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Researching While Black (and Female)

NiCole T. Buchanan

Department of Psychology, Michigan State University, East Lansing, Michigan

ABSTRACT
The path from undergraduate to the professoriate ranks is a
running faucet for Black women in the academy. Of the nearly
800,000 full-time faculty at degree granting institutions, Black
women represent only 0.8% of assistant, 0.5% of associate,
and less than 0.3% of full professors. Racism, sexism, classism,
and elitist beliefs about what constitutes a scholarly pedigree
and appropriate research, populations of interest, and publica-
tion outlets permeate their academic homes. I reflect on my
experiences as a mid-career, tenured, Black woman at a
research-intensive, Big 10 university and discuss successes,
missteps, and transformational moments.
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I entered academia confident, excited, and certain that I was at the start of
a successful career. I graduated with my doctorate in Clinical-Community
Psychology feeling valued as an individual and a scholar, despite doing
nontraditional, even controversial, research. I had eight interviews in six
weeks and received multiple offers from prestigious institutions. Feminist
mentors coached me through negotiations, and I emerged with a salary
and startup research package that was far beyond anything I had imagined.
I believed I could overcome any obstacle while expecting that the obstacles
I would face would be few in number.
I liken myself to Meyerson’s (2003) tempered radicals, I want to succeed

in academia while simultaneously living according to my own values and
grounded within my own identities, despite their incongruence within the
dominant academic culture. Being inauthentic at work can have significant
personal and professional costs (van den Bosch & Taris, 2014).
Instinctively, I knew that I would need to bring my most controversial self
and research to the interview process to ensure my academic home would
be welcoming of who I am and the work I do. Many cautioned me against
this approach, encouraging me to present myself as more traditional and
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less controversial. Nevertheless, I openly identified myself as a feminist,
race, and gender scholar and discussed how my research limited the likeli-
hood of being awarded large federal grants and publishing in mainstream,
high-impact journals. I presented my research on Black women’s workplace
mistreatment and used the most controversial quotes, including participants
being called a “Black bitch” and colleagues talking about her “sexy Black
ass” (Buchanan, 2005; Buchanan & Ormerod, 2002). Nevertheless, it was
naïve to believe that hiring me based on my authentic self meant people
wanted that version of me once I arrived.

Tokenism and Epistemic Exclusion

Skewed groups are those in which the proportion of majority group mem-
bers far outweighs that of minority group members and minority group
members are tokenized as representatives of their group (Kanter, 1977).
When tokens are members of a high-status group, such as men in female-
dominated fields (e.g. nursing), they tend to thrive and rise to positions of
power and prestige. Conversely, when tokens are members of low-status
groups, such as Black women in academia, they are far more likely to
experience token stress related to their high visibility, boundary heightening
(exaggerating differences between tokens and majority group members),
and role entrapment (being stereotyped based on their minority group;
Kanter, 1977).
Of the nearly 800,000 full-time faculty at degree granting institutions,

Black women are conspicuous in their absence, representing only 0.8% of
assistant, 0.5% of associate, and less than 0.3% of full professors (Snyder,
de Brey, & Dillow, 2016). Those who remain in academia are often the
only Black woman within their departments and one of a small number
within their institutions. Throughout my academic career, I have been a
token in a department of over 50 faculty members. For a brief period of
time, there were three visible Black women in our department. For the
majority of the time, there was only myself and one other and in 2015, she
was recruited by one of the top institutions in the country. To my know-
ledge, the department has interviewed only one Black woman for over a
dozen faculty positions in the past decade. Black men are also notably
absent. I replaced a Black man who left 2 years prior. A Black man was
semi-retired for the first few years of my career, another recently began a
25% appointment as he transitions into retirement, and we recently hired a
Black male assistant professor.
Being a token was associated with considerable stress. My activity, deci-

sions, interactions, missteps, and productivity were constantly scrutinized
and criticized. I was treated like an outsider and became increasingly
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isolated. Although I did not fully recognize it until much later, responses to
me, especially to my mistakes, were filtered through a web of stereotypes
about Black women (e.g. hostile, inept, unprofessional; Buchanan &
Ormerod, 2002; Harris-Perry, 2011; Lewis & Neville, 2015). Colleagues
smiled and appeared to offer supportive advice, or ignored me altogether,
leaving me bewildered by the difficulties I was experiencing, unable to pin-
point the cause, internalizing the blame, and questioning my abilities.
Many of my experiences reflected epistemic exclusion–a professionalized

version of social exclusion and disregard, in which bodies of knowledge,
knowledge production, and the producers of knowledge are excluded from
traditional discourse within a scholarly discipline (Dotson, 2012, 2014).
Epistemic exclusion operates formally and informally (Dotson, 2014;
Settles, Buchanan, & Dotson, 2019; Settles Jones, Brassel, & Buchanan,
2019; Settles, Jones, Buchanan, & Dotson, 2019), both of which were evi-
dent in my career. Formally, institutions use seemingly objective metrics of
scholarship quality for faculty tenure and promotion decisions. My depart-
ment routinely changed the metrics used to evaluate scholarship, which dif-
ferentially reinforced the value of mainstream psychological research as
opposed to nontraditional research, particularly research focused on margi-
nalized identities, social context, or structural oppression. For example, fac-
ulty members were tasked with establishing a list of the top journals, using
the journal’s impact factor as justification for their choices. Faculty mem-
bers were then expected to publish in these journals, however, journals
open to my research and focused on feminist and critical race theory were
notably absent.
Similarly, for our annual reviews, faculty members were required to pro-

vide detailed information on each publication to assess their merit (e.g. the
impact factor of the journal in which it was published, the number of times
the article was cited, and examples of the journals where citing articles are
published). At every evaluation period, I protested the exclusive use of
these formal metrics and discussed their inherent bias. For example, impact
factors are directly related to the number of journal subscribers and the
extent to which the foci appeal to a wide generalist audience (Smith, 2007)
and they do not capture the quality of individual papers (Alberts, 2013).
Research that centers race and gender is devalued in academia and less
likely to be published in high impact discipline-specific journals (Diaz &
Bergman, 2013; Medina & Luna, 2000). Receptive journals are fewer in
number and circulate among a smaller group of scholars. These lower a
journal’s impact factor, but are not indicators of poor quality.
The faculty also decided that Web of Science is the only acceptable index

