and significance; (f) research questions; (g) definition of terms; (h) 

theoretical framework; (i) limitations; (j) delimitations; (k) assumptions; and (l) 

organization of the study.   
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Houston Baptist University’s Pillar Six:  Renew Our Campus, Renew Our 
Community 

 This dissertation is associated with Houston Baptist University’s Pillar Six:  

Renew Our Campus, Renew Our Community.  The biblical scripture that is 

representative of this pillar is: 

“Ye are the salt of the earth: but if the salt have lost his savor, wherewith shall it 

be salted? It is thenceforth good for nothing, but to be cast out, and to be trodden 

under foot of men.  Ye are the light of the world. A city that is set on a hill cannot 

be hid. Neither do men light a candle, and put it under a bushel, but on a 

candlestick; and it giveth light unto all that are in the house. Let your light so 

shine before men, that they may see your good works, and glorify your Father 

which is in heaven.”  (Matthew 16-5:13 , The King James Version With 

Apocrypha).   

The nation’s K-12 education system is dominated by women; 76% are teachers, 52% are 

principals, and 78% are central office administrators (Superville, 2016).  With women at 

the forefront of the K-12 education system, their interactions with each other is pivotal.  

Their social interactions and trailblazing feats are being watched by young girls who will 

pattern their lives after them; their mannerisms, work ethic, and synergy with peers will 

mimic their foremothers, aunts, sisters, cousins, teachers, and administrators.  It is every 

woman’s charge to make sure they are setting a standard of excellence for younger 

women to aspire to.  This dissertation will help African American Women Administrators 

keep their charge of excellence for young girls of color, as well as helping them to renew 

their communities. 
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Houston Baptist University’s Pillar Ten:  Move to the Next Level as an Institution 

 This dissertation is associated with Houston Baptist University’s Pillar Ten:  

Move to the Next Level as an Institution.  The biblical scripture that is representative of 

this pillar is: 

“He that is faithful in that which is least is faithful also in much: and he that is 

unjust in the least is unjust also in much.” (Luke 16:10, The King James Version 

With Apocrypha).   

 Horizontal violence amongst African American women research has primarily 

focused on the nursing field by several researchers (Farrel, 1999; Fudge, 2006; Sadala & 

De Adorno, 2001; Thomas & Burk, 2009); since there is limited research on horizontal 

violence in the educational leadership field.  Furthering this research will help make 

educational institutions aware of this dilemma amongst African American women 

educators.  It will also open professional development opportunities on the point at issue; 

although the training may not put an end to horizontal violence completely, it will 

gradually help remedy this quandary, as well as, increase retention rates of African 

American women administrators. 

Background of the Study 
 

The Workplace Bully Institute [WBI] (2014) defined workplace bullying as “the 

repeated health-harming mistreatment of one or more persons by one or more 

perpetrators” (p. 2). It is the abusive conduct that is threatening, humiliating, or 

intimidating, along with interference — sabotage — which prevents work from getting 

accomplished.  Alsever (2008) referenced that bullying in the workplace can be blatantly 
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or subtly seen; it is not difficult to notice a bully if you are receiving complaints of 

screaming, tantrums, public humiliation, sabotage, and / or verbal abuse. 

Statement of the Problem 
 
 The 2000 American Association of School Administrators’ (AASA) ten year 

study of the American School Superintendent, whose sample population was 2,262 which 

only had 297 women superintendents; 5.1% of the 297 women superintendents were 

African American (Martin –Ogburn, 2012).  After analyzing these findings, the authors 

found it was disturbing that women and minority superintendents have increases of 

approximately 6.6% and 1.2% (Glass, Bjork, & Bruner, 2000).  The low number of 

African American women administrators can be contributed to horizontal violence and 

barriers.  These barriers are insufficient amounts of mentoring, training, small or non-

existent professional networking, and discrimination (Martin-Ogburn, 2012).  According 

to Crawford & Smith (2005), African American women administrators’ leadership 

journey is filled with isolation, loneliness, and discrimination, which inhibits their 

success in the field.  These women must compete daily with the White male culture, 

White women, and other minorities in the field (Denton, 1990).   

Statement of the Purpose and Significance 
 

The purpose of this study was to describe the perspectives of African American 

women secondary school administrators’ experiences regarding career barriers in the 

workplace.  This study highlighted the career barrier, horizontal violence.  For this study, 

educational administrators are defined as a superintendent, principals, and assistant 

principals in the secondary setting; this includes grades 9, 10, 11, and 12.  There is 

limited research on horizontal violence in the educational leadership field.  However, 
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horizontal violence amongst African American women research has primarily focused on 

the nursing field by several researchers (Farrel, 1999; Fudge, 2006; Sadala & De Adorno, 

2001; and Thomas and Burk,2009).   

According to Linda Tillman (2004), much of the research on African American 

women in education is conducted by White researchers.  This research is significant 

because it will explore African American women in the role of secondary school 

administrators’ perspectives of horizontal violence.  Also, readers will be able to 

experience horizontal violence vicariously through the lived experiences of African 

American women administrators in secondary settings via interviews.                                     

Research Questions 
 
The following questions will guide this study: 

1. What are the perceptions of African American women administrators regarding 

the influence of horizontal violence on job satisfaction?  

2. What are the perceptions of African American women administrators regarding 

the influence of horizontal violence on personal health? 

3. What recommendations would African American education administrators offer 

women experiencing horizontal violence in the workplace? 

Definition of Terms 
 
Administrator 

  According to the National Center on Safe Supportive Learning Environments 

(2018), an administrator is an educational professional that is responsible for providing 

instructional leadership and development; he or she implements and evaluates systems, 
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policies, and procedures for the schools and districts they serve.  In the K-12 setting, 

superintendents, principals, and assistant principals usually fill this role. 

African American Woman 

An African American woman culturally identifies with the descendants of slaves 

brought from Africa by force to work in the United States.  In addition, they also identify 

with the suffrage of limited rights and have been denied a fair share in the social 

economic progress of the United States (Hollis, 2018).  

Colorism 

 Colorism is considered racism or favoritism of people within the same race based 

solely on their complexion (Walker, 1983). 

Crabs in a Barrel 

 Crabs in a barrel is a representation that describes the mentality and behaviors of 

individuals belonging to or identifying with a particular community or culture, whom 

sabotages other members’ opportunities for advancement and achievement; they do not 

want any member of the group to surpass their economic social class (Miller, 2015).  

Horizontal Violence 

 Horizontal violence is a term used to describe lateral bullying, in the educational 

workplace, by women.  This phrase was created by a South American educator, Paulo 

Freire.  Freire (1970) defined horizontal violence as “the curious behavior of members of 

oppressed groups, who often lash out at their peers, in response to oppression, instead of 

attacking their oppressors” (p. 45). 
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Secondary Setting 

 Secondary setting is the term used to describe high schools that enroll students in 

the upper grades, generally 9-12 with variations (U.S. Department of Education, 2008). 

Workplace Bullying 

Workplace bullying is defined by the Workplace Bully Institute [WBI] (2014) as 

“the repeated health-harming mistreatment of one or more persons by one or more 

perpetrators” (p. 2). It is the abusive conduct that is threatening, humiliating, or 

intimidating, along with interference — sabotage — which prevents work from getting 

accomplished. 

Theoretical Framework 
 

The oppression theory will serve as the basis for the theoretical foundation for this 

study.  It is the curious behavior of members of oppressed groups that strikeout at peers 

because of their oppression instead of attacking their oppressors (Funk, 2002).  Paulo 

Freire (2017), described the occasional factor for this behavior is powerlessness and 

impotence of the oppressed. Furthermore, they fear being severely punished if they attack 

their oppressors and their coping mechanism used to deal with their frustration from 

oppression which is directing acts of violence toward one another.  In addition, the 

feminist theory and organizational climate will support the oppression theory for the 

theoretical foundation. 
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Figure 1. Oppression Theory 

 

    Figure 1:  This figure represents the theoretical framework. 

Limitations 
 

According to Lunenberg and Irby (2008), limitations in research are matters and 

occurrences that arise in the study, which are out of the researcher’s control, because they 

may influence the perception of research findings; therefore, it is imperative for the 

researcher to state the limitations of the study to avoid any misinterpretations of the 

findings.  The limitations of this study include the following: 

1. There was very little research that focused on horizontal violence among African 

American  

School Administrators (Funk, 2002). 

2. Only focusing on African American Secondary School Administrators. 

3. Participant responses may be bias if participants have encountered horizontal 

violence. 
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Delimitations 
 

The delimitations of a study are those characteristics which arise from the limitations 

in the scope of the study (boundaries are defined by the researcher) by conscious 

exclusionary and inclusionary decisions made during the development of the study 

(Lunenberg & Irby, 2008).  The delimitations of this study include the following: 

1. Participants were secondary administrators for at least five years of experience. 

2. All participants were African American women. 

3. Participants were limited to the state of Texas. 

Assumptions 
 
 Assumptions are conditions that are assumed to be true and supports the validity 

of the study.  They direct the design of the research, provide meaning to the conclusions, 

and gives the framework for recommendations (Lunenberg & Irby, 2008).  Three general 

assumptions of this study were: 

 1.  The survey used in this study was valid for the purpose intended. 

 2.  The participants understood the survey and responded objectively and 

honestly. 

 3.  The interpretation of the data collected reflected what participants intended. 

Summary and Organization of the Study 
 

This study was organized into five chapters.  Chapter I included introduction, 

HBU pillard, background of the study, statement of the problem, statement of the purpose 

and significance, research questions, definition of terms, theoretical framework, 

limitations, delimitations, assumptions, and organization of the study.  In chapter II, the 

literature review included: (a) introduction of the purpose; (b) historical overview; (c) 
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women’s journey into educational leadership (d) horizontal violence amongst oppressed 

populations; (e) theoretical frameworks; (f) workplace violence; (g) summary.  In 

Chapter III, the researcher described the methodology that was used in this study which 

included research design, participants, context and setting, instrumentation, data 

collection, and data analysis.  Chapter IV included analysis of the findings from the 

interviews.  Chapter V included the summary, conclusion, implications and 

recommendations for future studies. 
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CHAPTER II 

REVIEW OF LITERATURE 
 

The purpose of this study was to describe the perspectives of African American 

women secondary school administrators’ experiences regarding horizontal violence in the 

workplace.  Campus leadership in the public school system has changed drastically.  The 

public school administrative field that was once dominated by Caucasian males is now 

dominated by Caucasian women.  According to Superville (2016), the nation’s K-12 

education system is dominated by women; 76% are teachers, 52% are principals, and 

78% are central office administrators.  Of the 76% of employed teachers, 56% hold a 

masters degree or higher (National Center for Education Statistics, 2014).  Fifty-four 

percent of the nation’s public-school principals are women; 33% of the women that hold 

principalship in the nation, are at the high school level (National Center for Education 

Statistics, 2017).  Of this 33%, ten percent are African American women (National 

Center for Education Statistics, 2007-2008).  Although women lead the teaching 

workforce by 76%, African American women administrators are disproportionately low.  

In the opinion of Linda Tillman (2004), although the educational field has diversely 

grown, educational leadership has not, especially concerning African American women.   

  In the 2015-2016 National Center for Education Statistics data, approximately 

78% of administrators are Caucasian and 54% of the administrators are women (NCES, 

2017).  These statistics are very similar to the Texas Employed Administrators Data.  In 

the 2015 Texas Education Agency (TEA) administrator demographics, the number of 

employed administrators increased over time.  Although small, the percentage of women 

campus leaders increased also (Texas Education Agency, 2015).   The TEA (2015) data 

shows: 
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• Women administrators increased by 2.2% and the male administrators 

decreased by 1.87%. 

• The percentage of white administrators remained steady with small 

declines, as compared to African American and Hispanic/Latino 

administrators; the percentages of African American and Hispanic/Latino 

increased.   

• The amount of African American campus leaders increased 1.19%, 

Hispanic /Latino increased 1.2%, and White decreased 2.2%. 

With women leading the teaching workforce in Texas, why are African American 

administrators disproportionately low?  Could it be a desire to stay in the classroom and 

teach adolescents?  Or could it be something more complex?  According to Carole Funk 

(2000), “Many African American women administrators have become victims of 

horizontal violence” (p. 3).   

In the remainder of Chapter two, the researcher discussed information from 

studies that confirmed many African American women administrators became victims of 

horizontal violence.  To support research and theories regarding horizontal violence, as 

well as, addressed the research questions, several topics were discussed in the following 

sections of this chapter.  The topics included: (a) historical overview of inter-race 

relations amongst African American women; (b) challenges that African American 

women face because of inter-race relations; (c) African American women administrators’ 

successes; (d) theoretical framework components within the triangle; (e) and the 

summary. 
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Historical Overview 
 

Sub Saharan Slave Trade 
 

Approximately fourteen million slaves, majority women, were enslaved by Arabs 

for over 1,300 years during the Sub Saharan slave trade (Sherwood, 2012).  The Arabs 

aided with help from the Portuguese went to Kenya, Uganda, Malawi, Rwanda, Burundi, 

and many other eastern African countries to capture slaves; many of these women in 

captivity were sold at the Ujiji market of Lake Tanganyika (Anderson, 2007).  From the 

seventh century to the twentieth century, African women were exported by the Red Sea 

and down the Nile valley to become household servants, entertainers, and/or concubines.  

Arab traders preferred to enslave young African girls so they could reproduce more 

slaves and for sexual access (Brett, 2007).   

At the slave markets potential Muslim slave owners were given the opportunity to 

test their merchandise of 12-18 year old African girls in private before purchasing at the 

African slave markets; they took pleasure in sexual liberties that were not permitted with 

Muslim women (Anderson, 2007).  Bagamoyo, which is translated as, “lay down your 

heart”, a port to imprison slaves before reaching Zanzibar, the most notable Arab slave 

trade island (“The History of Bagamoyo,” 2019).  According to S.E. Anderson (2007), 

African women are still being bought and sold in northern countries such as Mauritania 

and Sudan.   
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Trans – Atlantic Slave Trade 
 

“When one tries to measure the effect of European slave trading on the African 

continent, it is very essential to realise that one is measuring the effect of social violence 

rather than trade in any normal sense of the word” (Rodney, 1983, p. 144).  This 

catastrophe done to Africa has been downplayed to a low number of ten million slaves 

being transported to the Americas, by Europeans, due to false record keeping and 

smuggling of the African people from 1445 to 1870 (Rodney, 1983).   In Walter 

Rodney’s (1983) study, it showed that slaves acquired on African soil were through 

robbery, trickery, casualty of wars, and kidnapping.  

According to Walter Rodney (1983), in the decade of 1560, John Hawkins made 

three trips to West Africa; during these trips he stole Africans and sold them to the 

Spanish in America.  John Hawkins’ first voyage to capture African slaves was so 

profitable, that Queen Elizabeth I helped him with his next trip by providing a slave ship 

named the Jesus (Rodney, 1983).  Additionally, Rodney explains John Hawkins’ second 

voyage to steal slaves was even more profitable. Due to John Hawkins’ success, Queen 

Elizabeth I made him a knight.  As a knight, Hawkins chose Africans in chains to 

represent his coat of arms (Rodney, 1983). 

 Estaban Montejo, an African who ran away from a Cuban slave plantation in the 

19th century, recalled that his people were enticed into slavery by the colour red. He said: 

It was the scarlet which did for the Africans; both the kings and the rest 

surrendered without a struggle. When the kings saw that the whites were taking 

out these scarlet handkerchiefs as if they were waving, they told the blacks, ‘Go 

on then, go and get a scarlet handkerchief’, and the blacks were so excited 6y the 
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scarlet they ran down lo the ships like sheep and there they were captured 

(Montejo, 1986). 

The Trans – Atlantic Slave Trade benefitted many white men because it caused many of 

their businesses to flourish two hundred years or more after their engagement in slavery.  

According to Eric Williams (1994), David and Alexander Barclay, the founders of 

Barclay Bank acquired funds from slavery to start their business.  Williams continued to 

explain West Indian slave monies funded James Watt’s steam engine invention.  

