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Abstract
In the wake of recent, highly publicized examples of anti-Black racism, scholars and practitioners are seeking ways to use 
their skills, resources, and platforms to better understand and address this phenomenon. Naming, examining, and countering 
anti-Black racism are critical steps toward fostering antiracist science and practice. To support those efforts, this paper details 
key insights from past research on anti-Black racism in organizations, draws from critical race perspectives to highlight 
specific topics that warrant consideration in future research, and offers considerations for how scholars should approach 
anti-Black racism research. Future research ideas include: specific manifestations of anti-Black racism within organizations, 
the double-bind of authenticity for Black employees, intersectionality among Black employees, and means of redressing 
anti-Black racism in organizations. Suggested research considerations include: understanding the history of anti-Black rac-
ism within research and integrating anti-Black racism research insights across organizational science. Research insights, 
ideas, and considerations are outlined to provide context for past and current experiences and guidance for future scholarship 
concerning anti-Black racism in organizations.
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Anti-Black racism research is a necessary and legitimate 
endeavor. The caste system of the USA—"the granting 
or withholding of respect, status, honor, attention, privi-
leges, resources, benefit of the doubt, and human kindness 
to someone on the basis of their perceived rank or stand-
ing in the hierarchy” ((Wilkerson, 2020), p. 70)—is based 
on racial groupings; making “caste, along with its faithful 
servant race, an x-factor in most any American equation” 
((Wilkerson, 2020), p. 72). This system places White Ameri-
cans in the assumed superior position and Black people, 
as their “polar opposite,” at the bottom of the country’s 
hierarchy. This hierarchy is thought to originate with the 

social construction of US racial groups (e.g., “Black” and 
“White”) during the times of chattel slavery, and to have 
been reinforced, intentionally and unintentionally, since then 
(see (Roediger & Esch, 2012; Wilkerson, 2020)). Because of 
race and racism’s systemic entrenchment in societal systems, 
most people in the US either consciously or subconsciously 
hold anti-Black ideals (Banaji & Greenwald, 2016; Eber-
hardt, 2019). Further, despite knowing that racism—actions 
that mock, harm, attach stereotypes, or assume inferiority 
based on race (Wilkerson, 2020)—directly harms Black peo-
ple’s physical and psychological functioning (e.g., (Jones 
et al., 2020; Lewis & Van Dyke, 2018; Priest et al., 2020; 
Williams et al., 2019; Williams & Sternthal, 2010)), anti-
Black racism persists.

Anti-Black racism is pervasive. Manifestations of anti-
Black racism (e.g., Jim Crow, redlining, mass incarceration, 
organizational discrimination) are key contributors to cur-
rent disparities in the health, education, and economic status 
of Black people in the USA (see (Bloome, 2014; Hammond 
et al., 2020; Hetey & Eberhardt, 2018)). In the healthcare 
and public health spheres, vast evidence demonstrates the 
lethal nature of the longstanding history and relentless per-
sistence of anti-Black racism (Bailey et al., 2017; Feagin 
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& Bennefield, 2014; Hoffman et al., 2016; Paradies et al., 
2014). Ongoing disparities in interpersonal care (e.g., 
Cooper et al., 2012; (Penner et al., 2010)), medical treatment 
(e.g., (Goyal et al., 2015; Heins et al., 2006; Tait & Chibnall, 
2014)), and mortality rates that are disproportionately high 
relative to disease incidence rates (e.g., (Richardson et al., 
2016)) all substantiate anti-Blackness. This legacy endures 
in Black peoples’ mistrust of healthcare practitioners (Bar-
sevick et al., 2016; Ekezie et al., 2020; Gamble, 1993; Gam-
ble, 1997). Black patients’ increased exposure to anti-Black 
racism in healthcare is especially reprehensible because 
structural racism is associated with increased odds of severe 
health episodes that make healthcare more critical for Black 
people (Lukachko et al., 2014). Educationally and economi-
cally, anti-Black racism affords Black people fewer returns 
on their educational investments (e.g., (Gaddis, 2015)), and 
steers creditworthy Black homeowners into predatory, high-
cost, high-risk mortgage loans (e.g., (Massey et al., 2016)).

Anti-Black racism also manifests at the intersection of 
personal and professional life. For example, in law enforce-
ment organizations the nature of the work attracts and pro-
motes individuals who are particularly likely to have con-
tentious interactions with Black people (Hall et al., 2016). 
In large part due to stigmatization and implicit associa-
tions with sub-humanness (e.g., (Goff et al., 2008)), super-
humanness (e.g., (Waytz et al., 2015)), and criminality (e.g., 
(Levinson et al., 2010)), both Black men and women are at 
higher risk of being killed by police than their White peers 
(Edwards et al., 2019). Evidence also shows that White, 
relative to Black, police officers are more likely to deny 
anti-Blackness in law enforcement (LeCount, 2017). This 
is unsurprising since Black officers personally experience 
anti-Black racism at work in the form of disproportionate 
formal discipline when accused of misconduct, despite no 
evidence to support racial differences in rates or severity of 
misconduct (Walter et al., 2020).