from which faculty are allowed to report their citations, which are inter-
preted as a proxy for one’s influence in the field. Web of Science tracks
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citations from a limited number of journals, representing a limited range of
topics, and excludes fields where I publish and am often cited. In fact, Web
of Science tracks only 31 of my publications, 522 citations, and assigned
me an h-index of 14. In contrast, my h-index is 23 on Google Scholar,
which tracks 60 of my research products (52 publications) and 1512 cita-
tions. My most commonly referenced paper (Buchanan & Fitzgerald, 2008)
has been cited 167 times, but Web of Science fails to track 88 of these cita-
tions and my hallmark article on racialized sexual harassment (Buchanan &
Ormerod, 2002) has been cited 115 times, only 43 of which are captured
by Web of Science. In an attempt to counter the erasure of the impact of
my work, I report data from Web of Science side by side with data from
Google Scholar to demonstrate the full breadth of my research audience
and the limitations of Web of Science. Despite a decade of evidence about
these disparities, there has been little support to stop using of Web of
Science for evaluations of impact and quality.
Epistemic exclusion also operates informally and is demonstrated by

colleagues’ lack of comprehension of one’s scholarship, lack of recogni-
tion and respect for one’s research, lack of appreciation for one’s schol-
arly abilities, and a disregard for one’s field of scholarship. Women
faculty of color are penalized for researching issues related to race, gen-
der, and structural oppression, which is relegated as MEsearch and deni-
grated as lacking scientific rigor (Guti�errez y Muhs, Neimann, Gonz�alez,
& Harris, 2012). I am a woman of color who studies women of color,
their experiences of racialized sexual harassment (Buchanan, 2005;
Buchanan & Ormerod, 2002), gendered racism, and the impact of such
experiences on health, well-being, and occupational outcomes. Despite
clear implications for mental health and therapy, I still receive the chal-
lenge, “How does this work relate to Clinical Psychology?” from col-
leagues and clinical journals.
As another example of informal epistemic exclusion, colleagues often dis-

miss my contributions or misattribute them to other faculty. This is likely
due to their implicit biases and assumptions that I have little to offer to
core areas of graduate training, and therefore, quality ideas must have
come from another source. Typically, I am only consulted on issues of
diversity. Nonetheless, colleagues often offer their opinions in these areas
without knowledge on the topic as if random opinions are equally credible
with regard to diversity concerns. Although consulting me on diversity
issues could appear to be an acknowledgement of my work, it actually
reflects another form of informal epistemic exclusion. When they casually
consult me on diversity topics, they are behaving as if there is no scholarly
literature worth reading, despite regularly reviewing the research literature
to address non-diversity related questions. This abdicates their
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responsibility to seek the information and dismisses a body of scholarship
to which I contribute.

Navigating Exclusion and Disregard

Epistemic exclusion is only one of the many ways I experienced exclusion.
As a token faculty of color in our clinical psychology division, and one of
only a handful of women of color in the department, I frequently experi-
enced social exclusion from colleagues. It was common for a group of my
peers to come to my shared office suite to talk and joke with colleagues
and then leave together for lunch. Despite my open door, they rarely
greeted me and they never invited me to join them. Experiencing exclusion,
made me aware of the distinct lines drawn between the in- and out-group
(to which I belonged) and was acutely painful. Professionally, the costs
associated with social exclusion are compounded for faculty of color
because information is shared, alliances are built, and collaborations are
developed in these social interactions (Bonner, Marbley, Tuitt, Robinson, &
Hughes, 2015; Rockquemore & Laszloffy, 2008; Williams, 2019).
To protect myself from such negative experiences within the department,

I actively sought ways of separating myself. I found other spaces to work
and increased outside collaborations that justified my absence. These efforts
limited my visibility within the department, protecting me from further
exclusion and harm, while allowing me to engage, rather than disengage,
from my research. One such project was a collaboration between myself,
Isis H. Settles, and Paulette Granberry Russell, Director of Michigan State
University (MSU)’s Office for Inclusion and Intercultural Initiatives (OIII),
in which we interviewed 118 faculty of color, many of which also changed
their work space and sometimes their research foci to limit time spent in
their departments. Strategic invisibility (Settles, Buchanan, & Dotson, 2019)
was a deliberate means of separating themselves from emotional and pro-
fessional harm, while maintaining, and often increasing their research
engagement and productivity. Similarly, my productivity increased as I sep-
arated myself physically, emotionally, and professionally from colleagues.

Bias and Overt –isms

Over the course of my career, I experienced countless incidents of implicit
and overt bias. As an example, my review committee chair referred to
myself and the only other faculty member of color as a subgroup during a
faculty meeting, and none of the other 10 faculty members said or did any-
thing about his behavior. Coping with these experiences exacts a high price
from those targeted. I spent several hours crafting an electronic response,
agonizing over each phrase to speak my truth assertively without conjuring
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the Angry Black Woman stereotype (Harris-Perry, 2011). I spent more
hours preparing for a one-on-one meeting to discuss the incident with the
perpetrator and getting myself to a point where I could speak while limit-
ing displays of emotion that are used to undermine women’s authority
(Brescoll, 2016; Ragins & Winkel, 2011). I also experienced disrupted sleep,
tension headaches, and nausea for months when I thought about the inci-
dent, had to go to meetings with those involved, thought about the silence
of the other faculty in the room, and worried over how confronting the
perpetrator, who was also the chair of my reappointment committee, might
negatively affect my chances for tenure. Coping with microaggressions and
overt bias are part of the invisible extra duties that rob time and cognitive
and emotional resources from faculty of color (Sue, Capodilupo, Nadal, &
Torino, 2008, Sue et al., 2011; Wong, Derthick, David, Saw, & Okazaki,
2014). These additional burdens diminish faculty engagement and product-
ivity, but are rarely acknowledged during faculty evaluations (Bonner et al.,
2015; Eagan & Garvey, 2015).
Bias can also come from unexpected sources, which can be disorienting

and even more complicated to navigate. In my first few years as a profes-
sor, there were three Black women graduate students that outwardly
expressed contempt toward me and my role as a professor. In my first
semester, I decided to fire one who was assigned to work with me as a
research assistant because she refused to comply with my requests and
actively attempted to sabotage my attempts to set up my research lab. The
following semester, the second student nearly failed my class because she
refused to engage the material or put thoughtful effort into her papers.
During the following year, the third student and I decided to stop working
together because she was angry that I could not devote several hours of
dedicated one-on-one mentoring time with her each week. All three stu-
dents openly criticized me to other students and faculty, including the chair
of my tenure committee. In my reappointment review meeting, the chair
announced that “even the Black students don’t like her,” and used this as
part of his formal review for my reappointment, despite having never
shared these concerns nor spoken to me about my challenges with these
three students. I was angry, confused, and deeply saddened by the students’
behavior towards me. My feelings of betrayal were acute because I was
completely unprepared for students of color being the source of bias
and hostility.
Over the course of the next several years, two of these students