Williams (1994) also stated, Edward Lloyd, simply known as the Lloyd’s, used monies 

from slavery to establish the world’s largest banking and insurance company.  

Post-Traumatic Stress Syndrome 
 
 According to Shalev, Peri, Canetti, and Schreiber (1996), post-traumatic stress 

disorder (PTSD) is an inescapable anxiety disorder that someone faces after experiencing 

an intense event.  PTSD is also known as shell shock, combat neurosis, and battle fatigue 

(Piotrowski & Range, 2019).  It effects the psychic – emotional system.  Piotrowski and 

Range (2019) defines PTSD as the following: 

A trauma- and stress-related disorder resulting from direct or indirect exposure to 

actual or threatened death, serious injury, or sexual or emotional violence and 

characterized by persistent difficulties that negatively affect an individual's social 

interactions, capacity to work, or other areas of functioning (para. 1). 

There are unique risk factors for PTSD.  Shalev, Peri, Canetti, and Schreiber (1996) 

identified some potential risk factors.  These risk factors are: 

• Prior PTSD victim 

• Stressor traits such as rape, torture, and physical injury 
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• A bystander or someone that gains knowledge of brutality and or bloodshed done 

to their loved ones and ancestors. 

PTSD is caused by traumatic events.  Researchers Piotwoski and Range (2019) 

implied that these events included natural disasters, calamities, medical procedures, and 

different forms of violence.  These forms of violence are: 

• War 

• Domestic abuse 

• Sexual abuse / rape 

• Crime (para. 3). 

The symptoms of PTSD are continual.  For example, they are: 

flashbacks, recurrent and intrusive thoughts, recurrent distressing dreams 

and nightmares, feeling as if the event is happening again, intense psychological 

distress at exposure to any reminders (internal or external) of the event, or intense 

physical reactivity to any reminders of the event. Avoidance symptoms include 

staying away from places, events, or objects that are reminders of the traumatic 

experience; feeling emotionally numb, detached, or estranged; feeling guilt, 

depression, or anxiety; losing interest in previously enjoyable activities; and 

having trouble remembering the traumatic event (Piotrowski & Range, 2019, 

para. 4). 

Workplace bullying can trigger PTSD.  According to Maidaniuc-Chirila and 

Duffy (2017), there’s approximately 3.3% of employees suffering from PTSD 

because of workplace bullying. According to these researchers, even though 

workplace bullying is linked to psychological and increased health risk to victims, it 
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also has long lasting effects on organizations.  PTSD caused from workplace bullying 

is triggered via the victim being exposed to the stressor (bully) regularly; it causes the 

victim to relive the trauma (McKay & Fratzl, 2011). 

Maidaniuc-Chirila and Duffy (2017), inferred that a complication to organization 

health is formed by the victims of workplace bullying who experiences PTSD.  They 

call this complication “Flight Response.”  According to the above-mentioned 

researchers, “Flight Response” is the victim’s need to avoid the situation; they avoid 

working in the traumatic environment and or avoid work.  The victims believe 

ignoring the trauma helps it go away (McKay & Fratzl, 2011). 

African American Women and PTSD.  According to researchers, at least 70% 

of Americans have experienced one or more trauma in their lifetime (Breslaw, 2009; 

Powers et al., 2020).  Americans living in low socio-economic environments are 

predispose to more traumatic events which result in increased health risks such as 

PTSD (Goldman et al., 2011; Power et al., 2020; Seng, Kohn-Wood, McPherson, & 

Sperlich, 2011). 

Approximately 6.4% of Americans develop PTSD (Pietrzak, Goldstein, 

Southwick, & Grant, 2011).  However, this percentage is 24% or more higher for 

African Americans living in urban areas with increased crime and violence (Gillespie 

et al., 2009).  Researchers have found that African Americans have a chance of 

developing PTSD than any other minority group (Alegría et al., 2013; Roberts, 

Gilman, Breslau, Breslau, & Koenen, 2011; Power et al., 2020).   This is significant 

because pregnant African American women are at risk of having detrimental birth 
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affects (Yonkers, 2014).  Because of this, it is possible for African American women 

to transmit intergenerational risk of trauma (Sack, Clarke, & Seeley, 1995). 

Complex PTSD.  Researchers define Complex PTSD (CPTSD) as the outcomes 

of trauma (Herman, 2015; Solomon and Zerach, 2020).  These researchers imply that 

trauma that activates CPTSD are: 

(a) repetitive and prolonged, rather than a one-time occurrence; (b) involve harm 

or abandonment by someone who is ostensibly responsible for the victim's 

well-being, and; (c) typically occur at developmentally vulnerable periods in 

the victim's life, particularly but not exclusively in childhood ( Courtois and 

Ford, 2009; Solomon and Zerach, 2020, para 14). 

According to Solomon and Zerach (2020), clinically CPTSD is also called disorder of 

extreme stress not otherwise specified (DESNOS).  It is characterized by: 

(a) alterations in regulation of affect and impulses (e.g., suicidal preoccupation, 

difficulty modulating sexual involvement, excessive risk-taking); (b) 

alterations in attention or consciousness (e.g., amnesia, transient dissociative 

episodes); (c) somatization (e.g., chronic pain, cardiopulmonary symptoms); 

(d) alterations in self-perception (e.g., ineffectiveness, shame); (e) alterations 

in perception of the perpetrator (e.g., adopting distorted beliefs, idealization of 

the perpetrator, preoccupation with hurting the perpetrator); (f) alterations in 

relations with others (e.g., inability to trust, victimization, victimizing others), 

and; (g) alterations in systems of meaning (despair and hopelessness, loss of 

previously sustaining beliefs) (Solomon and Zerach, 2020, para 14; Van der 

Kole, Roth, Pelcovitz, Sunday, & Spinazzola, 2005). 
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CPTSD is more severe than PTSD; the detriment of this syndrome is that it disrupts the 

family structure in a direct line and indirect line of course (Solomon and Zerach, 2020).   

Intergenerational Transmission of Trauma.  According to Collins (2019), the 

intergenerational trauma theory conjects that heritages of terror, torment, and casualties, 

inadvertently transfers from ancestors to descendants; which is survivor’s guilt.  This 

form of trauma is simply ancestors transferring unsettled anxieties and discomforts to 

descendants (Stern, 1996).  It is also called historical trauma (Bombay, Matheson, & 

Anisman, 2014; Heart DeBruyn, 1998; Heart, 1999) and transgenerational trauma (Mohn, 

2019).  Mohn (2019) describes it as: 

Transgenerational trauma is trauma passed from one generation to the 

next through genetics and through experiences. This form of trauma often 

affects large groups of people who have experienced collective trauma. 

For example, African Americans and families of Holocaust survivors have 

been found to suffer from transgenerational trauma. Individual families 

can also experience transgenerational trauma. Scientific research and 

anecdotal evidence support the idea that trauma can be passed from 

parents to offspring (para 1). 

 Characteristics of this trauma are the following: 

(a) the event was widespread among a specific group or population, with 

many group members being affected; 

(b) the event was perpetrated by outgroup members with purposeful and often 

destructive intent; 
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(c) the event generated high levels of collective distress in the victimized 

group (Bombay, Matheson, & Anisman, 2014; Evans-Campbell, 2008). 

Professionals that research transgenerational trauma, focus their studies on social trauma 

because it allows them to study large groups that share the same or similar trauma ( 

Mohn, 2019). 

 Social Trauma.  Chaitin (2014) suggested that social trauma is: 

severe psychological and/or physical damage and loss suffered by victims 

of social-political violence. This violence includes (separately or in 

combination): systematic discrimination and persecution against people 

based on their nationality, religion or ethnic belonging; genocide; war; 

terrorism (by state and nonstate actors); ethnic cleansing and forced 

migration. Moreover, the damage affects the personal, the familial, and the 

communal levels, often destroying important social frameworks and 

institutions (para 5). 

Victims and descendants of social trauma share their experiences and stories to identify 

and inform others of the trauma; doing this gives them a form of justice (Chaitin et al., 

2009).  According to Lomsky-Feeder (2004, p. 84), the memories and narratives shared 

form social products; the social products are used in identifying the group’s existence and 

erecting their nation (Hammack and Pilecki, 2012).   

Post Traumatic Slave Syndrome 
 

Dr. Joy DeGruy framed the term Post Traumatic Slave Syndrome (PTSS) to 

explain the traumas African American slave descendants experience in America 

(George, 2015).  According to George (2015) these traumas are resultants of centuries 
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of slavery, racism, and oppression that has been passed down through numerous 

generations via DNA.  Love (2016), states: 

The experiences of the dreaded slave ship dungeons of the Middle 

Passage–in which millions of souls still rest at the bottom of the 

Atlantic—the auction blocks, the rapes, whippings and lynchings, the 

slave patrols, the backbreaking and life-ending labor at gunpoint, the 

separation of families all inflicted psychological damage on the victims 

and their descendants (para 2). 

Researchers have studied transgenerational traumas and its effects on Veterans, First 

Nations, Native Americans, and Jews; they have accepted that there multigenerational 

exists, however, when it comes to Blacks and slavery, they have not recognized the 

intergenerational trauma that has afflicted them as a people (Elliot, 2009).  According to 

George (2015): 

Enslaved Black people had no mental health therapists available to them, 

no counselors to help them cope and heal.  And the sickness was passed 

down to subsequent generations who, to this day, have not received the 

treatment they so desperately require (para. 2). 

Researcher Akinlana Burrowes (2019) outlines some of the traumas Blacks experienced 

in America: 

1619- The first enslaved Africans arrive in Jamestown, Virginia brought 

by Dutch traders who seized them from a captured Spanish slave ship  

1641- Massachusetts became the first state to officially legalize slavery. 

The colonial ship Desire was built and launched in Massachusetts. Its 
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cargo consisted of imprisoned Pequot Native Americans, shipped to 

Bermuda in exchange for salt, cotton, tobacco and enslaved Africans 

1662- Virginia law decrees that children “shall be bond or free” according 

to the condition of the mother, thus making the children of an enslaved 

mother enslaved for life 

 1787 – Three-fifths compromise (legislature where the enslaved man was 

counted as three-fifths of a man for representation in the federal 

government) was instituted in the southern states 

 1808 – The act prohibiting the importation of enslaved Africans was 

mandated by Congress although not strictly enforced  

1840s - 1860s “Slave” hospitals claim the lives of thousands of AA 

enslaved population  

1861-1865 The Civil War: 40,000 African Americans died  

1863- The Emancipation Proclamation is delivered by Abraham Lincoln 

to end both the Civil war and free the enslaved AAs in Confederate 

territory June 19th , 1865 - The last 250,000 enslaved AAs in Galveston, 

Texas were given the news that the Civil War ended and thus all of the 

enslaved AAs in the USA were thereby declared free  

December 6, 1865 - 13th Amendment of the U.S. Constitution is ratified 

by Congress which states enslaved AAs are technically free with the 

exception of those made enslaved as a punishment of crime  
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1865 - The institution of Black codes, sharecropping, and the convict lease 

system replaced the previous form of slavery as an alternative form of 

oppression  

1867 - The end of the convict lease system gives birth to the institution of 

chain gangs  

1896 - 1954 Case of Plessy-versus-Ferguson – upholds segregation in the 

south reinforcing the separate but equal anomaly 

1970s - present - Mass incarceration, militarization of criminal police 

system, and the War on Drugs are instituted to replace the millions of 

enslaved AAs during the chattel slavery era (Burrowes, 2019, pp. 9-10). 

DeGruy formed a theory for PTSS in hope to bring healing and to answer these 

questions: 

What happens when stressed people lack treatment for generations? How 

have Black people coped? What adaptive behaviors have we invented—

now misinterpreted as “cultural”—to survive in a toxic environment? 

“How do we tease out, as a people, that which is harmful and adaptive, 

that which builds resilience and that which is absolutely pathological 

(George, 2015, para 8)? 

Colorism 
 
 The Sub Saharan and Trans-Atlantic slave trades created rifts among African 

women.  This separation has been felt by slave descendants worldwide; known as 

colorism.  Colorism was birthed during slavery because the lighter toned women slave 

received preferential treatment.  Lighter women slaves worked in the house and darker 
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women slaves worked in the fields (Johnson, 2001).  Colorism is complexion-based 

discrimination (Allen, Telles, & Hunter, 2000; Hunter, 2007, 2008; Russell, Wilson, & 

Hall, 1992).  It is when Blacks discriminate against one another; light skinned blacks 

rejecting dark skin blacks because of their Afrocentric appearance and dark skin blacks 

rejecting light skin blacks for not being black enough (Russell, 1992).  This sickness has 

pitted African American women against one another since slavery.  This sickness that 

plagued African American women during slavery has left its reproach in the African 

American community more than a hundred years later. 

Women’s Journey into Educational Leadership 
 

Although women have made tremendous feats in the workforce, women are still 

considered inferior to White males in administration. The values of White men are still 

reverenced in administration (Gardiner, Enomoto, & Grogan, 2000).  These views and 

mindsets have oppressed women. These interpretations have given women lower earning 

potential compared to men, lower level administrative positions, and few opportunities to 

advance in administration (Davies-Netzley, 1998).   

The oppression of women coupled with horizontal violence has been documented 

throughout history.  Some of the earliest documented accounts date back to 1916.  Walter 

Lionel George wrote an article in The English Review titled, Women After the War. This 

article characterized working women as self-reliant, back stabbing ladies who undercut 

each other, who were loners, and who were competitive with one another like “crabs in a 

bucket”, harming one another greatly (George, 1916, 2006).  In other words, hardworking 

women kept each other oppressed. 
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Poovey (1988) wrote up to the twentieth century, women freely worked as 

domestics. They fulfilled gender roles and duties such as wife, mother, maintained 

homes, and raised children.  Women who desired or had to work outside the home filled 

“women only” jobs such as maids, school teachers, and nurses (Wiltalec, Bomarito, 

&Hunter, 2005).   

Researchers have written that historical events such as World War I moved 

women out of domestic jobs and into the male workforce to replace men in war. This 

gave women an opportunity to experience politics, white collared occupations and blue 

collared jobs (Blount 1996; Callahan, 1966; Friedman, 1963; Tyack & Hanson, 1982).  

World War II gave women, including women of color, more opportunities in the 

workforce.  It allowed them to experience jobs that were dominated by White men 

(Mcdougald, 1925).   

White Male Leadership  

Since the creation of the superintendent role, white males have dominated 

educational leadership positions (Blount, 1998; Bruner, 1999, 2000; Glass,1992; Glass et 

al., 2000; Mountford, 2004; Mountford & Bruner, 2001a, 2001b; Mountford & Ylimaki, 

2005; Shakeshaft, 1989; Tallerico, 2000).  There are many reasons why men have 

dominated these positions.  For example, some researchers believed that many successful 

women educators chose to support their families via rearing their children and aiding 

their husbands before advancing their own careers (Edson, 1998; Grogan, 1996; 

Schmuck, 1975).   

Grogan (1999) suggested women work to build up others instead of themselves in 

education.  They account for 57% central office positions but still are underrepresented in 
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the demographic profile of superintendents (Grogan, 1999).  It is believed women choose 

to wait until they feel accomplished in their current role before they accept the call to 

leadership or have someone tell them they are ready to lead (Grogan, 1999; Spencer & 

Kochan, 2000).  According to Ortiz (1982), women wait for a stamp of approval.  Martin-

Ogburn (2012) presumed women wait until they are over prepared to enter 

administration.  Researchers Spencer and Kochan (2000) found women are usually more 

prepared for leadership than their male counterparts.  Promotion in education for women 

vastly differs for men.   Men are normally promoted to a high school principalship or 

district personnel positions, whereas women are usually promoted to elementary 

principals, specialists, and supervisory chairs (Ortiz, 1982). 

Superintendents   

The role of superintendent is still dominated by males.  According to Glass 

(2000), this is due to school boards not hiring women.  Also, the researcher presumed that 

women are discouraged in their attempts to become superintendents and that they are not 

in positions that will lead to superintendent; 75% are elementary teachers or principals.  

