Examining Perceptions of Black Women Managers and the Identity Politics That Drive Them
Diversity management research in the United States has primarily followed an etic approach, with very little attention given to intersections of identity beyond race or gender (Tatli & Özbilgin, 2012). Furthermore, intraindividual processes and perceptions that affect workplace outcomes are overlooked by the business-case model approach to diversity management (Roberson & Kulik, 2007, Tatli & Özbilgin, 2012). This line of psychological research has demonstrated that men are seen as having significantly more in common with successful managers than women (Heilman, Block, & Martell, 1989); and also that Whites are seen as having significantly more in common with successful managers than Blacks (Chung-Herrera & Lankau, 2005). It would follow then, that to neither be White, nor a man, could impact the characterizations of those who are incongruent with the given professional prototype. As opposed to the glass-ceiling phenomenon that has been observed for White women and men of color, women of color may very well face more of a brick wall when contending against stereotypes against both of these identities, which are salient in certain contexts. The adage of “all the women are white, [and] all the blacks are men” rings true and this research hopes to make visible the realities of women of color, specifically Black women, that “some…are brave”  (Hull, Scott, & Smith, 1982). 
The mechanisms Black women encounter that preclude their advancement in the workplace may not be solely due to the patriarchal and racially biased power and privilege wielded by White men, but also held in place by more insidious identity politics, namely the privileges of those who have cracked the glass ceiling, i.e., White women and Black men by way of gendered race privilege and raced gender privilege respectively. It is hypothesized further that the advances that are made on the bases of gender or race has not necessarily advanced those who are oppressed simultaneously by both their gender and race. Though this extends a “double jeopardy” approach to intersectionality research, the implications extend towards other intersecting identities of privilege and oppression, illustrating how oppressive systems persist through the intersections of privilege and oppression.
This research is a first attempt to gather information about the stereotype content and perceptions of Black women managers. The research questions are as follows: 1) What is the perception of Black women managers? 2) How do the perceptions of Black women managers differ from that of White women managers, Black men managers, White men managers? 3) What are the mechanisms that keep the perceptions of Black women managers in place?
The diagnostic ratio approach is used to assess perception. Participants are asked to indicate the percentage of members of a particular group that they think typically possess each characteristic, varied by race and gender. The order of whether they rate Black or White, as well as men and women managers first will be counterbalanced. Race is a within-subject factor, while gender will vary between subjects. Preliminary results forthcoming.
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