approached me to apologize for their behavior toward me. One expressed
shame for her antagonistic behavior as my research assistant and admitted
that she was insulted when she was assigned to work with me and believed
being assigned to work with a Black professor reflected the department’s
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assessment of her as a less valuable student and scholar. My former mentee
acknowledged that she became angry about my boundaries around my
time because she wanted me to be a sister or mother figure who dedicated
my time and attention to her exclusively. Both realized that their reactions
were specific to me being a Black woman and would not have been the
case had I been White or a man. I am grateful that these women were able
to reflect on the underlying motivations for their behavior and were willing
to communicate their regret and apologies to me. It was healing for me,
and I suspect for them as well, and helped me release messages that I was
a poor mentor, which I had begun to internalize. While I needed to hear
their explanations, I recognize that what I needed most was for them to
counter the negative narratives they wove about me and to talk to my col-
leagues about the complex transferences they experienced due to race, gen-
der, and internalized oppression. Although I understand why they were
unwilling or unable to do so at that time, they are the only ones that could
do so effectively. When I attempted to discuss these unique, complicated
challenges, my arguments were dismissed as attempts to defend my poor
abilities and reinforced their initial biases.

Institutional Betrayal and Two Events That Transformed My Career

Institutional betrayals are incidents when an institution’s norms, practices,
procedures, or responses to an event create harm for an individual who
either has trust in, or is dependent on, the institution (Smith & Freyd,
2014). Institutional betrayals may be isolated or systemic events that reflect
acts of commission or omission. I think of the small, frequent, and sys-
temic events as institutionalized microaggressions. G�omez (2015) argued
that institutional betrayals exacerbate harm among individuals who fre-
quently experience microaggressions within an environment or system.
Marginalized faculty frequently encounter a host of microaggressive and
harassing events, the harmful effects of which are exacerbated by institu-
tional betrayal.
My first significant institutional betrayal centered around a search for a

senior diversity scholar. We had two top contenders; both accomplished in
their respective fields and highly regarded. The first interviewee was a
Black man and former graduate school advisor of my collaborator. He is a
prolific scholar, cited thousands of times, and awarded millions in federal
grant dollars. Nevertheless, faculty questioned the quality of his work,
accused him of stealing ideas from a prominent White woman scholar, and
asked if his stellar student and mentee evaluations included any White stu-
dents or were they based solely on Black students. The racism was overt
and disturbing in a way I had not yet experienced within my department.
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A senior White man challenged the faculty, reminding them that they had
never before questioned the quality of such an accomplished scholar and
that their doing so now was about “something far more ugly.” This quieted
some, but the most hostile continued viciously disparaging the scholar.
During this incident, my body went numb, my heart raced, and my head

began to throb. I struggled to hold back tears of shock, rage, and despair. I
could barely speak or process the outlandish accusations being charged
against this eminent scholar. I tried to make eye contact with those I per-
ceived as allies, but only the senior woman on the hiring committee
returned my gaze, clearly aghast herself. I told myself, “I get it now, they
are all racists…” In that moment, I cut myself off from almost everyone in
the department and developed a “F—them” attitude. At best, I began to see
the faculty as passive observers who failed to act against this injustice;
others I saw as enemies who actively and intentionally perpetrate harm
against faculty of color. If they devalued someone as prestigious as this
scholar, then I knew their perceptions of me and my work must be far
worse. I presumed I would never be tenured by those that harbored such
beliefs, which made them no longer relevant, nor worthy, of my focus and
attempts to please.
This event became the catalyst for my eventual success. I stopped trying

to win their approval and began reevaluating, and largely dismissing, their
advice. Most important, I began working with the only other feminist
scholar focused on Black women in the department, Isis H. Settles. Annual
review committees comprised of different groups of senior faculty had
warned us both not to work together, cautioning that we would hinder one
another’s career and productivity. As the only two people in the depart-
ment who did feminist race research on Black women, we should have
been encouraged to collaborate. Instead, we began working together as an
act of resistance, which was one of the best decisions of my career. Our
collaboration spans over a decade, has yielded dozens of peer-reviewed
journal articles and book chapters, numerous national and international
research presentations, campus colloquia, training workshops, grant pro-
posals, and co-editorship of a special issue of Journal of Vocational
Behavior on navigating visibility, invisibility, and hypervisibility at work
(Buchanan & Settles, 2019).
Another significant institutional betrayal began on April 28, 2014, when

I caught a White female student cheating during a final exam. Outside the
classroom, she physically attacked me from behind. While I was on the
ground, she repeatedly punched me, was trying to stomp on my hands,
and threw a 16 oz cup of coffee into my face. A White man pulled her off
me, and she began screaming that I had attacked her. The only other wit-
ness, a White woman, saw I was bleeding and brought me a first aid kit.
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Both of these witnesses stayed until the police came. After being inter-
viewed, the police officer sent me into the classroom to get my ID, and
when I returned, the student and several of the officers were gone. I
assumed she was arrested, but later learned that she was allowed to leave
the building “for her protection.” The witness who brought me the first aid
kit was dismissed without being interviewed or collecting her contact infor-
mation. The White man who pulled the student off of me told the police
that I appeared to be the aggressor. We were designated as co-combatants,
and the case was dropped altogether.
I returned to my building believing I was safe because the student was

arrested. I emailed my department chair to tell her what happened and that
I did not know what I was supposed to do next. She responded with noth-
ing more than, “Keep me posted.” What I did not know was that while I
was allowing the rest of the class to finish their final exam, the student had
gone to the department and shared her rendition of the events with my
chair. She also filed complaints against me with the department and college
undergraduate affairs, academic affairs, the Ombudsman, students with dis-
abilities office, and the Office for Inclusion and Intercultural Initiatives
(OIII). By the next day, every office from which I could receive assistance
was unwilling to help because they were actively investigating me.
Moreover, the student had filed petitions to have her grade reinstated so
she could graduate that week and re-enrolled in the class for the summer
to guarantee her graduation by August. For several months, I spent 15-
20 hours a week fighting these allegations and trying to get the university
to act so she did not graduate, which would then allow her to pursue a
graduate degree in psychology.
Thankfully, I did have an ally during this process, the Behavioral Threat