His research deduced that most superintendents come from secondary backgrounds, not 

elementary.  Glass also infers that over 50% of graduate students in the education 

administration programs are women and they are getting doctorate degrees at a higher 

rate than men.  However, only 10% attempt to follow the superintendency tract.   

Other studies have established that although women have made tremendous feats 

in the workforce, women are still considered inferior to White males in administration. 

The values of White men are still reverenced in administration (Gardiner, Enomoto, & 

Grogan, 2000).  These views and mindsets have oppressed women. These interpretations 
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have given women lower earning potential compared to men, lower level administrative 

positions, and few opportunities to advance in administration (Davies-Netzley, 1998).  

Glass (2000) study found: 

• 82 % of women superintendents believed that school board members 

viewed them as weak managers  

• 76 % believed that school boards viewed them as incapable of handling 

the finances.  

• 61% felt that they were victims of the glass ceiling theory, and therefore 

had a lessened chance of being selected. 

His study suggests these remedies to increase the number of women superintendents: 

• More funding for central-office administrators likely would take much of the 

pressure off superintendents and free more time for critical tasks and family life. 

• School boards should allow women superintendents to spend a greater degree of 

working time in the field in which they gain the most satisfaction. 

• States and higher education institutions should provide incentives to women to 

gain the superintendent’s certificate. 

• Districts and search firms should be rewarded by states for hiring women or 

minority superintendents (Glass, 2000). 

Principal Demographics 
 

 According to the 2015 Texas Education Agency (TEA) principal demographics 

data, the number of employed principals increased over time. Although small, the 
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percentage of women administrators increased and the majority of principals were 

women (Texas Education Agency, 2015).  In Table I, the rate of change for employed 

principals is approximately .75 %.  Then, in Table II, the percentage of women 

administrators increased by 2.2% and the male administrators decreased by 1.87%. 

Table 1 
 Texas Growth Rate of Employed Administrators From 2011-2015 

Academic year Amount of Administrators Percent of Growth 

2014-2015 8,126 approximately 1.49% 

2013-2014 8,005  approximately 1.14% 

2012-2013 7,914 approximately 0.43% 

2011-2012 7,880    approximately 0.09% 

2010-2011 7,887  

Note.  The Percent of Growth was calculated by the growth rate formula: (Present 
Amount – Past Amount)/(Past Amount).   The growth rate of change is an average of all 
growth percents.  The data provided for the table is from the Texas Education Agency 
Employed Principal Demographics 2011-2015 
(https://tea.texas.gov/WorkArea/DownloadAsset.aspx?id=51539608292). 
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Table 2 
 

 Women vs. Male Administrators Growth Rate 2011-2015 

Year Women Male 

 Num Pct. Num. Pct. 

2014-2015 5,079 62.5 3,047 37.5 

2013-2014 4,967 62.0 3,038 38.0 

2012-2013 4,848 61.3 3,066 38.7 

2011-2012 4,820 61.2 3,060 38.8 

2010-2011 4,752 60.3 3,135 39.7 

Note.  Num = Number; Pct = Percent.  This table shows the number of male and women 
employed administrators in Texas during the years of 2011-2015.  The women 
administrators increased by 2.2 percent.  The data provided for the table is from the 
Texas Education Agency Employed Principal Demographics 2011-2015 
(https://tea.texas.gov/WorkArea/DownloadAsset.aspx?id=51539608292). 
 

Race and Ethnicity 
 
 In the Texas Education Agency principal demographics data, the racial 

breakdown remained consistent from years 2011-2015.  The majority of the 

administrators were white, next Hispanics / Latinos, followed by African Americans, and 

then Asians and other ethnicities (TEA, 2015).  According to TEA, the percentage of 

white administrators remained steady with small declines, as compared to African 

American and Hispanic/Latino principals.  The percentages of African American and 
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Hispanic/Latino’s increased (TEA, 2015).  In Table 3, the amount of African American 

principals increased by 1.19%; Hispanic /Latino increased by 1.2%; and White decreased 

by 2.2%. 

Table 3 

Ethnicity Breakdown of Employed Principals 2011-2015 

Year African American Hispanic/Latino White 

 Num. Pct. Num. Pct. Num. Pct. 

2014-

2015 

977 12.02 1871 23.02 5114 62.93 

2013-

2014 

947 11.83 1828 22.84 5067 63.30 

2012-

2013 

903 11.41 1739 21.97 5099 64.43 

2011-

2012 

872 11.07 1732 21.98 5112 64.87 

2010-

2011 

854 10.83 1721 21.82 5137 65.13 

Note.  Num = Number; Pct = Percent.  This table shows the number of African 
Americans, Hispanics/Latinos, and Whites employed as administrators in Texas during 
the years of 2011-2015.  The data provided for the table is from the Texas Education 
Agency Employed Principal Demographics 2011-2015 
(https://tea.texas.gov/WorkArea/DownloadAsset.aspx?id=51539608292). 
 

Horizontal Violence Among Oppressed Populations 
 

The term, horizontal violence, was created by Paulo Freire (1970).  He examined 

the effects of oppression on minorities in his book, Pedagogy of the Oppressed. After 
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analyzing Freire’s data, he coined the term horizontal violence as a way to describe the 

behavior of members of oppressed groups who strike out at their peers instead of lashing 

out at their oppressors.  Freire’s (1970) concept of horizontal violence indicated that 

minorities and other oppressed groups (women who live in a male-dominated society) 

rage internally because of their lack of power.  The absence of power induces their anger 

and violence upon their oppressed peers, other women.  

 In Benton’s (1980) Women Administrators study, defined queen bee was 

composed to describe horizontal violence amongst women in leadership.  Benton’s study 

defined queen bee as a woman in a superior position who works at keeping other women 

out of leadership to protect her queenly status (Benton, 1980).  According to Funk’s 

(2000) studies, many American women in educational leadership positions experience 

horizontal violence, it ranges from teachers to superintendents.  Schmuck’s (1975) 

research found that 70% of women school administrators stated that they experienced 

stumbling blocks in their careers because they were women.  Seventy four percent of 

them stated that they had negative role models where half of them were also women.  In 

addition, 57% of these women also stated that they were not part of a supportive 

professional network (Schmuck, 1975).    

Theoretical Frameworks 
 

According to Abend and Swanson (2008; 2013), a theoretical framework is 

designed to explain, predict, and understand a phenomena.  Their definition also includes 

the theoretical framework which is the support of the research study.  It introduces and 

narrates the theory that gives an account to answer the purpose of the research (Abend, 

2008; Swanson, 2013).  The theoretical frameworks that were used for this study are the 



 
 

 
 

34 

oppression theory, organizational climate, feminist theory, conscientization, critical race 

theory, glass ceiling theory, Good Ole Boy System, critical race feminism, black feminist 

theory, strong black woman role, and work identities.   

The Oppression Theory 
 

The term, horizontal violence, was created by Paulo Freire (1970).  He examined 

the effects of oppression on minorities in his book, Pedagogy of the Oppressed. After 

analyzing his data, Freire coined the term horizontal violence to describe the behavior of 

members of oppressed groups who strike out at their peers instead of lashing out at their 

oppressors (Funk, 2000).  Freire’s (1970) concept of horizontal violence indicates that 

minorities and other oppressed groups (women who live in a male-dominated society) 

rage internally because of their lack of power.  The absence of power induces their anger 

and violence upon their oppressed peers, other women. 

Present day oppression is not as coercive and vicious (Schiele, 2005). Researchers 

have defined it as being more subtle, crafty, and persuasive (Bobo, Kluegel, & Smith, 

1997; Collins, 1998; Kambon, 1998; Marable, 1996; Schiele, 2002; Schiele, 2005).  

Young (1990) defines it as "the universalization of a dominant group's experience and 

culture and its establishment as the norm" (p. 59).  According to researchers, oppression 

in America has been dominated by people of European ancestry (Ani, 1994; Asante, 

1999; Hacker, 1992; Oliver, 2001; Schiel, 2005; Turner, Singleton, & Musick, 1984; 

Wilson, 1998).   These researchers infer that Europeans in America have held more 

power than other ethnicities, and because of this, they have dominated and dehumanized 

other cultures in America. Schiele (2005) refers to this as Eurocentric domination.  



 
 

 
 

35 

Eurocentric domination has dealt unfavorably with many Non-White cultures, however, it 

has blatantly dehumanize African Americans.   

Eurocentric domination of African Americans.  According to Schiele (2005), 

Eurocentric domination has had devastating effects on African Americans; being forced 

on America soil and placed into captivity has halted their African history and traditions.  

This researcher infers that it also predisposed them to become victims of oppression. The 

degeneration of their culture stains U.S. race relations; the ills of slavery and Jim Crow 

will never be forgotten in America (Akbar, 1996).   The United States legacy of slavery 

has afflicted African Americans and has placed them at the forefront of many social 

problems (Akbar, 1996; Anderson, 1994; Billingsley, 1992; Wilson, 1998).  These social 

problems are forms of cultural oppression that African Americans experience (Schiele, 

2005).  The researcher infers that their cultural oppression, which is a consequence of 

Eurocentric domination limits the advancement of African Americans via cultural 

estrangement, attenuation of black collectivism, and spiritual alienation. 

Cultural estrangement.  The chain reaction of cultural oppression of African 

Americans is cultural estrangement; when someone is oblivious and heedless to their 

African ancestry, customs, and significant additions to humanity (Schiele, 2005).  

According to researchers,  

Cultural estrangement is synonymous with cultural amnesia, which is a collective 

loss of memory about the content and character of a group's history and traditions. 

In this amnesia, favorable characteristics of a group's past are suppressed and 

systematically excluded not only from the memory of the culturally oppressed but 
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from the culturally dominant as well (Martin & Martin, 1995; Schiele, 2005, pp. 

805). 

The dominant culture of the United States is a combination of European subcultures 

Anglo and Germanic; this combination dominates the history of the United States and 

hinders African Americans from being cognizant of their ancestral birthrights and 

customs (Akbar, 1996; Akoto, 1992; Atwell & Azibo, 1991; Boykin & Toms, 1985; 

Dove, 1996; Kunjufu, 1985; Oliver, 1989; Schiele, 2005; Shujaa, 1994).  According to 

Kambon (1992, 1998) ascribes this as misorientation.  Researchers deem African 

Americans have a misorientation; they profess and embody the culture and 

conventionalism of European America (Kambon, 1992, 1998; Schiele, 2005).  This 

misorientation puts African Americans in jeopardy of presuming their history is inferior 

to European Americans, as well as they may adjudge that European American civilization 

is more advanced and have far more superior intellect than any other ethnicity (Schiele, 

2005). 

According to Allen (2002), Freire contends that oppression is a problem that is 

coupled with dehumanization.  Allen infers that oppression can only be remedied with 

humanization from the oppressed.  The oppressor cannot give solutions because they are 

a part of the problem; daily they take part in oppressive acts towards the oppressed.  

Freire articulates this in his Pedagogy of the Oppressed. 

Although the situation of oppression is a dehumanized and dehumanizing 

totality affecting both the oppressors and those whom they oppress, it is 

the latter who must, from their stifled humanity, wage for both the struggle 

for a fuller humanity; the oppressor, who is himself dehumanized because 
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he dehumanizes others, is unable to lead this struggle (Freire, 1970, 1993, 

pp. 29). 

 Freire’s solution to oppression.  Allen (2002), presumes that Paulo Freire does 

not have an exact theory for the transformation of an oppressor, but his work in the 

Pedagogy of the Oppressed does.  It gives a foundation to what is needed to remedy 

oppression.  The antidote to oppression begins with replacing it with humanization; 

teaching the oppressor how to be compassionate, empathetic and harmonious (Allen, 

2002; Freire, 1970, 1993).   

According to Allen, the victims of oppression must teach the oppressors how to 

live peaceably; the choice to teach them must be based on a desire to love all people and 

not because it is the right thing to do.  For example, Allen asserts, 

To avoid modeling the oppressor, the oppressed must act out of love for, 

and not fear of, others. The oppressed can restore humanity to the 

oppressors by combining their "radical love" with collective efforts to 

usurp the oppressor' s power to oppress. Whether through cultural or 

militaristic revolution, the oppressed show their love to the oppressor by 

breaking him/her free from his/her self-imposed entrapment in the cycle of 

dehumanization (Allen, 2002, pp. 9). 

The act of humanization benefits the oppressed and the oppressor; because 

dehumanization is an injustice that affects all (Freire, 1970, 1993). 

Organizational Climate 
 
 Organization climate is workers perception of support, respect, and concern 

(Tutar & Altinoz, 2010).  Some researchers define organizational climate as an 
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organization dna; the behavior of the workers is a reflection of it and the organization 

functions under its premise (Calik ve Kurt, 2010; Ertekin, 1978).  It is the resultant 

environment created from the interactions between groups and individuals (Balci & 

Aydin, 2003; Bursalioglu, 2012).  According to Celik (2012) it is the intrinsic 

motivations that depicts behavior and signalize a campus from others.  Organizational 

climate is developed by the conceptions of the employees in regard to the organization 

(Cekmecelioglu, 2005).   

 It is assumed that the K-12 educational system corresponds with business 

environments (Meyer & Rowan, 1977; Price, 2012; Rowan, 1990).  Birken et al. (2017), 

explained that in the business field, organizational theories define, expound, and forecast, 

interactions between organizations and their environment.  For example, school climate is 

the essence of a school that encompasses a conducive learning environment, that value 

the hopes of students and parents, enhance teachers’ creativity and ignites their passion 

while flourishing all stakeholders (Freiberg, 1999; Ozen, 2018).  Furthermore, Hoy and 

Miskel (2001) specify that school climate is gauged via teacher principal synergy. 

 Organizational climate is related to workers job performance and gratification 

(Kose, 2016).  Kose infers that positive perceptions of the climate increases the 

organization health; workers creativity increase, as well as, they make a regular effort to 

fufill the organizations vision.  It affects the commitment levels of employees (Korkmaz, 

2011; Uysal, 2013). 

Feminist Theory 
 

Feminism is found in divergent disciplines of literature and in these arrays of 

literature, the theory is robustly discussed and practiced (Brisolara, 2003; Valenziano, 
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2008).  The Feminist theory tries to find various real world truths (Johnson, 2002).  In 

addition, it brings to light power relationships, unwritten rules, and covert units that drive 

work associations (Valenziano, 2008).  The Feminist Theory studies the status and 

background of women and pursue their equality with their male counterparts (Bierema 

and Cseh, 2003).  It is a cultural, classical, and societal construct (Butler 1990; Connell, 

1995; Crosby-Hillier, 2012).  Furthermore, this theory examines issues such as 

oppression and employer employee relationships (Brisolara, 2003). 

According to Hooks (2000), the feminism movement that brought about the 

feminist theory, was created to end all forms of sexism and oppression. Researchers such 

as Gosetti & Rusch (1995) infer that viewing women’s experiences from a feminine 

perspective, allows for studies to question the norm of male dominancy.  Although this 

theory and movement examined the oppression of women, it was only beneficial to some 

ethnicities.  According to Gaskins (2006), the feminist movement was beneficial for the 

white woman; it was not concern with the issues that African American women faced.  

Garder et al. (2000) defined the feminist theory as: 

…feminist theory validates multiple and diverse perspectives, in particular 

the values of examining these perspectives to clarify one’s own beliefs and 

values, and for the pedagogical opportunities to help one to consider 

viewpoints of other individuals. Women learn from other women’s voices 

and experiences (pp.29). 

The feminist theory justifies the assertion that minority women are deprived 

access and input to the ruling class (Connell, 1995,2012; Crosby- Hillier, 2012).  They 

live in a society that is ran and shaped by masculinity (Crosby- Hillier, 2012; Smith 1990, 
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2005).  This causes women to be placed in an inferior role to men; although an increased 

number of women have entered male dominated fields, they still face misogynist patterns 

of employment and career advancement (Abraham 2010; Crosby- Hillier, 2012; Dana & 

Bourisaw, 2006).  

