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Background
Limited mentorship, inequitable employment practices, and
underrepresentation in senior leadership roles.
Academic promotion ‘glass ceiling” combined with a ‘sticky floor’ and a
“concrete ceiling” (Corbett et al, 2024)
Hypervisibility yet feel invisible in academic spaces (Osho and Alormele, 2024)
Appropriated misogyny, pervasive discrimination and institutional gaslighting
solation and "battle fatigue” (Quaye, 2024)., burnout, stress, and attrition
(Miller, 2021)..

Objectives
* Explore early educational influences on RMW'’s career aspirations.
e |dentify challenges experienced by RMW in HEls.
* Highlight strategies adopted by RMW to overcome these challenges.
* Provide actionable insights for systemic change.

Research Questions
1. How do the early educational experiences shape RMW’s self-efficacy and career
aspirations?
What challenges do trailblazing RMW encounter, and how do these obstacles
fuel their drive for career progression?
. What strategies do RMW develop throughout their trailblazing careers, and how
do these strategies serve as a blueprint for the next generation?

Methodology

.o Approach: Narrative Inquiry. Captures intersectional lived experiences of racially
minorized female trailblazers.

- Participants: Four RMW with 5+ years of HE experience., working in HEIs across
the UK.

- Data Collection: Semi-structured interviews via Microsoft Teames.

- Theoretical Framework: Social Cognitive Career Theory (SCCT). Examines self-
- efficacy and environmental influences on career paths.
. Limitations: Small sample size limits generalizability.
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Theme I: Early and Foundational Years
Participants discouraged from pursuing high-achieving careers.
* Career advisors reinforced racialized stereotypes.

“Whenever we had history...the way in which the African diaspora was presented
to me was one of poverty and war...I used to feel really embarrassed to even be
associated with that”. “Vet!, don’t be stupid. You’re gonna go into a job in the
factory...Why don’t you get a job as a clerical worker ”

Theme 2: Studying in Higher Education
* Hypervisibility - Constant scrutiny and surveillance as “outsiders” laced with a lack of
recognition beyond skin colour.
 Hyper-invisibility - Marginalized and excluded from academic networks.
* Overlooked in spaces within academic networks (Newton, 2023)

“You know, as a student, you do feel isolated and when you do

speak up, you’ll always be seen as a troublemaker”

| Theme 3: Working in Higher Education
e Limited access to research opportunities
and professional development.

Theme 4: The Psychosocial Costs
 Exhaustion from prolonged
discrimination and systemic
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 Exclusion from influential networks. racism.
* Sticky floors, concrete ceilings and brick * Self-doubt
walls. * Unhappy

 Depression, race-related stress,
and self-doubt.
Self-preservation

. * Disproportionately tasked with EDI work,
often unseen and undervalued.
 Race-based stereotypes.

“If you speak up, if you stick your head out, your career is
derailed...”
"Don’t rock the boat”.
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Recommendations
* Transparent promotion policies.
* Increased mentorship and sponsorship for RMW.
* EDI accountability
 Regular audits of institutional practices and promotion

Processes. Manchester
. . . Me_trnpp]itan
 Address racial microaggressions through mandatory University
training.

* Mentoring and community-building initiatives.
e Larger, more diverse participant groups.

 Longitudinal studies to track systemic changes over time. 3¢5 Metropolitan

University
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