Assessment Team, headed by Detective Sergeant Maureen Kennedy.
Detective Sergeant Kennedy found the witness who had brought me the
first aid kit, refiled the case with the student as the perpetrator, helped me
get a restraining order against the student, and referred the case for crim-
inal charges. The student was allowed to graduate with her degree in phil-
osophy, but was not allowed a psychology degree. Criminally, she was
found guilty and put on probation for 1 year, which will be expunged after
5 years if she has no other criminal cases brought against her. In January
2019, she began harassing me again, threatening me and trying to extort
money from me. These emails are sent to university officials and colleagues
across campus and across the country.
My life was fundamentally changed, as were those of my family, as a

result of these events. Initially, I was unable to work on a computer for
more than 15minutes without severe pain for hours. My partner and I
could no longer do any of our shared hobbies (e.g. dancing). I could not
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pick up my 2-year-old, and my 12-year-old was terrified that a student
would kill me if I went back to work. The university initially offered me
treatment for my injuries under worker’s compensation, and I improved
considerably, but when I returned to working on the computer, the pain
returned. I was denied further treatment and received a voicemail from the
worker’s compensation office stating that the university is not responsible
for taking care of me for the rest of my life, and my pain was because of
my weight or something wrong with my body structure. I was not over-
weight and had not had chronic pain prior to the attack.
The layers of institutional betrayal in this series of events are complicated

and intertwine race, gender, and oppression. The White man who pulled
the attacker off of me should have seen me as the victim. Instead, perhaps
due to her cries that she was attacked or due to narratives of Black women
as angry and aggressive, he felt confident enough that I was at fault to tell
the police that I was the aggressor. The police also endorsed such narratives
and colluded in valuing her safety over mine by releasing her without tell-
ing me and not interviewing the other witness. The callous response of my
department chair and the places where she filed complaints against me left
me alone, without allies or the basic services that I needed. I spent the next
2 years working with our University Council on Faculty Affairs to have pol-
icies put in place to help faculty in a similar position. Despite support from
the council, university officials dismissed our recommendations stating the
size of the problem did not warrant such resources.

Mentors, Allies, and Haters

The first experience of institutional betrayal described above led me to
reevaluate my experiences with those who claimed to be mentors. These
were the people who told Isis and I not to collaborate and often gave
advice that seemed logical on the surface, but was deeply problematic,
sometimes out of ignorance regarding my research (another manifestation
of epistemic exclusion), such as insisting I submit my work to traditional,
prestigious psychology journals that never published race-related, feminist
research on women of color (Diaz & Bergman, 2013). Others disguised
themselves as mentors while actively trying to shatter my confidence. For
example, my primary mentor told me I should stop presenting at conferen-
ces despite public speaking being one of my strengths. Separately, she told
me that my writing efforts did not matter because I would “never be a
superstar anyway.” This mentor also sabotaged my internal grant applica-
tion. Her review was distinctive because of the idiosyncratic comments,
which she later repeated to me while discussing how to revise the grant.
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Realizing that the person who claimed to be my mentor and served as my
review committee actively sabotaged my application was a devastating blow
that solidified my mistrust of the individuals within my department and the
institution. However, it also strengthened my resolve to align with feminist
mentors almost exclusively outside of my institution, such as Carolyn West
and Stephanie Shields, and deepened my connections with feminist organiza-
tions, such as the Association for Women in Psychology and the American
Psychological Association’s (APA) Society for the Psychology of Women. I also
sought council with Black faculty on campus who decoded larger institutional
norms, helped me interrogate advice I was given, and uncover the gendered
racism it often contained. Specifically, Drs. Cliff Broman and Deborah Johnson
challenged Isis and I to dismiss advice not to work together.
These experiences led to me establishing three layers of diverse mentors.

I actively increased peer mentoring with Isis Settles and mentoring with
trustworthy senior faculty and administrators on campus. This included
individuals noted above and expanded to Drs. Fred Leong, Bill Davidson,
Cris Sullivan, Becki Campbell, and the director of the OIII, Paulette
Granberry Russell. Simultaneously, I sought mentoring with senior faculty
beyond my institution who focused on feminism and/or race (e.g. Silvia
Canetto, Elizabeth Cole, Angela Gillum, Gordon Nagayama Hall, Robert
Sellers, and Gail Wyatt). I relied on some individuals more heavily, and
others filled specific needs for limited periods of time, but each enriched
my academic career. Layered mentoring within the department, on campus
outside the department, and individuals from other institutions, allowed
me to carefully select what I disclosed to each, providing discretion and
separating mentoring needs from those who evaluated me for tenure.
I have also learned the importance of educating allies. There were indi-

viduals who wanted to be helpful, but lacked knowledge of the subject area
and experience discussing difficult topics related to race, gender, and
oppression. This limited their ability to effectively communicate, particu-
larly when I was not present. I began providing allies with information
from respected sources about topics relevant to my success, such as publi-
cation bias in top tier journals or challenges women of Color face in under-
graduate teaching. Discussing these topics with allies can be essential for
arming them with the tools and language needed to competently support
and advocate for women faculty of Color. I encourage readers not to let
gaps in the knowledge of allies hinder their ability to be effective–instead,
actively help to fill the gaps.

Is Associate Professor Enough?

I am now in my 18th year as a tenure-track faculty member and would
normally have been promoted to full professor. Despite being an APA

WOMEN & THERAPY 101



fellow in four divisions, a fellow of the Association for Psychological
Science, and receiving numerous research awards, I have been told my
research record is far below par and my chair will not support my promo-
tion. Equally relevant to my promotion is the perception that I am chal-
lenging because I question departmental policies and procedures that
evidence disparate impact for faculty of Color. Despite always doing so in a
polite manner, I assertively confront biased behavior, training models that
exclude comprehensive coverage of diversity-related content, and overly
generous assertions that our program’s training reflects progressive values
regarding cultural competence. It is clear to me that my outspoken chal-
lenges to the status quo have made me unpopular with powerful people in
the department. Being unwilling to temper my critiques, I have had to
accept that I may not be promoted. So, for now, Associate Professor must
be enough.