Gendered job queues.  To aid in the understanding of the feminist theory, 

researchers have created the theory gender job queues (Crosby – Hillier, 2012).  This 

theory infers that jobs of prominence are set aside for white men; it is when these jobs 

lose their eminence that openings for women become available due to the exodus of 

White men (Crosby – Hillier, 2012; Reskin, 2002).  According to Reskin and Roos 

(2009), White men dominate the higher paid careers to women; and African Americans 

are paid less than their White male counterparts. 

Figure 1. Oppression Theory 

 

 

   

Figure 1:  This figure represents the theoretical framework 
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Conscientization 

According to Nyirenda (1996), conscientization was created by Paulo Freire. The 

researcher inferred that this framework was created around the premise of, if you meet 

the basic needs of man and teach them about their oppression, they will be able to 

overcome it.  Taylor (1993) suggests that this form of education leads to organization 

among the oppressed.  They are able to change their living conditions via knowing their 

oppressed situations and their oppressor.  

Critical Race Theory 

 The critical race theory (CRT) surfaced from Derrick Bell and Alan Freeman.  

These men were frustrated with stagnancy of racial reform in the United States (Delgado, 

1995; Ladson-Billings, 1998; Hiraldo, 2010).  CRT examines in detail race and racism; it 

compares and contrast how race and racism produce inequities amongst dominant and 

marginalized socio-demographics (DeCuir & Dixson; Ladson-Billings; Ladson-Billings 

& Tate, 1995; Hiraldo, 2010).   

The purpose of CRT is to bring light to unspoken privileges based on race, as well 

as, segregation patterns that exist in U.S. society (Parker & Villalpando, 2007; Hiraldo, 

2010).  CRT’s framework has five tenets These tenets are: (a) counter- storytelling; (b) 

the permanence of racism; (c) Whiteness as property; (d) interest conversion; (e) and the 

critique of liberalism (DeCuir & Dixson, 2004; Ladson-Billings, 1998; McCoy, 2006; 

Hiraldo, 2010). 
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Glass Ceiling Theory 

   According to Meyers, some conditions for women have improved, however, 

women still have not acquired the same amount of liberties in the workforce as men.  

Because of this, the term “glass ceiling” was created (Meyers, 2010).  The stereotypical 

perceptions of women make it difficult for women to quickly advance professionally as 

men (Sandberg, 2013).   The glass ceiling theory brings to light that women are not given  

the same rights as men (Clark, 1999).  It is grounded in socio-economic factors (Bain, 

2000).   See figure 2. 

 
 
Figure 2.  Timeline of Legal Remedies To Aid Women In The Workforce In The 1960’s 
 

 
 
 
 
Figure 2:  This figure is a timeline of historical remedies to aid women while forming the 
Glass Theory Act. 
 

 

 

 

1961
President John F. Kennedy 
established the President's 
Commision on the Status of 
Womenand Executive Order 
10925 was extended 
(Meyers, 2010).

1963
Congress enacted the Equal 
Pay Act of 1963.  This Act 
created equal pay regardless 
of gender (Meyers, 2010).

1964
Civil Rights Act prohibit 
discrimination in 
employment (Meyers, 2010).
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Figure 2a.  Timeline of Legal Remedies To Aid Women In The Workforce In The 1965 -

1978 

 
Figure 2a:  This figure is a continued timeline of historical remedies to aid women while 
forming the Glass Theory Act. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

1965
President 
Lyndon B. 
Johnson signed 
Executive 
Orders 11246 
and 11375.  
These Orders 
protected 
women in the 
workforce 
(Hallam, 1973).

1972
Title VII was extended to band 
discrimination in educational institutionals 
(Meyers, 2010).
This act states "No person in the United 
States shall, on the basis of sex, be excluded 
from participation in, be denied the benefits 
of, or be subjected to discriminaiton under 
any education program or activity reciveing 
Federal Financial Assitance (Porto, 2005, p. 
28).

1978
Pregnancy Discrimination Act of 
1978; Women can not be 
discriminated against due to their 
choice to bear children and pregnancy 
should be treated as a disability 
(Kaplin & Lee, 2006).
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Figure 2b.  Timeline of Legal Remedies To Aid Women In The Workforce In The 1980-
2000 

 
 

 
 

 
Figure 2b:  This is the final figure that highlights the timeline of historical remedies to 
aid women while forming the Glass Theory Act. 
 

Good Ole Boy System 
 

 The Good Ole Boy System, which is also called the Old Boy Network is rooted in 

wealth, politics, government, and prestige (Smith, 1991).  This network excludes women 

based on their gender which in turns keep them from gaining mentors and influential 

professional connections that can help career advancement (Lemasters & Roach, 2012; 

Gardier, Enomoto & Grogan, 2000).  According to Brunner (1993), women that aspire to 

become executives need to be able to converse with men while maintaining their 

femininity.  They must be able to switch between masculine and feminine note.  

  

1984
Glass Cieling was coined 
(Crosby - Hillier, 2012)

1991
Title II of the Civil Rights Act of 1991, 
also the Glass Ceiling Act of 1991 was 
introduced by Senator Robert Dole 
(Department of Labor, 1991)

1992
Report released by the 
Merit Systems of 
Protection Board; it 
stated that men had 
higher chances of being 
promoted (Merit Board, 
1992).

1995
Department of Labor released the Good for Business Report; it 
stated that approximately 97% of Fortune 1000 and Fortune 500 
companies, upper level management were White males 
(Department of Labor, 1995).
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Critical Race Feminism 
 
 The Critical Race Theory did not create a sounding board for African American 

women to share their lived experiences with racism, therefore the Critical Race Feminism 

(CRF) was formed (Randolph, 2015).  Pratt- Clarke (2012) highlights that CRF is the 

podium that African American women needed to voice their concerns.  CRF brings to 

light the issues that affect black women (Berry, 2010).  According to Berry (2010), CRF 

allows African American women to bring their core essence to the classroom. 

Black Feminism Theory 
 
 The feminist movement benefited white middle class women (Gaskins, 2006).  

Because of this there has been a void of African American women’s perceptions, 

especially in education (Alston, 2012; Howard- Hamiliton, 2003; Randolph, 2015; 

Wrushen & Sherman, 2008).  According to Rosser- Mims (2010) Black women bring 

their totality to work with them; their lived experiences are unique and is not like African 

American men or any other ethnicity.  Because of this African American women felt their 

stance in the feminist movement was very different (Randolph, 2015).  This stance 

brought to the forefront the black feminist movement which is examining the affects of 

ethnicity, gender, sexuality, and socio-economic status (Randolp, 2015; Rosser – Mims, 

2010).  Collins points out the tenets to understand Black Feminist Thought: 

First, the framework is shaped and produced by the experiences Black 

women have encountered in their lives. Second, although stories and 

experiences of each woman are unique, there are intersections of 

experiences between and among Black women. Third, commonalities do 

exist among Black women, the diversity of class, religion, age, and sexual 
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orientation of Black women as a group are multiple contexts from which 

their experiences can be revealed and understood (Collins, 2012, pp. 469). 

 Combahee River Collective.  The Combahee River Collective (CRC) was formed 

by Barbara Smith, Beverly Smith, and Demita Fraizer in 1974 (Smith, 2018). The CRC 

name was derived from Harriet Tubman’s 1853 sortie on the Combahee River; this raid 

freed 750 slaves (Smith, 2018).  The CRC was a black feminist lesbian activist 

organization.  These women started the CRC on the premises that white male issues 

dominate politics and did not include black women.  The CRC (1983) stated: 

Our politics initially sprang from the shared belief that Black women are 

inherently valuable, that our liberation is a necessity not as an adjunct to 

somebody else's may because of our need as human persons for autonomy. 

This may seem so obvious as to sound simplistic, but it is apparent that no 

other ostensibly progressive movement has ever considered our specific 

oppression as a priority or worked seriously for the ending of that 

oppression (pp. 3-4).  

The CRC infers that the desire to actively speak out politically on behalf of black women 

stems from a deep-rooted love of self, love of their black sisters, and their community 

(CRC, 1983).  The CRC highlights the low value that has been placed on the lives of 

black women stemming from the ills of slavery.   They use identity politics to home in on 

the oppression of black women. 

 According to Smith (2018) the CRC supports were global; they took action in the 

following: 

• anti-sterilization  
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• anti-domestic violence campaigns 

• abortion rights activism 

• International Women’s Day activities 

• anti-colonial 

• anti-war struggle 

The CRC stop meeting in the 1980’s but reconvened in 2017.  One of the most impactful 

statements from Demita Fraizer, a founding member is “The point of talking about 

Combahee is not to be nostalgic; rather, we talk about it because Black women are still not 

free. (Smith, 2018, para. 12).”  

Strong Black Woman Role 
 

Strong Black Woman role also called the Superwoman role hinders many African 

American women administrators in secondary schools (e.g., Beauboeuf-LaFontant, 

2009; Black, 2008; Giscombe’, 2010; Hamilton-Mason, Hall, & Everette, 

2009; Mullings, 2006; Romero, 2000; Thomas, Witherspoon, & Speight, 2004; Wallace, 

1990).  According to Mullings (2006), this role has become a necessary evil.  In order for 

these women to not look weak, or incapable of doing the job, they have to preserve 

through sickness, lack of emotional support, and support to complete the job.  According 

to Woods- Giscombe (2010), this behavior can cause them to accumulate unhealthy 

behaviors such as emotional eating, smoking, dysfunctional sleep patterns (e.g., regularly 

staying up late to finish tasks), and postponement of self-care. 
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Workplace Violence 
 

An important public health concern is workplace violence where many people 

have experienced some form of it (Center for Disease Control and Prevention, 2013).  

Workplace violence is defined as the deliberate use of power used to threatened or take 

action against another person or certain group in job related settings, that result in death; 

injury; psychological harm; or deprivation (World Health Organization, 1995 cited in 

Cooper, & Swanson, 2002).  After researching 136 articles on 151,347 nurses from 160 

samples, it was found that workplace violence is higher in Anglo regions such as United 

States, Canada, Australia, England, Ireland, New Zealand and Scotland (Sabri et al., 

2014).    

Sabri, St. Vil, Campbell, and Agnew (2014) found that more white people are apt 

to report workplace violence; the violence reported is either physical, psychological, or 

both.  It also found that Asians and African Americans often don’t report workplace 

violence issues because they don’t know or don’t understand employer’s policies and 

procedures regarding workplace violence.  According to Sabri, St. Vil, Campbell, and 

Agnew (2014), 

• Individuals that experienced childhood physical abuse were 1.42-3.27 times more 

likely to report physical workplace violence victimization. 

• African Americans that were victims of childhood physical abuse had 87% 

increased chance of reporting psychological abuse at the workplace. 

• African Americans and White people that have experienced childhood sexual 

abuse have a significantly higher chance of being workplace violence victims 

(para. 14). 



 
 

 
 

49 

Workplace Bullying Institute 
 

The Workplace Bullying Institute (WBI) was founded in 1997 by Gary and Ruth 

Namie.  “WBI is the first and only U.S. organization dedicated to the eradication of 

workplace bullying” (Namie, 1997, pg. 1).  WBI defines bullying as repeated, health-

harming mistreatment of one or more persons by one or more perpetrators.  The Namies’ 

(1997) are expert witnesses for bullying trials and offer consulting. 

WBI Findings 
 

In 2010, the WBI conducted a survey on workplace bullying; the survey results 

showed that 35% percent of U.S. workers experienced workplace bullying, while an 

additional 15% watched (Namie).  The research also found that 50% of Americans have 

direct experiences with workplace bullying, however, 50% of Americans do not report 

experiencing nor witnessing bullying.  Because of this, WBI concluded that workplace 

bullying is a silent epidemic (Namie, 2010).  According to WBI 2010 survey on bullying, 

men and women bully; however, the majority of bullying is horizontal violence and in 

most cases, it is legal via anti-discrimination laws and workplace policies (Namie).  WBI 

also found that 68% of bullying is same gender harassment; 80% of the bullying cases 

were women targeting women (Namie, 2010). 

WBI conducted a U.S. workplace bullying survey in June 2017.  The survey 

findings found the following (Namie): 

• 61% of Americans know of hostile conduct at the workplace. 

• 60.4 million Americans are affected by workplace bullying. 

• 40 % of workplace victims suffer detrimental health effects. 

• 29% of the victims remain silent. 
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• 71% of employers react harmful to victims. 

• 60% of coworkers react harmful to victims. 

• 65% of victims lose their job; which is the only way to stop it. 

• 46% report workplace violence worsening, post Trump-election (para. 3). 

In 2014, WBI conducted research on the believability of victims and the effects of 

not being believed.  In the study, it was found that victims are high performers that out 

perform their perpetrators (Namie, 2014).  Victims know their skill set well which causes 

the perpetrators to become jealous and actively downplay the victim’s skills.  When the 

bully oversees the job performance of the victim, they usually convince other hierarchies 

that the victim’s accusations are false.  The possibility of support is lost when coworkers 

are doing the bullying (Namie, 2014).  It is far worse because the bullying is done by a 

gang of coworkers who are working against the one victim.  This deprives them of the 

opportunity to have their professional team to corroborate his or her story.  Investigators 

with limited knowledge of bullying, would favor the perpetrators since it is many against 

one (Namie, 2014). 

Health Effects 
 

In 2012, WBI conducted a study to determine the health effects workplace 

bullying victims accrued after being bullied.  Of the total amount of verified victims 

studied, 71% of victims sought treatment from physicians and 63% saw a mental health 

professional for their work- related symptoms.  The most frequent health problems the 

victims suffered included are (Namie, 2012): 

• Anticipation of next negative event 

• Overwhelming anxiety 
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• Sleep disruption (hard to begin/too little) 

• Loss of concentration or memory 

• Uncontrollable mood swings 

• States of agitation or anger 

• Pervasive sadness 

• Heart palpitations 

• Insomnia 

• High blood pressure (hypertension) 

• Obsession over personal circumstances 

• Intrusive thoughts (flashbacks, nightmares) 

• Loss of affect (flat emotional responses) 

• Depression (diagnosed)  

• Migraine headaches (pp. 1-2). 

The WBI grouped these health effects into eight clusters; the clusters are PTSD, clinical 

depression, violence, anxiety and phobia, cardiological, diseases that stem from stress, 

self-destructive behavior and loss of loyalty (Namie, 2012).  
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Table 4 

 WBI Percentage of Victims Who Experienced Symptoms of PTSD 

Category Symptom Percentage  

Hypervigilance Anticipation of next 

negative event 

83% 

Hypervigilance States of agitation or anger 66% 

 

Hypervigilance Obsession over personal 

circumstances 

59% 

Intrusive Thoughts Flashbacks / Nightmares 50% 

 

Avoidance - Dissociation Out of Body Experience  14% 

Note.  Thirty percent of the individuals were diagnosed with Post Traumatic Stress 
Disorder.  Nineteen percent were diagnosed with Acute Stress Disorder.  The data 
provided for the table is from WBI 2012 Survey of Impact of Workplace Bullying on 
Individuals’ Health (Namie, pp. 3-5). 
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Table 5 
  

WBI Victims Who Experienced Clinical Depression 

Symptom Percentage  

Sleep Disruption 77% 

Loss of concentration 76% 

Uncontrollable Mood Swings 70% 

Pervasive Sadness 64% 

Insomnia 

Flat Emotional Response 

Increased Medications 

Prescribed Psychotropic Medications 

61% 

50% 

39% 

22% 

Note.  Forty-nine percent of the individuals were diagnosed with Clinical Depression. 
The data provided for the table is from Survey of Impact of Workplace Bullying on 
Individuals’ Health (Namie,  pp. 3-5). 
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Table 6 

 WBI Victims Who Experienced Violence 

Category Symptom Percentage  

Toward Self Had Suicidal Thoughts 29% 

Toward Self Planned A Suicide 17% 

Toward Others Empathize With Those Who Hurt or Killed 

Bullies 

41% 

Toward Others Planned On Hurting or Killing Their Bully 14% 

   

Note. The data provided for the table is from WBI 2012 Survey of Impact of Workplace 
Bullying on Individuals’ Health (Namie, pp. 3-5). 
 