Inoculating My Students

One of my greatest struggles as an academic is trying to inoculate my stu-
dents from unnecessary harm. My students and I are targeted for the same
bias, social and epistemic exclusion, and disregard, but their lack of formal
or informal power render them even more vulnerable and negatively
impacted. All of my students embody one or more marginalized identities
that are under assault in academic spaces. Before they finish their degrees,
layers of identity-based trauma, bias, and denigration coat their hearts,
minds, bodies, and souls; interrupt their research productivity; and interfere
with their timely degree completion. Over the years, each has admitted that
they developed stress-related physical and/or mental health conditions and
combated trauma-related intrusive thoughts and memories of the bigoted,
hostile feedback to their research, worldviews, and values perpetrated by
faculty and classmates. By the time they started their dissertations, some
asked to meet with me off-campus because they became physically ill at the
thought of entering the building. Several developed trauma responses to
the physical space, seeing people from the department, and even engaging
their research was triggering for some. Similar to the experience of children
who watch a parent repeatedly abused, they shared that witnessing the way
I am treated furthered their sense of powerlessness. As a result, several of
these brilliant scholars finished and left academia. I work to validate their
pain, support their decisions to leave academia, and continue to work on
the structural and climate-related injustices that result in their harm. This
has been a solitary struggle because rather than acknowledge the challenges
my students face, colleagues assume I am a bad mentor.
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In an effort to improve the experience of vulnerable students I
co-created the award-winning Multiple Intersecting Identities (Mii) lab
with Drs. Isis H. Settles and Zaje A. T. Harrell. Recent estimates suggest
less than 20% of all Ph.Ds. in psychology are awarded to people of
Color and less than 5% of psychologists who pursue academic careers
are ethnic minorities (Vasquez & Jones, 2006). As such, a mentoring
environment that embraces diverse students and provides them with a
stimulating intellectual environment to research with diverse populations
may foster the retention of ethnic minority academics (Brown, Daly, &
Leong, 2009). The Mii lab directly attempts to increase the retention
and success of ethnic minority graduate students and students conduct-
ing diversity-related research. We mentor students on professional devel-
opment activities such as public speaking, CV development, and
interview preparation and lab collaborations have yeilded over 40 pre-
sentations, and multiple publications.
Students from the Mii lab are undeniably successful with over 80% start-

ing research-related post-docs and faculty positions upon graduation. They
report that the lab offers them a unique environment that is essential for
their academic and career success. In fact, students nominated our faculty
mentor trio for, and we won, MSU’s Excellence in Diversity Award in the
category of TEAMS-Excellence in Community for Sustained Effort Toward
Excellence in Diversity (5 years to 15 years) for our mentoring and facilita-
tion of the Mii lab.

Things I Wish I Had Known Earlier in My Career

For many women faculty of Color, survival requires alliances with one
another and trusted allies (Guti�errez y Muhs et al., 2012). This comes in
many forms. For example, Isis and I deliberately found ways to support
and promote one another within the department and beyond. This
included sending newsworthy developments and accolades about one
another to our department chair; strategizing what to say, how to say it,
and which one of us should say something in faculty meetings; and nomi-
nating one another for awards. We also expanded our alliances, creating a
mentoring web across the country who helped us prepare for opportunities,
wrote letters of support, met with us at conferences, and regularly provided
the needed reminder that we do relevant and exciting research, despite the
contempt we encountered within our department and institution.

Seek Hidden Information and Create the Spaces You Need

Creating mentoring work groups where practical research strategies are dis-
cussed and potential research collaborations may develop is critical for the
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well-being and career success of many women faculty of Color (Monz�o &
SooHoo, 2014). The University of Washington’s WIRED: Women
Investigating Race, Ethnicity and Difference is an example of such a group.
Born out of a dearth of research collaborators, mentoring, resources, and
networking opportunities for women of color at their institution, Ralina
Joseph, Janine Jones, and Habiba Ibrahim created an interdisciplinary
group of women faculty of color to provide support and a space to discuss
challenges in academia (Joseph, Jones, & Ibrahim, 2009).

Be Visible

I developed a mantra, “They might not give me tenure, but people will
notice my absence.” When junior faculty leave an institution, few realize
they are gone and even fewer will speak out regarding their absence.
Although there are differences in comfort with being visible, even those
who are introverted or do solitary research must build positive visibility.
Visibility is necessary to argue that one has acquired the national promin-
ence needed to earn tenure. Beyond that, being integral to inner workings
of some portion of campus and outside of one’s department can be useful
in creating a community of people who are invested in your success and
continued presence at the university. It is my understanding that pre-
tenure, high-ranking people contacted my past chair to communicate my
value to the campus community.
Being visible as an academic also means giving talks related to your

research across a variety of settings—department symposia, professional
conferences, and community meetings. Learning how to utilize media inter-
views, research blogs, and video clips highlighting a recent publication are
important for visibility locally and nationally. These methods, particularly
public research presentations and highlights of your research, can increase
your exposure to future tenure and promotion letter writers and draw col-
laborators to you. Learning how to engage these forums well (e.g., how to
interact with media and write for nonacademic readers) validates your
work, making it difficult for others to contest your influence
(Buchanan, 2016).
I encourage scholars to use the web and social media to promote and

disseminate their research broadly. The 2016 Institute for Academic
Feminist Psychologists featured Dr. Dionne Stephens (2016) on networking
and using media to publicize one’s work. Similarly, Dr. Kim Case uses
social media to gain visibility for her work on intersectionality and teaching
pedagogy. Dr. Asia Eaton at FIU disseminates feminist-focused awards,
grants, and opportunities to increase visibility of these scholars and their
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work. Rather than waiting on others to do so, these women created spaces
where their own and other feminists’ accomplishments are highlighted.

Apply for Other Jobs

Being marginalized and devalued can be internalized, often without con-
scious awareness that it is occurring. At one point, I had come to believe
that I could not be hired elsewhere. However, when I presented my work
at national conferences, other scholars gave me positive feedback, were
vocal in their contempt for the way my scholarship was marginalized in
my department, and encouraged me to apply for jobs elsewhere. Being
recruited for and having had multiple faculty job offers over the years has
helped me reject the criticism within my department and recognize much
of their rejection is based on sexist, racist, and classist notions of what
makes scholarship worthy and who can be a scholar. The fact that several
other institutions valued my research and productivity was powerful,
uniquely validating, and led to increased salary and research resources.
Being invited to interview and offered faculty positions demonstrates that
others value our work and reinforces our value with colleagues
and ourselves.

Additional Suggestions for Allies and Mentors to Women Faculty
of Color

It is critically important that those who stand in solidarity with marginal-
ized faculty educate themselves on these challenges and build assertive
communication and advocacy skills for discussing these concerns. Women
faculty of Color need to know that their interests will be championed by
those with more organizational power, especially in meetings and discus-
sions where they are not present and where they are being evaluated—
formally or informally. Equally important, when women faculty of Color
are present, they should not be expected to carry the burden of being the
sole advocate for these concerns. Standing in solidarity with diverse faculty
requires privilege investment (Case, 2013), taking on risk and using formal
and informal power ascribed to privileged group members to ensure
diverse voices are heard and valued.
Allies and mentors can also significantly improve the experience of

women faculty of color, especially junior faculty, by looking for ways to
collaborate and support their career. Junior faculty who do traditional work
within their field find natural collaborations with senior faculty where crit-
ical mentoring occurs. Senior collaborators become personally and profes-
sionally invested in the junior faculty member’s success, and the junior
faculty member receives tangible benefits that build their CV and their case
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for tenure and promotion. Women faculty of Color are more likely to do
research deemed nontraditional in their fields; as a result, others rarely
bring them into existing research projects or collaborations. In the years
leading to tenure, the differences in the career trajectories of junior faculty
with these collaborations and those without can be significant and often
disadvantage women faculty of Color. Allies and mentors can counter these
differences in faculty experiences. For example, mechanisms like the NIH
Supplemental Grant not only provide a venue for mentoring, but also
introduce junior faculty to the federal grant system and demystify the grant
process. Finding publication collaborations can increase familiarity with the
publication process, increase publication success, and help build a CV that
will be compelling for tenure and promotion.
Women faculty of Color also face unique challenges in the classroom.

They are disproportionately targeted by students for negative evaluations
(Basow, Codos, & Martin, 2013; Boring, Ottoboni, & Stark, 2016; Sue et al.,
2011), and even when they represent a minority of student evaluations,
they are used to the detriment of these faculty. Allies can support women
faculty of Color by being knowledgeable about the bias in teaching evalua-
tions and being vocal about this during faculty evaluations. Provide evi-
dence of teaching ability that is independent of student evaluations, such as
having institutional teaching services evaluate their teaching or observing
their class and writing a report that can be included in their tenure file
(Rockquemore & Laszloffy, 2008). Evidence of teaching ability from inde-
pendent sources can provide a strong counter to biased evaluations or the
misuse of select negative evaluations.

Suggestions for Clinicians Helping Women Faculty of Color Navigate
the Academy

In my private practice, I have a steady stream of university faculty and
graduate students struggling to cope with the stresses of being in the acad-
emy as a woman of Color or marginalized person. Clinicians must be
knowledgeable of the many concerns unique to academicians that embody
marginalized identities. Clinicians must be willing to name bias and mis-
treatment that clients may be hesitant to label as such, and when clients do
speak of bias and discrimination, clinicians must strongly support and val-
idate the veracity of their experience. While it is true that the only behavior
they are likely to change is their own, these discussions should occur only
after validating and thoroughly discussing their experiences. Part of the dif-
ficulty in coping with such events is the fact that they are often difficult to
name and are easily dismissed by others (Wong et al., 2014). A strong
therapeutic alliance can be built when the clinician validates that these
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experiences are real and painful. After doing so, many will be ready to
explore changes they might make to navigate these interactions.
Women faculty of Color are particularly vulnerable to work-related

mistreatment (Griffin, Bennett, & Harris, 2013), which contributes to
disparities in health and well-being, including Black women’s high rates
of depression (Baker, Buchanan, Mingo, Roker, & Brown, 2015; Baker,
Buchanan, & Spencer, 2010), coronary heart disease-related death
(Mozaffarian et al., 2016), and breast cancer-related deaths (Centers for
Disease Control, 2012). Learning coping strategies specific to the ways in
which they will be targeted for mistreatment in academic settings is
essential for their well-being and their physical health. Health-promotion
behaviors, such as mindfulness, sleep hygiene, and physical activity, are
core components of the therapy work needed for many women faculty
of Color to cultivate a balanced life and adequate self-care.
Part of the struggle for many women faculty of Color is determining

how to navigate self-protection and authenticity. Research on authenticity
shows that the ability to bring one’s true self to work without fear of being
ostracized, ridiculed, or alienated is associated with improved psychological
well-being, work performance, engagement, and job satisfaction, while
burnout and intentions to quit decrease (van den Bosch & Taris, 2014).
Nevertheless, many rightfully fear repercussions if they choose to bring
their full authentic selves to work. Simultaneously, the need to restrict
authenticity comes at a high price. Clinicians should expect that individuals
will need help determining which parts and how much of themselves they
want to share at work and help them identify alternative spaces where they
can be fully authentic.
The academy is rife with unspoken rules and narrow passageways

through which assumed institutional knowledge flows. Teaching, research,
and writing strategies for success are treated as if they are innate know-
ledge that the gifted and smart know naturally. In reality, this knowledge
and associated skills are often unspoken and passed through lines of privil-
ege from which marginalized faculty are excluded. For these reasons, it is
critical that therapists demystify the idea that if one is good enough, she
should know what to do and do it without guidance from others and to
encourage women faculty of Color to actively seek and use available resour-
ces that allow them to hone those skills (e.g. editor support for develop-
mental writing or copy editing—which allows them to move quickly to the
next manuscript; statistical consultants, teaching seminars, the National
Center for Faculty Diversity and Development [NCFDD; facultydiversi-
ty.org], and books addressing the needs of marginalized faculty).
Finally, I believe the best revenge for marginalized women faculty of

Color is to publish, publish, publish. Clinicians working with this
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population can help with this goal by weaving back and forth between trad-
itional therapy and coaching clients on work strategies specific to the acad-
emy. Learning to align their time with their institution’s tenure and
promotion standards, manage projects, properly assess needed tasks and
timelines to completion, and actively planning research productivity for the
semester are skills that faculty need if they have not already mastered
them. Additionally, homework that includes research and writing goals,
accountability, and discussion of facilitators and barriers to progress can
reduce some of the stress of academia.

Conclusion

My experiences in academia and the challenges discussed here are limited
to the one institution where I have worked for over 17 years, but they are
not unique. In fact, other women faculty of color have written about simi-
lar challenges in other departments on campus (e.g. Pizarro, 2017) and
across the country (e.g. Williams, 2019), demonstrating that the larger cli-
mate, cultural, and systemic challenges must be addressed campus-wide
before there will be significant and lasting change. The vast writings by fac-
ulty of color regarding their experiences in academia are painful reminders
that the challenges I have experienced are representative of many women
faculty of Color across institutions and disciplines.

References

Alberts, B. (2013). Impact factor distortions. Science, 340(6134), 787. doi:10.1126/science.
1240319

Baker, T. A., Buchanan, N. T., & Spencer, T. (2010). Disparities and social inequities: Is the
health of African American women still in peril? Ethnicity and Disease, 20(3), 304–309.