 

Table 7 

 WBI Victims Who Experienced Anxiety and Phobia 

Symptom Percentage  

Overwhelming Anxiety 80% 

Panic Attacks 52% 

Agoraphobia 17% 

Note. The data provided for the table is from WBI 2012 Survey of Impact of Workplace 
Bullying on Individuals’ Health (Namie, pp. 3-5). 
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Table 8 

 WBI Victims Who Experienced Cardiological Effects 

Symptom Percentage  

Heart Palpitations 61% 

High Blood Pressure (hypertension) 60% 

Cardiac arrhythmia  10% 

Stroke 2% 

Heart Attack 1% 

Cardiac Ischemia 1% 

Surgery To Correct Heart Disease .4% 

Note. All symptoms were diagnosed by a Physician.  The data provided for the table is 
from WBI 2012 Survey of Impact of Workplace Bullying on Individuals’ Health (Namie, 
pp. 3-5). 
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Table 9  

 WBI Victims Who Experienced Other Stress Related Diseases 

Symptom Percentage  

Tension Headaches 44% 

Migraine Headaches  48% 

Fibromyalgia 21% 

Chronic Fatigue Syndrome 33% 

Irritable Bowel Syndrome (Chrohn’s or 

Ulcerative Colitis) 

37% 

Auto-Immune Disorder (Diagnosed) 12% 

Psoriasis / Neurodermatitis 17% 

Diabetes 10% 

Multiple Sclerosis  01% 

Eating Disorder (Diagnosed by MHP) 07% 

Sexual Dysfunction (Diagnosed by MHP) 27% 

Note.The data provided for the table is from WBI 2012 Survey of Impact of Workplace 
Bullying on Individuals’ Health (Namie, pp. 3-5) 
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Table 10  

 WBI Victims Who Experienced Self-Destructive Behaviors 

Symptom Percentage  

Relapse of Previous Addiction 6% 

New Addiction To Street Drugs 1% 

New Addiction To Overeating 9% 

New Addiction to Alcohol 6% 

Bulimia 1% 

Anorexia 1% 

Note.The data provided for the table is from WBI 2012 Survey of Impact of Workplace 
Bullying on Individuals’ Health (Namie, pp. 3-5). 
 
Table 11  

 WBI Victims Who Experienced A Lost of Loyalty 

Symptom Percentage  

Sense of Betrayal By Peers 74% 

Distrust Of Institutions 63% 

Grief Over Losses 47% 

Note.The data provided for the table is from WBI 2012 Survey of Impact of Workplace 
Bullying on Individuals’ Health (Namie, pp. 3-5). 
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Stress Related Leave 
 

According to WBI 2013 study on stress related leave, workplace bullying victims 

are at risk of suffering from stress (Namie).  The stress experienced can trigger stress 

related diseases; both can cause the victim and job related duties to suffer.  It can also 

cause the victim to need a break from work to heal.  In the American workforce, leaves 

from work are compensated via paid sick leave, workers compensation, Family Medical 

Leave Act (FMLA), or disability insurance; 23 of American private owned companies 

offers at least one paid sick leave (Namie, 2013).   

In the WBI 2013 study, it was found that 51% of bullied targets did not take any 

form of leave.  The victim’s choice to endure and ignore their needs to regroup and heal 

from trauma could have easily affected their overall wellbeing.  Their health, career, and 

personal relationships could have been compromised due to not addressing the issue.  The 

remaining 49% used the following forms of time off: 

• Workers Compensation Claim 

• FMLA 

• Short-Term Disability 

• Long-Term Disability 

• Early Retirement / Disability (Namie, 2013). 

Of the 49% of victims that remained, approximately 22% of them used voluntary paid 

FMLA to cope with the stress of being bullied. 
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Table 12 

 
 WBI Victims Who Used Leaves of Absences 

Absence Type Percentage  

Relapse of Previous Addiction 6% 

New Addiction To Street Drugs 1% 

New Addiction To Overeating 9% 

New Addiction to Alcohol 6% 

Bulimia 1% 

Anorexia 1% 

Note.The data provided for the table is from WBI 2013 Survey of Impact of Workplace 
Bullying on Individuals’ Health (Namie,, pp. 3-5). 

 
Summary 

 
In Chapter II, the literature review included: (a) introduction of the purpose; (b) 

historical overview; (c) women’s journey into educational leadership (d) horizontal 

violence among oppressed populations; (e) theoretical framework; (f) workplace 

violence; (g) and summary.  In Chapter III, the researcher described the methodology that 

was used in this study, which included research design, participants, context and setting, 

instrumentation, data collection, and data analysis.   
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CHAPTER III 
 

METHODOLOGY 
 
 The purpose of this study was to describe the perspectives of African American 

women, as secondary school administrators, experiences regarding horizontal violence in 

the workplace.    This chapter details the methodology that was used in the study, 

including research design, selection of participants, context and setting, instrumentation, 

data collection, and data analysis.   

Research Design 
 

In this descriptive study, the researcher used the qualitative research methodology 

of hermeneutical phenomenology to explore and clearly describe the essence of African 

American women secondary school administrators experiences regarding horizontal 

violence in the workplace.  This chapter details the methodology that was used in the 

study, including research design, selection of participants, context and setting, 

instrumentation, data collection, and data analysis. In so doing, the researcher gained 

knowledge as these participants shared their feelings, described what they perceived and 

sensed through their own self-awareness and experiences.  Approaching the study from 

this perspective allowed the researcher to explore the central underlying meaning of the 

experiences that contain both the outward appearance and inward consciousness based on 

memories, images, and meanings of these participants’ responses (Moustakas, 1994).  

The research questions used to better understand the phenomenon were: 

1. What are the perceptions of African American women administrators regarding 

the influence of horizontal violence on job satisfaction?  
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2. What are the perceptions of African American women administrators regarding 

the influence of horizontal violence on personal health? 

3. What recommendations would African American education administrators offer 

women experiencing horizontal violence in the workplace? 

The phenomenological research approach design by Bogdan and Biklen (2006) 

was used to analyze the data.  They described their process for analyzing data in the 

following statement, “Analysis involves working with data, organizing them, breaking 

them into manageable units, synthesizing, searching for patterns, discovering what is 

important and what is to be learned, and deciding what you will tell others” (Bogdan & 

Biklen, 2006, p. 157).  In addition, according to Lichtman (1996), phenomenological 

research approaches studying the actual experiences of people, regarding a certain 

phenomenon.  Subsequently, the phenomenological researcher must be open-minded 

toward a changing reality (Lancy, 1993).  That is, he or she needs to be prepared to give 

explanations for observed phenomena.  Phenomenology instructs the researcher to allow 

the phenomenon to reveal itself in its fullness.  The African American women secondary 

school administrators were diverse, with varying backgrounds and experiences, while at 

the same time experienced common phenomena.  Also, it was important for the 

researcher to understand the diversity within the group of participants as inquiry was 

conducted.     

Boeree (2002) noted that the phenomena speak for themselves, meaning the 

researcher should be prepared to listen.  In this study, the researcher described the 

perceptions of African American women secondary school administrators’ experiences 

regarding horizontal violence in the workplace as they appeared to the participants, free 
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of the researcher’s biases and beliefs as supported by the work of Gall, Gall, and Borg 

(2006). 

Context and Setting 
 

The researcher chose to allow the participants to choose their setting within 

Houston, TX, for the qualitative interviews.  The interviews were based on the 

availability of the administrators from different schools and the snowball effect selection.  

In addition, the setting for the study was based on the location of the participants.  This 

form of setting was chosen for the following reasons: (a) the participants were campus-

based administrators and district superintendents and (b) the participants had very 

demanding work schedules and had to fit the interview into their daily duties.   

Participants 
 

The participants for this study were purposefully selected based on a snowball 

effect and included eight African American women secondary administrators.  The 

African American administrators were eligible to participate in the study if they were an 

assistant principal, principal, or superintendent at the secondary level and had been in this 

capacity of leadership for five or more years.  The identification of this population of 

administrators, was collected from an open-ended questionnaire and interview.  The 

questionnaire was not based on their understanding of horizontal violence or the 

oppression theory, but their personal challenges.  According to Bogdan and Biklen 

(2003), “The method of sampling in analytic induction is purposeful sampling.  The 

researcher may choose particular subjects to include because they are believed to 

facilitate the expansion of the developing theory” (p .65).  In addition, Gall, Gall, and 

Borg (2006) explained the purpose in selecting participants through purposeful sampling 
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“is to develop a deeper understanding of the phenomena being studied.  A related purpose 

often is to discover or test theories” (p. 165).  Creswell (2013) stated phenomenology 

involves a study of “multiple individuals who have experienced the same phenomenon” 

(p. 112).  

The criteria for the selection included administrators at the secondary level that 

had been in leadership for five or more years.  Additional identifiers included gender and 

race.  Once identified from the questionnaire, they were notified by the researcher via 

email, and/or phone to be invited to participate in this study.  

  The oral participant responses were documented and analyzed to describe their 

perceptions of horizontal violence among African American women administrators at the 

secondary level along with demographic information.  Themes and patterns were evolved 

from responses to the interview questions.  

The interview questions were developed and were utilized by the researcher for 

this study of African American Women Administrators’ Perspectives Of Horizontal 

Violence In Secondary Schools.  The questions developed for the study are further 

described in the next section. 

Instrumentation 
 
 Instrumentation refers to the instruments utilized by the researcher to gather 

accurate data (Lunenburg and Irby, 2008).  Therefore, the instruments in this 

phenomenological study were open-ended questions.  The interview questions were 

developed and utilized by the researcher for this study of African American Women 

Administrators’ Perspectives Of Horizontal Violence In Secondary Schools. The open-

ended interview questions addressed the following: 
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• Gender, ethnicity, and principal experience and training 

• Personal experience of horizontal violence 

• Witnessed another African American woman experiencing horizontal violence 

The participants lived experiences provided the researcher with knowledge about distinct 

feelings and beliefs through open-ended dialogue.  Furthermore, the researcher took 

written notes during the interview and used a recording application to record the session.   

Reliability and Validity 
 

After reshaping the survey and research questions from Horizontal Violence 

Among Nurses: Experiences, Responses, and Job Experience Questionnaire (Bloom, 

2014) and National Teacher and Principal Survey (United States Department of 

Education, 2015), the researcher created African American Women Administrators’ 

Perspectives of Horizontal Violence in Secondary Schools Questionnaire.  The researcher 

developed content validity for the questions by having experts in the College of 

Education and Behavioral Sciences (COEBS) at Houston Baptist University review the 

content for accuracy and completion.  The interview questions were reviewed by the 

researcher’s dissertation chair and committee members who served as experts in the 

instrument design.   

The participants interview responses met the criteria for validity according to 

Guba and Lincoln (1989) and Erlandson, Harris, Skipper, and Allen (1993).  These 

researchers explained qualitative research must have the following: truth, applicability, 

value, consistency, and neutrality to be considered valid.  This study met all five criteria 

in the following ways:  (1) the criterion of truth was achieved using the participants’ 

unaltered responses; (2) the oral responses from the participants were transcribed in a 
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Microsoft Office document and coded into categories; (3) the applicability was achieved 

in this study because the results may be applicable to African American women 

administrators at all levels; (4) the criterion value was met by examining the descriptions 

and perceptions of African American secondary administrator participants, in regard to 

their perceptions of horizontal violence; (5) the researcher achieved consistency in the 

study through ensuring every participant were provided the same open-ended questions 

within the interview; and (6) neutrality was achieved through note taking and taped 

interviews, which reduced the researcher’s bias when gathering participants’ responses.  

The researcher did not give the participants any positive or negative responses about their 

experiences.  

Additionally, the following criterion was used to address rigor and trustworthiness 

(Erlandson et al., 1993; Guba & Lincoln, 1989) which is required of qualitative research 

that includes credibility, transferability, and confirmability (Trochim, 2002).  Credibility 

consists of establishing results of qualitative research which are credible or believable 

from the perspective of the participants in the research.  The purpose of qualitative 

research is to describe or understand the phenomena of interest from the participants’ 

eyes (Trochim, 2002).  The participants are the only ones who can legitimately judge the 

credibility of the results.  Credibility was addressed in this study by asking the 

participants to describe their own experiences.  The administrators’ ability to write and 

review their responses and add any additional comments increased the credibility of their 

comments.   

Qualitative research, transferability is the degree to which the results of the study 

can be generalized or transferred to other contexts or settings.  It is the responsibility of 
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the researcher to ensure transferability; he or she must clearly describe the setting or 

context of their study (Erlandson et al., 1993; Guba & Lincoln, 1989).  In this study, the 

researcher attempted to increase transferability by including detailed descriptions of the 

participants’ demographic information, including race, gender, age, years as an 

administrator, and the grade levels serviced as a campus leader, as recommended by 

Guba and Lincoln (1989) and Erlandson et al. (1993).  Doing this, others can fully 

determine the transferability of the results via analyzing the differences and similarities 

between their context and the context described in this study.  The person who transfers 

the results to a different context is responsible for making the judgment of how sensible 

the transfer might be (Trochim, 2002).   

Confirmability is the degree to which the results can be confirmed or corroborated 

by others (Trochim, 2002).  Qualitative research assumes each researcher brings a 

different context to the study.  There are many strategies for reinforcing confirmability.  

For example, the researcher can document the procedures for checking and rechecking 

the data throughout the study (Trochim, 2002).  Confirmability was addressed in this 

research by analyzing the common emerging themes from the participants’ oral responses 

to the open-ended questions.  The participants’ exact responses were typed from written 

documents transcribed from oral responses; then placed in a Microsoft Office document, 

thereby ensuring none of the data was changed or altered. 

The participants’ oral responses to the open-ended questions were direct quotes 

and served as the basic source of organic data in the qualitative assessment.  These 

questions revealed the participants’ levels of emotion, their thoughts, their experiences, 
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and their basic perceptions of African American Secondary Administrators’ Perception 

Of Horizontal Violence.   

Data Collection 
 

African American women secondary administrators who service the greater 

Houston area provided the data for this study.  Approval to conduct the study was 

obtained through the Institutional Review Board (IRB) at Houston Baptist University 

(Appendix A).  Once the study was approved, the participants who service the greater 

Houston area were asked to participate via a consent form (Appendix B). 

Ethical considerations for this study included concealing the identities of the 

participants and obtaining their permission.  The consent form was reviewed during the 

interview process, so each participant understood the expectations before signing and 

responding to the questions.  As researcher bias is a consideration, the researcher 

minimized the potential for bias in the study by not intervening in the participants’ 

communication unless there was a question.  The participants were told their responses 

will be kept for seven years after completion of this research project, and then, they will 

be destroyed.   

Data was collected through open-ended interview questions that inquired about 

participant’s demographics and their experiences.    The eight participants were notified 

of their invite by the researcher email, and/or phone to participate in the study.  The oral 

participant responses were documented and analyzed to describe their perceptions of 

African American women administrators’ perspectives of horizontal violence in 

secondary schools.  Themes and patterns that evolved from responses to the open-ended 
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questions on the were used to help the researcher understand the perceptions of the 

participants. 

Researcher Bias 
 

Researchers must be clear about their biases.  This is to allow all participants the 

opportunity to decide what they think about the data that will be presented (Heath, 1997).  

Researcher bias is a very important factor in qualitative research.  Reflexivity was used to 

minimize the bias.  By using reflexivity, the researcher performed a self-reflection on 

their own personal biases and predispositions (Milinki, 1999).  Moreover, the researcher 

also documented the participants’ responses verbatim using the Temi application during 

the interview process.  The Temi application is a transcription service that transcribes 

participants responses.  While analyzing the qualitative data, the researcher reviewed the 

participants’ responses in order to provide insight into their perceptions.  While 

examining the responses in detail, the researcher put aside personal biases and remained 

open-minded when gathering data for this study.  By doing so, the researcher proceeded 

effectively with a low level of bias and influence on the participants.   