Baker, T., Buchanan, N. T., Mingo, C. A., Roker, R., & Brown, C. S. (2015).
Reconceptualizing successful aging among Black women and the relevance of the strong
Black woman archetype. The Gerontologist, 55(1), 51–57. doi:10.1093/geront/gnu105

Basow, S., Codos, S., & Martin, J. (2013). The effects of professors’ race and gender on stu-
dent evaluations and performance. College Student Journal, 47, 352–363.

Bonner, F. A., Marbley, A. F., Tuitt, F., Robinson, P. A., & Hughes, R. L. (Eds.). (2015).
Black faculty in the academy: Narratives for negotiating identity and achieving career suc-
cess. New York, NY: Routledge.

Boring, A., Ottoboni, K., & Stark, P. B. (2016). Student evaluations of teaching (mostly) do
not measure teaching effectiveness. ScienceOpen Research, 10, 1–11.

Brescoll, V. L. (2016). Leading with their hearts? How gender stereotypes of emotion lead
to biased evaluations of female leaders. The Leadership Quarterly, 27(3), 415–428. doi:10.
1016/j.leaqua.2016.02.005

Brown, R. T., Daly, B. P., & Leong, F. T. (2009). Mentoring in research: A developmental
approach. Professional Psychology: Research and Practice, 40(3), 306. doi:10.1037/
a0011996

108 N. T. BUCHANAN

https://doi.org/10.1126/science.1240319
https://doi.org/10.1126/science.1240319
https://doi.org/10.1093/geront/gnu105
https://doi.org/10.1016/j.leaqua.2016.02.005
https://doi.org/10.1016/j.leaqua.2016.02.005
https://doi.org/10.1037/a0011996
https://doi.org/10.1037/a0011996


Buchanan, N. T., & Fitzgerald, L. F. (2008). The effects of racial and sexual harassment on
work and the psychological well-being of African American women. Journal of
Occupational Health Psychology, 13(2), 137–151. doi:10.1037/1076-8998.13.2.137

Buchanan, N. T., & Ormerod, A. J. (2002). Racialized sexual harassment in the lives
of African American Women. Women and Therapy, 25, 107–124. doi:10.1300/
J015v25n03_08

Buchanan, N. T., & Settles, I. H. (2019). Navigating (in)visibility and hypervisibility at
work. Journal of Vocational Behavior, 113, 1–5. doi:10.1016/j.jvb.2018.11.001

Buchanan, N. T. (2005). The nexus of race and gender domination: The racialized sexual
harassment of African American women. In P. Morgan & J. Gruber (Eds.), In the com-
pany of men: Re-discovering the links between sexual harassment and male domination
(pp. 294–320). Boston, MA: Northeastern University Press.

Buchanan, N. T. (2016). Mistreated, used and abused: Surviving the tenure process in a hos-
tile academic department. Invited presentation for the 2016 Institute for Academic
Feminist Psychologists, APA Division 35, Society for the Psychology of Women,
Pittsburg, PA.

Case, K. A. (2013). Beyond diversity and whiteness: Developing a transformative and inter-
sectional model of privilege studies pedagogy. In K. Case (Ed.), Deconstructing Privilege
(pp. 21–34). New York, NY: Routledge.

Centers for Disease Control (CDC). (2012). Vital signs: Racial disparities in breast cancer
severity–United States, 2005–2009 (MMWR). Morbidity and mortality weekly report,
61(45), 922–926.

Diaz, I., & Bergman, M. E. (2013). It’s not us, It’s you: Why isn’t research on minority
workers appearing in our “top-tier” journals? Industrial and Organizational Psychology,
6(1), 70–75. doi:10.1111/iops.12010

Dotson, K. (2012). A cautionary tale: On limiting epistemic oppression. Frontiers: A
Journal of Women Studies, 33, 24–47.

Dotson, K. (2014). Conceptualizing epistemic oppression. Social Epistemology, 28(2),
115–138. doi:10.1080/02691728.2013.782585

Eagan, M. K., Jr., & Garvey, J. C. (2015). Stressing out: Connecting race, gender, and stress
with faculty productivity. The Journal of Higher Education, 86(6), 923–954. doi:10.1353/
jhe.2015.0034

G�omez, J. M. (2015). Microaggressions and the enduring mental health disparity: Black
Americans at risk for institutional betrayal. Journal of Black Psychology, 41(2), 121–143.
doi:10.1177/0095798413514608

Griffin, K. A., Bennett, J. C., & Harris, J. (2013). Marginalizing merit?: Gender differences
in Black faculty D/discourses on tenure, advancement, and professional success. The
Review of Higher Education, 36(4), 489–512. doi:10.1353/rhe.2013.0040

Guti�errez y Muhs, G., Neimann, Y. F., Gonz�alez, C. G., & Harris, A. P. (Eds.). (2012).
Presumed incompetent: The intersections of race and class for women in academia.
Boulder, CO: The University Press of Colorado.

Harris-Perry, M. (2011). Sister citizen: Shame, stereotypes, and Black women in America.
New Haven, CT: Yale University Press.

Joseph, R., Jones, J., & Ibrahim, H. (2009). Get WIRED. Retrieved from http://www.
washington.edu/alumni/partnerships/omad/200910/wired.html

Kanter, R. M. (1977). Some effects of proportions on group life: Skewed sex ratios and
responses to token women. American Journal of Sociology, 82(5), 965–990. doi:10.1086/
226425

WOMEN & THERAPY 109

https://doi.org/10.1037/1076-8998.13.2.137
https://doi.org/10.1300/J015v25n03_08
https://doi.org/10.1300/J015v25n03_08
https://doi.org/10.1016/j.jvb.2018.11.001
https://doi.org/10.1111/iops.12010
https://doi.org/10.1080/02691728.2013.782585
https://doi.org/10.1353/jhe.2015.0034
https://doi.org/10.1353/jhe.2015.0034
https://doi.org/10.1177/0095798413514608
https://doi.org/10.1353/rhe.2013.0040
http://www.washington.edu/alumni/partnerships/omad/200910/wired.html
http://www.washington.edu/alumni/partnerships/omad/200910/wired.html
https://doi.org/10.1086/226425
https://doi.org/10.1086/226425


Lewis, J. A., & Neville, H. A. (2015). Construction and initial validation of the gendered
racial microaggressions scale for Black women. Journal of Counseling Psychology, 62(2),
289–302. doi:10.1037/cou0000062

Medina, C., & Luna, G. (2000). Narratives from Latina professors in higher education.
Anthropology and Education Quarterly, 31, 47–66. doi:10.1525/aeq.2000.31.1.47

Meyerson, D. E. (2003). Tempered radicals: How everyday leaders inspire change at work.
Boston, MA: Harvard Business School Press.