Data Analysis 
 

According to Bogdan and Biklen (2006), “Analysis involves working with data, 

organizing them, breaking them into manageable units, synthesizing, searching for 

patterns, discovering what is important and what is to be learned, and deciding what you 

will tell others” (p. 157).  In this section, the researcher described the data analysis 

procedure that was used to analyze the following: (a) open-ended interview questions that 

inquire about participants demographics and experiences.  The participants’ responses to 

the interview questions were analyzed by common themes to address the research 
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questions in determining perceptions of African American Women Administrators’ 

Perspective Of Horizontal Violence In Secondary Schools.  The open-ended responses to 

the interview questions were transcribed into a Microsoft Office document.  The 

responses were separated by: (a) participant; (b) demographic data; (c) years of 

leadership experience; (d) number of times they have experienced horizontal violence; (e) 

number of times they have witnessed horizontal violence; and (f) cognitive and personal 

traits of the administrator.  Two sets of researchers sorted the data, analyzed, organized, 

and reorganized the data, while searching for patterns and themes.  These researchers 

compared data themes and categorizations and looked for common themes to determine 

which data needed to be re-categorized.  Specifically, researchers coded the text to 

determine the perceptions of African American Women Administrators’ Perspective Of 

Horizontal Violence In Secondary Schools.     

Summary 
 

In Chapter III, the researcher presented the specific methodology for the study.  

The participants were purposefully selected and placed in categories based on their years 

of experience as an administrator at the secondary level and gender.  The instrumentation 

section of this chapter described the open-ended interview questions, which included 

demographics and experiences.  Data collection and analysis procedures were discussed 

for data collection and analysis procedures included open-ended interview questions.  

The next chapter, Chapter IV includes analysis of the findings from the interviews.   
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CHAPTER IV 
 

FINDINGS 
 

The purpose of this study was to describe the perspectives of African American 

women, as secondary school administrators experiences regarding horizontal violence in 

the workplace.  This study gave voice to eight African American women administrators 

who were successful in navigating the journey of educational leadership. The research 

questions used to better understand the phenomena were: 

1. What are the perceptions of African American women administrators regarding 

the influence of horizontal violence on job satisfaction?  

2. What are the perceptions of African American women administrators regarding 

the influence of horizontal violence on personal health? 

3. What recommendations would African American education administrators offer 

women experiencing horizontal violence in the workplace? 

Data collection included interviews from eight African American women administrators 

in secondary schools. Research-based solutions are proposed in chapter five. 

Participants and Stakeholders 
 
 The targeted participant population for the study was African American women 

administrators who were purposefully selected based on a snowball effect and includes 

eight African American women secondary administrators.  The breakdown of the African 

American women administrator participants were as follows: 
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Participants 
 

 

Figure 3.  Gender of participants. 

Figure 3 displays the gender of participants.  All the participants were women.  Being 

women was a participant requirement. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
  

Women
100%

Men
0%

GENDER
Women Men



 
 

 
 

72 

 
Ethnicity 
 

 

Figure 4.  Race of participants. 

 Figure 4 highlights the race of participants.  The percentage of participants that 

were of the African American race is 100%.   Being African American was a participant 

requirement. 
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• All over the age of 30 

 

 

Figure 5.  What is your age? 

 Figure 5 features the ages of all participants:  (a) 12.5% of the participants are in 

the age range of 31-35; (b) 12.5 % of the participants are in the age range of 36-40; (c) 

25% are in the age range of 41-45; (d) 12.5% are in the age range of 46-50; (e) 25% are 

in the age range of 51-55; (f) 12.5% are 56 and older.  Majority of the participants were 

over the age of 40.  There was only one participant over the age of 55; she was 67 years 

of age. 
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Figure 6.  Years of Secondary School Administrator Experience 

 Figure 6 presents the years of experience of the participants.  All participants had 

five or more years of experience as an administrator in secondary education.  The 

percentage of participants with five years of experience was 37.5%.  The percentage of 

participants with over five years of experience was 67.5%. 

Findings 
 
 According to researchers Maguire and Delahunt (2017), thematic analysis is the 

ability to extrapolate patterns and or themes from qualitative data.  The researchers also 

infer that this form of study is very flexible and that there are multiple ways to approach a 

thematic analysis.  The findings section of this study is organized via Braun’s and Clark’s 

(2006) definition of semantic themes according to the African American women 

administrators in secondary schools who were interviewed.  The themes from the 

research are: (a) lack of support; (b) micro-management; (c) verbal abuse and sabotage; 

(d) increased likelihood of health issues; (e) intimidations; and (f) stereotypes. 
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Background Questions 
 
 The first emergent theme was found in the background questions.  The 

background question asked participants to describe their level of support.  Data collection 

included individual interviews.  The section concludes with an amalgamation of evidence 

collected.  

Theme 1:  African American women secondary school administrators feel that they are 

not supported at the campus level and district level. 

 During interviews with African American secondary school administrators, a 

common theme that emerged was the lack of support from the campus and district level.  

The percentage of participants that encompassed this belief were 62.5%. While 

interviewing the administrators they spoke about the following: 

• Being their own support 

• Finding their own support network 

• The disconnect with campus and district administration 

Examples of this includes the statement from Participant One, summarizing that she 

couldn’t wait in anticipation for someone to support her.  She stated, 

It is very much sink or swim.  A dog eats dog world [sic].  You cannot wait on 

anybody to show up at your door or at your school saying to you, here’s the 

professional development I think you should have.  You must have your own 

plan. 

The interviews also included how the participants formed their own support system with 

people that they felt safe with.  Participant Four stated, 
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• “My support system consists of one to two assistant principals here who I 

feel safe with.” 

Participant Four description of district level support was also of someone in her safety 

net.  When asked if she had support at the district level, Participant Four stated, 

• “Maybe.  I have a program director that I work very closely with as a 

campus behavior coordinator who was like a mentor to me.” 

Discussion throughout the interviews on district level support displayed the belief of 

limited to non-existent level of support from the district level.  Participant Five believed 

that she received a limited amount of support.  When asked if there was support from the 

district level, Participant Five stated, 

“Um [sic], there is some dissension between high school leadership and central 

office.”  “Um [sic], there’s a disconnect and so they really don’t provide a lot of 

support to us.”  “We’re like an island [sic] on our own.” 

Interview results showed that five out of eight participants felt that there was a lack of 

support for African American women as secondary school administrators. 

Theme 2:  African American women secondary school administrators ages 51 and over 

viewed support differently from the younger participants. 

 A common theme in the interview sessions from participants ages 51 and over 

was how they viewed the support they received.  While interviewing this group of 

participants, their responses were unique.  They received minimal amounts of support and 

found that to be more than enough to sustain them.  Examples of this included the 

statement from Participant Six.  Participant Six stated, 
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The district supports me. In fact, I have come to them with questions and 

concerns.  They have put the money up when I asked for supplies and 

didn’t squawk or balk when I asked for buses.  The district let me choose 

the campus I wanted to relocate to. 

Participant Seven required much less to feel supported.  The level of support she received 

to feel satisfied was merely encouragement. When asked her level of support, Participant 

Seven stated, 

My campus administrators were supportive when I went from teacher to 

assistant principal.  My principal was extremely supportive.  He’s the one 

who encouraged me to do it.  When I went from assistant principal to 

principal, he asked me, “have you thought about being a principal?” 

Interview results showed that two out of eight participants needed very minimal support 

to feel supported. 

Table 13 

Background Questions Themes 

Background Question: (Themes) 

• Theme 1:  African American women secondary school administrators feel that 

they are not supported at the campus level and district level. 

• Theme 2: African American women secondary school administrators ages 51 

and over viewed support differently from the younger participants. 
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Research Question One 
What are the perceptions of African American women administrators regarding the 

influence of horizontal violence on job satisfaction?  

Theme 3:  African American women secondary school administrators did not know how 

to put horizontal violence into words. 

During interviews with African American secondary school administrators, a 

common theme that emerged was that they did not know what horizontal violence was or 

how to put it into words.  The percentage of participants that lacked the understanding of 

horizontal violence was 62.5%. While interviewing the administrators, they asked in 

various ways, “what is horizontal violence?”  Participant One said, 

• “I would assume that would be, I guess the back and forth or the resistance 

of some.” 

Participant Two said, 

• “I think I know what that means.  Um [sic], well I don’t want to waste 

time.  So tell me, when you say horizontal violence, what do you mean?” 

Participant Four stated, 

• “Um [sic], I guess basically, uh [sic], somebody trying to keep me from 

getting into higher positions or positions that they feel they don’t want me 

in.” 

Participant Five said, 

• “I think it is when people who are on the same level or have the same 

opportunity, same education, that is striving for the same job, really are 

grasping for straws [sic].” 
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Participant Seven stated, 

• “I am not sure what it is.  If I have experienced it, it was probably a low 

scale to be honest with you.” 

Interview results show that five out of eight participants didn’t know what horizontal 

violence was or how to recognize it. 

Theme 4:  African American women secondary school administrators are micromanaged. 

 Another common theme in research question one was micromanagement.  Half of 

the research population interviewed stated that they were micromanaged in various 

forms.  For example, Participant One said, 

I would propose a project to my superior, the campus principal, and she 

would give me a hard time about it.  She would pick my idea apart.  She 

would definitely try to make me lose confidence about it.  When someone 

else presented the same idea, the project was grand and perfect.  She 

would tell the team we are going to fly with the other person’s idea.  But 

when it came to my idea, she would say I needed a little bit of support.   

Participant Two described an event when she was micromanaged.  She said, 

I got a call on the weekend telling me that I am going to teach this, and 

you’ve got to be ready.  Here’s what you’re going to be teaching.  Here’s 

what you are going to be doing.  You got to be ready.  I was hired to teach 

social studies, but that weekend call was to teach seventh grade math. 

Participant Four stated, 

• “My building has a difficult time allowing me to be a leader on my 

campus.” 
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Participant Seven stated,  

• “I had a principal that believed in managing people.  She didn’t believe in 

collaborating with her team.  She did a lot of micromanaging.  I had to 

explain everything I did.” 

Interview results showed that four out of eight participants felt that they were 

micromanaged. 

Theme 5:  African American women secondary school administrators often experienced 

verbal abuse and sabotage in their role of administrator. 

 During interviews with African American secondary school administrators, a 

common theme that emerged was that they experienced some type of verbal abuse and or 

sabotage in their position as an administrator.  The percentage of participants that 

experienced this abuse was 87.5%. Examples of this includes statements from seven out 

of eight participants.  Participant One stated, 

• “Enduring little side comments, maneuvering little roadblocks, and tattle 

telling are things that we go through.” 

Participant Two stated, 

I got a call on the weekend telling me that I am going to teach this, and 

you’ve got to be ready.  Here’s what you’re going to be teaching.  Here’s 

what you are going to be doing.  You got to be ready.  I was hired to teach 

social studies, but that weekend call was to teach seventh grade math.  I 

called the administrator numerous times to get clarity of the assignment.  I 

got no answer.  So, it was a set-up, an expectation that was unfair was set 

and you are not giving me enough time to meet the expectation [sic].  I 
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was calling to get clarity, when you said to call you, but you are not 

making yourself available [sic].  Then I go in and do my best job and you 

show up to evaluate on day one, when you just gave me the assignment on 

Sunday evening [sic].  Again, that was an unfair expectation.  And then 

you call me in the office to reprimand me [sic].  I said no ma’am that’s not 

what we are doing [sic].  It was bullying.   

Participant Three stated, 

I have had issues with sly [sic] remarks.  I did my best to ignore it.  They 

would mumble things like “she’s been trying to get a principal position for 

years.”  When the school board voted me in, the superintendent took a 

picture with me, comments were made about that.  They said, “The 

superintendent really was happy standing behind you.” 

Participant Four stated, 

There has been times that I had a meeting with my principal and she 

basically told me, I just want to let you know that word on the street [sic] 

is you’re telling people that you’re not happy here and you need to be 

careful about the things that you are saying because it can create a hostile 

environment [sic].  So, I instantly stopped her and was like, “no, no no 

[sic]!  What we are not going to do is try to put off this hostile 

environment that was created and say that I am creating it.  Because I’m 

not creating it.  I then told her, you need to ask me if I said that, because 

he say and she say is messy [sic].  I then told her Let’s stop there [sic].  I 

know for a fact, that you are talking about me and other AP’s to people on 
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our team and to teachers.  I really didn’t know if she was talking about me 

to other assistant principals, but I threw myself in there and she did not 

deny it.  Didn’t deny it one bit [sic].  So now I know that she talks about 

me behind my back. 

Participant Five stated, 

In my current situation, I am currently being led by the brother of a 

teacher who was my subordinate [sic].  This person would not come to 

work, was not an affective teacher, and wasn’t prepared.  I had to start 

documenting to not renew them [sic].  The teacher was terminated.  My 

former principal hired the brother of the terminated teacher as an assistant 

principal.  The former principal was terminated, and now the brother is my 

building principal.  With him as my building principal there’s a lot of 

undermining, imbalanced work duties, and “give it to me”, responsibilities 

[sic].  And I have to do it with a smile on my face. 

Participant Six made mention of ageism and verbal abuse.  She stated, 

In today’s society people have asked me “when are you retiring?”  They 

have also asked me “how much longer are you going to work?”  On my 

campus, I have been asked “are you still working?”  I have been excluded 

from activities from co-workers because of my age. 

Participant Eight discussed a couple of incidents.  There were two that impacted her 

greatly.  She said, 

I was a zero-year teacher [sic]; I was a bilingual pre-K teacher in a suburb 

outside of Dallas.  Because I came into the career in a very unorthodox 
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position for an African American woman of non- Hispanic origin that 

spoke fluent Spanish, I experienced problems with my assistant principal.  

My assistant principal was also an African American woman.  For three 

years I had colleagues that would tell me that she would stare at me 

through my window, while I was teaching, with disdain [sic].  In her time 

as a teacher, she was successful.  So, me coming in as a new kid on the 

block with a different skillset was intimidating to her.  Because of my 

youthfulness and newness brought to the campus, I felt that she was 

actively finding ways to discourage my work. 

Participant Eight further described another incident.  She said, 

The role that I am currently in is a very high-profile role.  The things that I 

do have large implications on the district’s success.  Generally, this role is 

not filled with African American women.  However, there was one 

African American woman that temporarily held this position.  She was 

quickly removed though.  She now holds a different position that has an 

impact on what I do.  I can’t trust that our interactions or the work that we 

do together is always going to be honest.  I guess this is because of the 

disappointment that arose from her being in this role.  I believe it is 

difficult for her to except that I’ve been in this role now going on two 

years.  After conferring with other African American women 

administrators, they’re kind of feeling the same way. 
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Table 14.  

 Research Question One Themes 

Research Question One: (Themes) 

• Theme 3:  African American women secondary school administrators did not 

know how to put horizontal violence into words. 

• Theme 4:  African American women secondary school administrators are 

micromanaged. 

• Theme 5:  African American women secondary school administrators often 

experience verbal abuse and sabotage in their role of administrator. 

 

Research Question Two 
 
What are the perceptions of African American women administrators regarding the 

influence of horizontal violence on personal health? 

Theme 6:  African American women administrators of secondary schools who 

experienced horizontal violence had increased likelihood of health issues. 

 During interviews with African American secondary school administrators, a 

common theme that emerged was the increased likelihood of health issues for those 

experiencing horizontal violence.  Half of the participants interviewed reported the 

following: 

• Adverse health affects 

• Diagnosis by a physician 

• Had to take time off work.  
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 Figure 7 highlights the adverse health effects experienced by African American 

women administrators in secondary schools.  During the interview process the research 

participants were asked the following questions: 

• Have you experienced any illnesses at work due to horizontal violence? 

• Were you diagnosed by a physician? 

• Did you take any leaves from work because of horizontal violence? 

The percentage of participants that had these experiences were 50%.  Of that group, 75% 

of them experienced anxiety attacks; 50% were diagnosed by a physician: 25% had 

tension headaches; 25% were prescribed prescription medication; 25% experienced a 

lowered overall wellbeing; and 100% needed to take time off. 