Monz�o, L. D., & SooHoo, S. (2014). Translating the academy: Learning the racialized languages
of academia. Journal of Diversity in Higher Education, 7(3), 147–165. doi:10.1037/a0037400

Mozaffarian, D., Benjamin, E. J., Go, A. S., Arnett, D. K., Blaha, M. J., Cushman, M., …
Howard, V. J. (2016). Heart disease and stroke statistics—2016 update. Circulation,
133(4), e38–e360. doi:10.1161/CIR.0000000000000350

Pizarro, J. M. (2017). The uncivil Latina. Race and Justice, 7(2), 160–178. doi:10.1177/
2153368717690790

Ragins, B. R., & Winkel, D. E. (2011). Gender, emotion and power in work relationships.
Human Resource Management Review, 21(4), 377–393. doi:10.1016/j.hrmr.2011.05.001

Rockquemore, K., & Laszloffy, T. A. (2008). The Black academic’s guide to winning tenure–
without losing your soul. Boulder, CO: Lynne Rienner Publishers.

Settles, I. H., & Buchanan, N. T. (2014). Intersectionality: Multiple categories of identity
and difference. In V. Benet-Martinez and Y. Hong (Eds.), The Oxford handbook of multi-
cultural identity (pp. 160–180). New York: Oxford University Press, Inc.

Settles, I. H., Buchanan, N. T., & Dotson, K. (2019). Scrutinized but not recognized:
(In)visibility and hypervisibility experiences of faculty of color. Journal of Vocational
Behavior, 113, 62–74. doi:10.1016/j.jvb.2018.06.003

Settles, I. H., Jones, M. K., Brassel, S., & Buchanan, N. T. (2019). Epistemic exclusion of
women faculty and faculty of color: Understanding scholar(ly) devaluation as a predictor
of turnover intentions. Manuscript submitted for publication.

Settles, I. H., Jones, M. K., Buchanan, N. T., & Dotson, K. (2019). Epistemic exclusion:
Scholar(ly) devaluation that marginalizes faculty of color. Manuscript submitted for
publication.

Smith, C. P., & Freyd, J. J. (2014). Institutional betrayal. American Psychologist, 69(6), 575.
doi:10.1037/a0037564

Smith, D. R. (2007). Historical development of the journal impact factor and its relevance
for occupational health. Industrial Health, 45(6), 730–742. doi:10.2486/indhealth.45.730

Snyder, T. D., de Brey, C., & Dillow, S. A. (2016). Digest of Education Statistics 2015
(NCES 2016-014). Washington, DC: National Center for Education Statistics, Institute of
Education Sciences, U.S. Department of Education.

Stephens, D. (2016). A feminist’s approach to networking and self-promotion. Invited presen-
tation for the 2016 Institute for Academic Feminist Psychologists, APA Division 35,
Society for the Psychology of Women, Pittsburg, PA.

Sue, D. W., Capodilupo, C. M., Nadal, K. L., & Torino, G. C. (2008). Racial microaggres-
sions and the power to define reality. American Psychologist, 6, 277–279. doi:10.1037/
0003-066X.63.4.277

Sue, D. W., Rivera, D. P., Watkins, N. L., Kim, R. H., Kim, S., & Williams, C. D. (2011).
Racial dialogues: Challenges faculty of color face in the classroom. Cultural Diversity and
Ethnic Minority Psychology, 17(3), 331–340. doi:10.1037/a0024190

van den Bosch, R., & Taris, T. W. (2014). The authentic worker’s well-being and perform-
ance: The relationship between authenticity at work, well-being, and work outcomes.
The Journal of Psychology, 148(6), 659–681. doi:10.1080/00223980.2013.820684

110 N. T. BUCHANAN

https://doi.org/10.1037/cou0000062
https://doi.org/10.1525/aeq.2000.31.1.47
https://doi.org/10.1037/a0037400
https://doi.org/10.1161/CIR.0000000000000350
https://doi.org/10.1177/2153368717690790
https://doi.org/10.1177/2153368717690790
https://doi.org/10.1016/j.hrmr.2011.05.001
https://doi.org/10.1016/j.jvb.2018.06.003
https://doi.org/10.1037/a0037564
https://doi.org/10.2486/indhealth.45.730
https://doi.org/10.1037/0003-066X.63.4.277
https://doi.org/10.1037/0003-066X.63.4.277
https://doi.org/10.1037/a0024190
https://doi.org/10.1080/00223980.2013.820684


Vasquez, M. J., & Jones, J. M. (2006). Increasing the number of psychologists of color:
Public policy issues for affirmative diversity. American Psychologist, 61(2), 132. doi:10.
1037/0003-066X.61.2.132

Williams, M. T. (2019). Adverse racial climates in academia: Conceptualization, interven-
tions, and call to action. New Ideas in Psychology, 55, 58–67. doi:10.1016/j.newideapsych.
2019.05.002

Wong, G., Derthick, A. O., David, E. J. R., Saw, A., & Okazaki, S. (2014). The what, the
why, and the how: A review of racial microaggressions research in psychology. Race and
Social Problems, 6(2), 181–200. doi:10.1007/s12552-013-9107-9

WOMEN & THERAPY 111

View publication statsView publication stats

https://doi.org/10.1037/0003-066X.61.2.132
https://doi.org/10.1037/0003-066X.61.2.132
https://doi.org/10.1016/j.newideapsych.2019.05.002
https://doi.org/10.1016/j.newideapsych.2019.05.002
https://doi.org/10.1007/s12552-013-9107-9
https://www.researchgate.net/publication/337365095

	Abstract
	Tokenism and Epistemic Exclusion
	Navigating Exclusion and Disregard
	Bias and Overt –isms
	Institutional Betrayal and Two Events That Transformed My Career
	Mentors, Allies, and Haters
	Is Associate Professor Enough?
	Inoculating My Students
	Things I Wish I Had Known Earlier in My Career
	Seek Hidden Information and Create the Spaces You Need
	Be Visible
	Apply for Other Jobs
	Additional Suggestions for Allies and Mentors to Women Faculty of Color
	Suggestions for Clinicians Helping Women Faculty of Color Navigate the Academy
	Conclusion
	References