 When Participant One was asked if she ever experienced any illnesses at work 

due to horizontal violence, she said, 

Yes [sic]! Yes [sic]! I experienced anxiety, a lot of depression, and 

physically I’ve been sicker than I ever been in my life.  In the past three 

years, just catching a cold frequently.  Who catches colds anymore?  But 

several times a year, I catch a cold.  I’ve had the flu every year.  This did 

not use to be the case.  It has been a toll on my body physically.   

Participant One was also asked if she had ever been diagnosed by a physician regarding 

the influence of horizontal violence on her personal health, she further said, 

In terms of the aliments, yes.  I was, given FMLA.  The doctor gave it to 

me, the papers were submitted and approved by the district.  I didn’t use 

the FMLA because of fear of work piling up and thinking about the needs 

of the kids, but this gave me more anxiety.  I should have taken the damn 
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[sic] day, to be honest!  Not taking the time off didn’t make the situation 

any better. 

Participant Four was asked if she ever experienced any illnesses at work due to horizontal 

violence, she said, 

It’s interesting that you brought this up.  Two of the three years of 

working with my current leadership, I started battling anxiety again.  I 

suffer from anxiety.  I have been doing pretty well with it, but when I 

worked at Texas Children’s Center, I had a nervous breakdown.  So 

working here I was doing well until my current leadership came.  Working 

under her, the anxiety began to worsen.  Currently, I am on FMLA.  I am 

on it to make sure it doesn’t get really bad like it used to be; passing out 

from panic attack, I can’t go back there.  With my FMLA, I take that when 

needed.  I’m in therapy, and I’m on drugs [sic].  And it all stems from 

work.  My therapists said that it seems like it is stemming from work.  My 

anxiety is worse on Sundays.  One Sunday I faced shortness of breath and 

heart palpitations; I am out of breath right now talking about it.  When I 

walk in the building, I have shortness of breath, heart palpitations, and my 

chest gets tight.  I have a psychiatrist and therapist. 

Participant Five was asked if she ever experienced any illnesses at work due to horizontal 

violence, she said, 

• “I have experienced tension headaches from being overly stressed.  When this 

happens, I take a stress day.  The campus knows that this is the cause if I am 

absent. “  
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Participant Eight was asked if she ever experienced any illnesses at work due to 

horizontal violence, she said, 

Yes. They are mostly mental and emotional.  I have pretty much just 

suppressed all the things that frustrate me and learned to just continue to 

do the job even though I disagree with the amount of work and the caliber 

that my district expects of me.   

Participant Eight was also asked if she had to take any leaves from work because of 

horizontal violence, she replied, 

• “I have taken a personal health day or two.  It’s not really my way to miss work, 

but my principal oftentimes tells me to take a break.” 

Adverse Health Effects 

 

Figure 7.  The perceptions of African American women administrators regarding 

the influence of horizontal violence on personal health. 
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Theme7:  African American women administrators of secondary schools who are 45 

years of age and up will not take off work because of horizontal violence. 

 During interviews with African American secondary school administrators, a 

common theme that emerged was that the research population 45 years of age and older 

did not take off work.  When asking them if they have experienced any illnesses at work 

due to horizontal violence, there responses were interesting.  Participant Two said, 

I wasn’t listening.  Ask me that question again.  I can’t speak to that 

because I am not going to let anyone, or anything influence my health and 

wellness.  Outside of a few tears, I can’t waste my time on things that I 

can’t control.   

Participant Six response to the question was  

• “I have not.  Not due to horizontal violence.  I have not.  I have had illnesses, but 

that’s because I work hard, and I don’t play.  I work hard!  So, it’s not due to 

horizontal violence.” 

Participant Seven response was,  

• “What [sic]?  I had a gallbladder issue. I took off for that.” 

Theme 8:  The ability to ignore horizontal violence shows your strength.   

Participant Six made mention in her interview that, 

• “I dismiss what people say, think, or feel about me.  Maybe they think their words 

are going to hurt my feelings or something.  I guess my skin is thicker than that or 

tougher [sic]. 
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Table 15.   

 Research Question Two Themes 

  

Research Question Two: (Themes) 

• Theme 6:  African American women administrators of secondary schools who 

experienced horizontal violence had increased likelihood of health issues. 

• Theme 7:  African American women administrators of secondary schools who 

are 45 years of age and up will not take off work because of horizontal 

violence. 

• Theme 8:  The ability to ignore horizontal violence shows your strength. 

 

Research Question Three 
 
What recommendations would African American education administrators offer women 

experiencing horizontal violence in the workplace? 

Theme 9:  The generalizations African American women secondary school administrators 

face that negatively impacted reputation and performance 

Throughout interviews with African American women secondary school 

administrators, a common theme that arose were generalizations that negatively impacted 

reputation and performance.  The percentage of participants that mentioned this barrier 

was 75%.  An example of this barrier includes statements from Participant Two.  

Participant Two said, 

Black women come across, including myself, as intimidating.  We come 

across as, um [sic] extra.  We come across as confrontational and 
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unapproachable [sic].  When talking with Whites, we are aggressive [sic].  

We are criticized for the way we dress, uh [sic], we’re full figured.  With 

those challenges I have faced, I have made sure to taper my energy and 

channel it in a very positive way.  But [sic] I have never lost the core 

essence of who I am [sic]. 

As a result of these generalizations, some African American women choose to protect 

themselves and future career paths via the chameleon effect according to Kilduff and Day 

(1994).  The chameleon effect is high self-monitoring, a person that can acclimate their 

behavior to their surroundings.  These women are taught to read body language to 

determine their appropriate responses be it verbal or nonverbal self-presentation (Snyder, 

1979: 89; Kilduff & Day, 1994).   An example of this includes statements from 

Participant Eight.  Participant Eight said, 

Sometimes I’m very tempted to give off the perception that I’m not as 

knowledgeable as I know to be.  Because being an African American 

woman comes with certain assumption and we have very strong 

personalities.  We can change the climate in a room, we’re angry, we’re 

emotional or passionate, and honestly, I’m all of those things.  Depending 

on what it is that I need to accomplish, sometimes I have to kind of censor 

[sic] myself.  Sometimes I have to take a step back in hopes that I can 

build credibility because even though I can sit at a table and know that my 

input in the topic we’re discussing is important to bring up, but because 

I’m an African American woman, and because what I’m getting ready to 

say might not be, I guess, agreeable to the group, then I have to be very, 
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very careful.  Me particular because [sic] I am an African American 

woman that’s also Spanish speaking.  I will tell you that, other African 

American administrators, about 10% are impressed and have little jokes 

about how I need to teach them.  And others I think are intimidated by it.  

And so, I have to sometimes just take a step back. 

Theme 10:  The perception that African American women secondary school 

administrators do not require support. 

 During interviews with African American secondary school administrators, a 

common theme that emerged was the generalization that African American women do 

not require support.  These women stated that individuals, especially African American 

men, are quick to offer support and aid to women from other ethnicities, but not to them.  

Participant Eight stated, 

I’ve kind of coined a phrase called “Pearl Clutching [sic].”  Pearl 

Clutching [sic]  is literally the act of anytime something comes to you that 

puts you in distress, you literally just kind of gasp and clutch your chest 

[sic].  This is how African American women react when they’re in 

distress.  What I’ve found is the quote unquote Pearl Clutching [sic], if 

you will, is much more accepted by other African Americans.  As African 

American women, we are very much expected to put our pearls away and 

just get the job done without emotion.  If we were to sit in a room and say 

that we’re in distress, then it would be seen as a character flaw, as opposed 

to needing more support.  And so for that, that’s a piece that I very much 

buy into [sic].  And so, I leave my pearls at the house and I save all my 
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Pearl Clutching [sic]  for my husband.  But Pearl Clutching [sic] is 

absolutely not accepted amongst African American women [sic].   

Participant further stated, 

African American males are much more respondent to the stereotypes that 

white women or non-black women need to be saved and they’re in distress 

[sic].  Black men know that white women are strong [sic].  They’re 

powerful, they’re influential [sic].  They say what they mean [sic].  They 

mean what they say and when they put their minds to it, they get the job 

done [sic].  This is what we charmingly refer to “Black Girl Magic [sic].”  

So when the black girl comes in and she’s in distress or she has concerns, 

she is angry; she is lazy; she is complaining; she’s messy [sic].  She’s all 

these things [sic].  I have watched over and over my white counterparts 

who have missed upwards of 40 days of work and have come up with just 

the right excuse and the right amount of tears, be excused and 

sympathized [sic].  And I watched the same with a black woman, who is 

then described as lazy, unprofessional, all of those things after missing 40 

days of work for a similar issue [sic].  This happens often and it’s the 

black man that’s perpetuating the stereotypes [sic]. 
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Table 16. 

Research Question Three Themes 

Research Question Three: (Themes) 

• Theme 9:  The generalizations African American women secondary school 

administrators face that negatively impact reputation and performance. 

 
• Theme 10:  The perception that African American women secondary school 

administrators do not require support. 

 

Summary 
 

Chapter IV provided an overview of the findings of the study based on the 

responses provided by African American women administrators in secondary schools.  

Concerning the background questions, the emergent themes were: 

• Theme 1:  African American women secondary school administrators feel that 

they are not supported at the campus level and district level. 

•  Theme 2:  African American women secondary school administrators ages 51 

and over viewed support differently from the younger participants. 

Findings from the interviews showed differences in perspectives based on age groups.  

The interview questions chosen showed various aspects of career barriers African 

American women administrators in secondary schools’ experience.  In particular, the 

questions displayed their lived experience of horizontal violence.  With respect to the first 

research question the emerging themes found were: 
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• Theme 3:  African American women secondary school administrators did not 

know how to put horizontal violence into words. 

•  Theme 4:  African American women secondary school administrators are 

micromanaged.  

•  Theme 5:  African American women secondary school administrators often 

experience verbal abuse and sabotage in their role of administrator. 

Addressing research question two, the emergent themes were: 

• Theme 6:  African American women administrators of secondary schools who 

experienced horizontal violence had increased likelihood of health issues.  

• Theme 7:  African American women administrators of secondary schools who are 

45 years of age and up will not take off work because of horizontal violence.  

• Theme 8:  The ability to ignore horizontal violence shows your strength. 

Lastly research question three emergent themes were: 

• Theme 9:  The generalizations African American women secondary school 

administrators face that negatively impact reputation and performance. 

•  Theme 10:  The perception that African American women secondary school 

administrators do not require support. 

  Chapter V will includes the summary, conclusion, implications and 

recommendations for future studies.  
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CHAPTER V 
 

DISCUSSION, IMPLICATIONS, RECOMMENDATIONS, AND  
CONCLUSIONS 

 
Discussion 

 
The purpose of this study was to describe the perspectives of African American 

women, as secondary school administrators, experiences regarding the career barrier, 

horizontal violence in the workplace.  This study gave voice to eight African American 

women administrators who were successful navigating the journey of educational 

leadership. The findings of this study addressed three research questions: 

1. What are the perceptions of African American women administrators regarding 

the influence of horizontal violence on job satisfaction?  

2. What are the perceptions of African American women administrators regarding 

the influence of horizontal violence on personal health? 

3. What recommendations would African American education administrators offer 

women experiencing horizontal violence in the workplace? 

The participants were purposefully selected based on a snowball effect and included eight 

African American women administrators in secondary schools.  Being an African 

American woman administrator was a participant requirement, along with having at least 

five years of experience in the capacity of administrator.   

According to researchers Gall, Gall and Borg (2007), the snowball effect is when 

participants recommend other potential participants.  These researchers infer that each 

recommendation may generate highly creditable samples. For this study, the snowball 

effect did generate additional participants. 
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Chapter four provided perspectives of the data analysis from African American 

women administrators in secondary schools.  It highlighted the lack of support these 

women received regarding their administrator role.  Out of ten themes, Chapter five 

provides recommendations for three.  These recommendations are for the following 

themes: 

• Theme 9:  The generalizations African American women secondary 

school administrators face that negatively impact reputation and 

performance. 

• Theme 6:  African American women administrators of secondary schools 

who experienced horizontal violence had increased likelihood of health 

issues. 

• Theme 10:  The perception that African American women secondary 

school administrators do not require support. 

This study proved that African American women administrators in secondary 

schools’ encounter generalizations that negatively impact their reputation and 

performance.  It also proved that African American women administrators in secondary 

schools that experienced horizontal violence had an increased likelihood of health issues.   
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Table 17. 

 Compilation of Themes 

Background Question: (Themes) 

• Theme 1:  African American women secondary school administrators feel that 
they are not supported at the campus level and district level. 

• Theme 2:  African American women secondary school administrators ages 51 
and over viewed support differently from the younger participants. 

Research Question One: (Themes) 

• Theme 3:  African American women secondary school administrators did not 
know how to put horizontal violence into words. 

• Theme 4:  African American women secondary school administrators are 

micromanaged. 

• Theme 5:  African American women secondary school administrators often 
experience verbal abuse and sabotage in their role of administrator. 

 
Research Question Two: (Themes) 

 
• Theme 6:  African American women administrators of secondary schools who 

experienced horizontal violence had increased likelihood of health issues. 

• Theme 7:  African American women administrators of secondary schools who 
are 45 years of age and up will not take off work because of horizontal 
violence. 

• Theme 8:  The ability to ignore horizontal violence shows your strength. 

Research Question Three: (Themes) 

 
• Theme 9:  The generalizations African American women secondary school 

administrators face that negatively impact reputation and performance. 
 
• Theme 10:  The perception that African American women secondary school 

administrators do not require support. 
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Implications 
 

According to Linda Tillman (2004), much of the research on African American 

women in education is conducted by White researchers.  The findings in this study will 

provide significant information in relation to African American women in the role of 

secondary school administrators’ perspectives of career barriers, such as, horizontal 

violence. Readers will be able to experience horizontal violence vicariously through the 

lived experiences of African American women administrators in secondary settings via 

interviews.  By understanding the components that African American women 

administrators in secondary schools experience and overcome, African American women 

in education can study and learn form the participants incidents.  Suggestions to 

implement that will encourage the feelings of support, safety, and respect among African 

American women administrators’ in secondary schools include the following: 

1. African American women in education should be made aware what horizontal 

violence is and instructed on how to report it. 

2. Cultural sensitivity training should address African American women as their 

own subgroup, and they should expose and debunk the stereotypical 

perceptions that these women are stigmatized with. 

3. Secondary schools should provide mentoring supports for all African 

American women administrators. 

Recommendations for Future Research 
 
 Due to the long history of microaggressions that African American women have 

faced in America, it is imperative to pursue mechanisms that they can use to overcome 

career barriers such as horizontal violence.  These methods can be employed in many 
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fields but especially among secondary school administrators.  Additional research 

recommendations include the following: 

 
1. Conduct a similar research that includes African American women teachers, 

administrators at the elementary level, as well as, post-secondary campus 

administrators. 

2. Ensure that research includes focus groups within the study among all levels: 

teachers and administrators at the elementary, secondary, and post-secondary. 

3. Research why African American men administrators show minimal to no 

support to African American women administrators. 

4. Investigate if there is a relationship between African American women 

administrators who have experienced horizontal violence and victims of 

childhood abuse. 

Concluding Remarks 
 
 The purpose of this study was to describe the perspectives of African American 

women, as secondary school administrators, experiences regarding horizontal violence in 

the workplace.    In this descriptive study, the researcher used the qualitative research 

methodology of hermeneutical phenomenology to explore and clearly describe the 

essence of African American women secondary school administrators, experiences 

regarding horizontal violence in the workplace.  The findings of this study revealed that 

(a) generalizations African American women secondary school administrators face 

negatively impacted reputation and performance,  (b) the African American women 

administrators of secondary schools who experienced horizontal violence had increased 

likelihood of health issues, and (c) the perception that African American women 
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secondary school administrators do not require support.  Guided by the findings of the 

interview, specific conclusions are discussed in terms of the research questions that 

directed this study.   

To start with, this study brought awareness to the career barrier, horizontal 

violence that African American women administrators of secondary schools experience.  

It gave their perceptions of horizontal violence regarding job satisfaction.  The 

generalizations African American women secondary school administrators face 

negatively impacted their reputation and performance.  Participant Two gave insight to 

this by stating: 

Black women come across, including myself, as intimidating [sic].  We 

come across as, um [sic] extra [sic].  We come across as confrontational 

and unapproachable [sic].  When talking with Whites, we are aggressive 

[sic].  We are criticized for the way we dress, uh [sic], we’re full figured 

[sic].  With those challenges I have faced, I have made sure to taper my 

energy and channel it in a very positive way [sic].  But I have never lost 

the core essence of who I am. 

Another research participant, Participant Eight, described her thoughts.  Her comments 

were: 

Sometimes I’m very tempted to give off the perception that I’m not as 

knowledgeable as I know to be.  Because being an African American 

woman comes with certain assumption and we have very strong 

personalities [sic].  We can change the climate in a room; we’re angry, 

we’re emotional or passionate, and honestly, I’m all of those things [sic].  
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Depending on what it is that I need to accomplish, sometimes I have to 

kind of censor myself.  Sometimes I have to take a step back in hopes that 

I can build credibility because even though I can sit at a table and know 

that my input in the topic we’re discussing is important to bring up, but 

because I’m an African American woman, and because what I’m getting 

ready to say might not be, I guess, agreeable to the group, then I have to 

be very, very careful [sic].  Me particular because [sic] I am an African 

American woman that’s also Spanish speaking.  I will tell you that, other 

African American administrators, about 10% are impressed and have little 

jokes about how I need to teach them [sic].  And others I think are 

intimidated by it [sic].  And so, I have to sometimes just take a step back 

[sic]. 

Results in this research study suggested that stereotypical perceptions and 

generalizations of African American women administrators in secondary education have 

subliminally taught them to have two identities.  One identity for the workplace and 

another for their natural setting.  The workplace allows them to be conditionally black: 

(a) They can be African American women, but not black women and (b) They are only 

allowed to be ethnic or Afrocentric during the month of February, within the constraints 

of the job.  Their natural self, their core essence is reserved for behind closed doors with 

trusted family members and friends. 

Researchers Carbado and Gulati (2000) stated that minorities must walk on 

eggshells on the job to avoid vexing Whites sensitivities.  African American women 

administrators of secondary schools walk on eggshells daily to avoid alarming the 
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sensitivities of all ethnicities in the workplace.  According to Wingfield (2015), these 

women work identities must impede the cultural generalizations; they can be African 

American women, but not perceived as black women.  Because of this complex, this 

researcher infers that these women have difficulty finding mentors that look like them 

and face the same stereotypical perceptions.  Instead, these women walk alone as an 

ambassador for all African American women administrators in secondary schools.  To 

deal with these challenges, conscientization and critical race theory should be applied.   

According to Nyirenda (1996), conscientization was created by Paulo Freire. The 

researcher inferred that this framework was created around the premise of, if you meet 

the basic needs of man and teach them about their oppression, they will be able to 

overcome it.  This is done via increased understanding of their reality; knowledge is 

power. Taylor (1993) suggested that this form of education leads to organization among 

the oppressed; it causes them to take charge of their destiny via knowledge and empowers 

them to take action to change their reality. 

Many African American women administrators in secondary schools don’t know 

what the career barrier, horizontal violence is.  In this study, 62.5 % lack the knowledge 

of horizontal violence.  The participants commented: 

Participant One said, 

• “I would assume that would be, I guess the back and forth or the resistance 

of some.” 

Participant Two said, 

• “I think I know what that means.  Um [sic], well I don’t want to waste 

time.  So tell me, when you say horizontal violence, what do you mean?” 
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Participant Four stated, 

• “Um [sic], I guess basically, uh [sic], somebody trying to keep me from 

getting into higher positions or positions that they feel they don’t want me 

in.” 

Participant Five said, 

• “I think it is when people who are on the same level or have the same 

opportunity, same education, that is striving for the same job, really are 

grasping for straws.” 

Participant Seven stated, 

• “I am not sure what it is.  If I have experienced it, it was probably a low 

scale to be honest with you.” 

 If they don’t know what it is, or how to identify it, they stay oppressed.  These women 

are oppressed, that’s why they form two identities to navigate throughout the workforce.  

Bringing awareness of their oppression, will bring radical change via Paulo Freire’s 

conscientization framework. 

 The Critical Race Theory (CRT) surfaced from Derrick Bell and Alan Freeman.  

These men were frustrated with stagnancy of racial reform in the United States (Delgado, 

1995; Ladson-Billings, 1998; Hiraldo, 2010).  CRT examines in detail race and racism; it 

compares and contrast how race and racism produce inequities amongst dominant and 

marginalized socio-demographics (DeCuir & Dixson; Ladson-Billings; Ladson-Billings 

& Tate, 1995; Hiraldo, 2010).  The purpose of CRT is to bring light to unspoken 

privileges based on race, as well as, segregation patterns that exist in U.S. society (Parker 

& Villalpando, 2007; Hiraldo, 2010).  CRT’s framework has five tenets. These tenets are: 
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(a) counter- storytelling; (b) the permanence of racism; (c) Whiteness as property; (d) 

interest conversion; (e) and the critique of liberalism (DeCuir & Dixson, 2004; Ladson-

Billings, 1998; McCoy, 2006; Hiraldo, 2010). 

The tenet counter – storytelling will best apply to African American women 

administrators in secondary schools.  Counter-stories are the narratives of the oppressed 

people (Delgado Bernal & Villalpando, 2002; Hilrado, 2010).  The oppressed in this 

study were the African American women administrators.   

The Critical Race Theory, counter-storytelling theory, as it pertains to African 

American women administrators in secondary schools, will give voice to these women.  

It will bring light to the myth that diversity is colorblind.  And, that having their 

leadership title is not enough to accomplish equity, but being able to work in a culturally 

competent setting that is accepting of them as an African American woman.  In this 

study, these women inferred that they can’t be themselves in totality.   Participant Eight 

commented: 

Sometimes I’m very tempted to give off the perception that I’m not as 

knowledgeable as I know to be.  Because being an African American 

woman comes with certain assumption and we have very strong 

personalities [sic].  We can change the climate in a room; we’re angry, 

we’re emotional or passionate, and honestly, I’m all of those things [sic].  

Depending on what it is that I need to accomplish, sometimes I have to 

kind of censor myself.  Sometimes I have to take a step back in hopes that 

I can build credibility because even though I can sit at a table and know 

that my input in the topic we’re discussing is important to bring up, but 
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because I’m an African American woman, and because what I’m getting 

ready to say might not be, I guess, agreeable to the group, then I have to 

be very, very careful [sic].  Me particular because I am an African 

American woman that’s also Spanish speaking.  I will tell you that, other 

African American administrators, about 10% are impressed and have little 

jokes about how I need to teach them [sic].  And others I think are 

intimidated by it.  And so, I have to sometimes just take a step back. 

Participant Two had the same sentiments.  She commented: 

Black women come across, including myself, as intimidating [sic].  We 

come across as, um extra [sic].  We come across as confrontational and 

unapproachable [sic].  When talking with Whites, we are aggressive [sic].  

We are criticized for the way we dress, uh, we’re full figured [sic].  With 

those challenges I have faced, I have made sure to taper my energy and 

channel it in a very positive way.  But I have never lost the core essence of 

who I am [sic]. 

According to Patton, McEwen, Rendon, Howard-Hamilton (2007) and Hirald 

(2010) the dialogues from this tenet should be encouraged and revisited often in cultural 

sensitivity trainings and among school district leadership teams.  The researcher inferred 

that doing this will bring awareness of the intrinsic and extrinsic battles these African 

American women administrators in secondary education face daily and inadvertently, it 

will provide some support. 

Strong Black Woman role also called the Superwoman role hinders many African 

American women administrators in secondary schools (e.g., Beauboeuf-LaFontant, 
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2009; Black, 2008; Giscombe’, 2010; Hamilton-Mason, Hall, & Everette, 

2009; Mullings, 2006; Romero, 2000; Thomas, Witherspoon, & Speight, 2004; Wallace, 

1990).  According to Mullings (2006), this role has become a necessary evil.  In order for 

these women to not look weak or incapable of doing the job, they have to persevere 

through sickness, lack of emotional support, and support to complete the job.  Participant 

Eight gave light to this.  Her comment was: 

 I’ve kind of coined a phrase called “Pearl Clutching [sic].”  Pearl 

Clutching is literally the act of anytime something comes to you that puts 

you in distress, you literally just kind of gasp and clutch your chest [sic].  

This is how African American women react when they’re in distress [sic].  

What I’ve found is the quote unquote Pearl Clutching, if you will, is much 

more accepted by other African Americans [sic].  As African American 

women, we are very much expected to put our pearls away and just get the 

job done without emotion [sic].  If we were to sit in a room and say that 

we’re in distress, then it would be seen as a character flaw, as opposed to 

needing more support [sic].  And so for that, that’s a piece that I very 

much buy into [sic].  And so, I leave my pearls at the house and I save all 

my Pearl Clutching for my husband [sic].  But Pearl Clutching is 

absolutely not accepted amongst African American women [sic].   

Participant further stated, 

African American males are much more respondent to the stereotypes that 

white women or non-black women need to be saved and they’re in distress 

[sic].  Black men know that white women are strong [sic].  They’re 
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powerful, they’re influential [sic].  They say what they mean [sic].  They 

mean what they say and when they put their minds to it, they get the job 

done [sic].  This is what we charmingly refer to “Black Girl Magic [sic].”  

So when the black girl comes in and she’s in distress or she has concerns, 

she is angry; she is lazy; she is complaining; she’s messy [sic].  She’s all 

these things [sic].  I have watched over and over my white counterparts 

who have missed upwards of 40 days of work and have come up with just 

the right excuse and the right amount of tears, be excused and 

sympathized [sic].  And I watched the same with a black woman, who is 

then described as lazy, unprofessional, all of those things after missing 40 

days of work for a similar issue [sic].  This happens often and it’s the 

black man that’s perpetuating the stereotypes [sic]. 

According to Woods- Giscombe (2010), this behavior can cause them to accumulate 

unhealthy behaviors such as emotional eating, smoking, dysfunctional sleep patterns 

(e.g., regularly staying up late to finish tasks), and postponement of self-care. In other 

words, they neglect themselves in order to fit the stereotypical perceptions of others.  

These women are human and not a mythological being.  If you cut them, they will bleed.  

If they are pushed too hard, they will fall.  These women need support from all 

ethnicities, but most importantly, they need to be supported from within their own race. 
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APPENDIX B 
IRB Approval 

 

 
 
Date:   June 18, 2019 
To:  Toshiba Q. Beasley 
From:  Institutional Review Board Committee, IORG0010125 
  Houston Baptist University IRB #1, IRB00012024 
RE:   Notification of IRB Action 
 
Protocol Title: African American Women Administrators’ Perspectives of Barriers to 
Career Growth in Secondary Schools 
 
This memorandum is notification that the project referenced above has been reviewed 
and APPROVED as indicated in Federal regulatory statutes 45CFR46. This approval 
expires June 18, 2020. 
 
PLEASE NOTE: 
Upon Approval, the research team is responsible for conducting the research as stated in 
the exempt application reviewed by the IRB which shall include using the most recently 
submitted Informed Consent/Assent Forms (Information Sheet) and recruitment 
materials.  
 
Any changes to the application may cause this project to require a different level of 
committee review. 
Should any changes need to be made, please submit a Modification Form.  
 
Lisa Ellis 
Dr. Lisa Ellis 
Chair, Institutional Review Board Committee  
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APPENDIX C 
Letter for Participation /Consent Form 

 
 AFRICAN AMERICAN FEMALE ADMINISTRATORS’ PERSPECTIVES OF 

HORIZONTAL VIOLENCE IN SECONDARY SCHOOLS 

Participation Invitation Letter 

 

I am requesting your participation in my study, African American Women 
Administrators’ Perspectives Of Barriers to Career Growth In Secondary Schools, which 
is the topic of my dissertation for the Doctor of Education Degree in Executive 
Educational Leadership from Houston Baptist University. 

 

The purpose of this study is to describe the perspectives of African American women 
secondary school administrators experiences regarding barriers to career growth in the 
workplace.  In addition, the researcher will explore the participants’ perceptions 
regarding other potential factors they believe may have led to their experiences.  It is my 
hope that this study will assist in developing strategies that will reduce and bring light to 
career barriers to growth amongst African American women in secondary schools.  
Please be confident that there are no risks associated with this study. 
 
 

The interview will take approximately one hour to complete.  During the interview 
process, the researcher will take extensive notes.  The interview will be electronically 
recorded in an attempt to ensure accurate transcription of each participant’s responses.  
Each interview will take place in a secure location identified prior to the interview.  Your 
responses will be completely confidential.  No individual names or districts will be 
recorded, and no identifiers will be linked to you.  The study is strictly voluntary, and you 
may withdraw from participating at any time.  

  

There is no compensation for participating, however, upon completion of this study, I 
will share a summary of the findings with you.  Please sign your consent with full 
knowledge of the nature and purpose of the procedures.  Also, a copy of this consent 
form will be given to you to keep. 

 

I understand that my survey and interview responses will be anonymous and that I will not 
be identified by name.  I further understand that I may decline to answer any of the 
interview questions.  My signature below indicates my willingness to voluntarily 
participate in this study.  If at any time I have questions regarding the research, I understand 
that I may contact Toshiba Beasley, researcher, at 810.449. 0753, Dr. Enedina Flores, 
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Dissertation Co- Chair, at 832.322.6882, or Dr. Dianne Reed, program director, at 
832.606.8805 or dreed@hbu.edu. 

 
The careful coding of the responses and noninvasive nature of this study insures no risks 
for me.  This study will be conducted during the 2019-20 school year.  
 

 

I agree to participate in this study ________________ 

I do not agree to participate in this study ___________ 

____________________________________________ 

Signature of participant   Date 

Toshiba Q. Beasley, M.Ed, 

Doctoral Student, Cohort 2, Executive Educational Leadership, Houston Baptist 

University 
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APPENDIX D 
Guided Protocol 

 
The purpose of this study is to describe the perspectives of African American 

women secondary school administrators’ experiences regarding barriers to career growth 

in the workplace. 

Demographic Information: 

1. Gender: ____Male ____Female 

  

2. Age:    _____ 18-24  _____ 25-30   _____ 31-35   

_____ 36-40  _____ 41-45   _____ 46-50   

_____ 51-55   _____ older than 55 

  

3. Race: _____ African American (Non- Hispanic) _____ Caucasian  

  _____ Hispanic _____ Asian  _____ Pacific 

Islander 

  _____ American Indian (People of the First Nations) 

  _____ Bi-racial/Multi-racial

 ________________________________ 

   

4.  Years of Secondary School Administrator: 
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 _____1 ____2 ____3_____4 ____5 ____more than 5   

     

Background Questions: 

A. What is your current position, years of experience, and degree of education? 

B. What other leadership position(s) have you held? 

C. Describe your current level of support on your campus. 

D. Describe your level of support in your district. 

Research Questions: 

1. What are the perceptions of African American women administrators 

regarding the influence of barriers to career growth on job satisfaction?  

A.  Tell me what you feel barriers to career growth are. 

B.  Have you ever experienced any barriers to career growth? 

C.  If yes, describe your most memorable experience of a barrier. 

D.  Have you experienced any of these barriers with superiors, staff, or 

student parents? 

E.  If yes, describe your experience. 

F.  Are there any other incidents that you would like to share? 

2. What are the perceptions of African American women administrators 

regarding the influence of barriers to career growth on personal health? 

A.  Have you experienced any illnesses at work due to barriers to career 

growth? 
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B.  Were you diagnosed by a physician? 

C.   Did you take any leaves from work because of barriers to career 

growth? 

3. What recommendations would you offer African American women 

administrators experiencing barriers to career growth in the workplace? 

A.  What kinds of professional development are needed to eliminate 

barriers to career growth? 

B.   What are specific barriers to overcome for career growth amongst 

African American secondary women administrators’? 

 

 
 

 
 
 