Anti-Black racism shapes lived experiences. In business 
and industry, race shapes our expectations of the people 
we work alongside (e.g., (Dumas et al., 2013; Phillips & 
Loyd, 2006; Phillips et al., 2006)), influences where peo-
ple want to work (e.g., (McKay & Avery, 2006)), and, 
when leveraged appropriately, gives firms a competitive 
edge over their market rivals (e.g., (Richard et al., 2021; 
Richard, 2000)). Yet, racism continuously manifests within 
the workplace both as overt discrimination and, increas-
ingly, as covert expressions and actions (e.g., (Avery et al., 
2015; Hebl et  al., 2020)). Anti-Black racism upholds 
human resources practices that have sustained unrelent-
ing employment discrimination against Black people for 
the last twenty-five years (Quillian et al., 2017). Black 
people experience significantly more micro-aggressions—
routine and ambiguous declarations or actions that target 
and denigrate a marginalized racial group member (Sue 

et al., 2007)—than any other racial group (O'Keefe et al., 
2015). Such common, subtle forms of racism can nega-
tively affect individuals’ emotions, cognitive functioning, 
and self-esteem as much as (if not more than) overt racism 
(Salvatore & Shelton, 2007; Solorzano et al., 2000).

The pervasive nature of anti-Black racism, at the intersec-
tion of personal and professional life, and the direct effect it 
exerts on lived experiences, all contribute to the necessity 
and legitimacy of anti-Black racism research. To support the 
advancement of this domain, this paper will highlight key 
insights from past research on anti-Black racism in organiza-
tions, draw from critical race perspectives to highlight spe-
cific topics that warrant additional consideration in future 
research, and offer considerations for how scholars should 
approach anti-Black racism research. We aim to facilitate 
antiracism in both the content and conduct of organizational 
scholarship.

A Critical Caveat: Countering Anti‑Blackness 
in Organizational Science Approaches

Due to slavery’s influence as the initial occurrence of mass, 
systematic organization, leadership (e.g., by overseers), 
and production in the USA (see (Cooke, 2003)), southern 
periodicals published by “intellectuals” in the twenty years 
prior to the Civil War, are said to have inaugurated manage-
ment theory. In illustration, Roediger and Esch (Roediger 
& Esch, 2012) write: “The factory, so often seen as the site 
of management innovation, long coexisted with the planta-
tion as the main site for the management of large groups of 
workers in the Americas. If anything, the latter ran ahead 
of the former in generating thought about management” (p. 
23). Historian Robin Blackburn also explains that the word 
“factory” was first used for the West African staging areas 
where slaves were gathered for trade, and then for the pro-
duction of the cotton that made the textile “factories” of 
England and New England possible (see (Blackburn, 1998)). 
Thus, early American managerial texts often focused on the 
“management of negroes.” Their aim was to understand 
how best to extract labor, knowledge, and other resources 
from Black workers. For example, one author wrote of 
“best practices for managing negroes” as a “grave subject, 
and one that is not only always in order, but a subject that 
imperiously demands our instant and unremitted thoughts 
and our most devout consideration” (see (Roediger & Esch, 
2012), p. 21). In direct contrast to such early perspectives, 
we write this paper with the intent of making clear the need 
and potential methods for turning the focus and efforts of 
organizational sciences toward understanding and counter-
ing the destructive forces of anti-Black racism imposed upon 
Black employees.
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Research Insights into Anti‑Black Racism 
in Organizations

Prior research on race in organizations provides a strong 
foundation for understanding the processes, experiences, 
and effects of anti-Black racism at work. Thirty years 
ago, a top organizational science journal published the 
first at-length discussion of Black professionals' experi-
ences. Dr. Ella Bell edited that special issue to offer “…
new knowledge and theoretical approaches to understand-
ing race in an organizational context" ((Bell, 1990a), p. 
417). Drs. Cox Jr and Nkomo (Cox Jr & Nkomo, 1990) 
sounded alarms warning that we should not consider 
knowledge garnered via White male scholars’ lenses 
focused squarely on White participants' experiences to be 
universally applicable. Echoing this sentiment’s validity, 
that special issue illustrated the biculturalism inherent 
in Black professional life (Bell, 1990b) and illuminated 
how race and racism fundamentally inform Black peo-
ple's psyches at work (Herbert, 1990). It revealed how 
race is integral in developmental relationships (Thomas, 
1990) and how Black professionals rely on one another 
to assuage the stressors of working while Black (Denton, 
1990). Two years later, Dr. Nkomo (Nkomo, 1992) used 
the allegory of “The Emperor Has No Clothes” to offer a 
critical analysis of how organizational scholarship (as an 
institution) and organizational scholars (as its upholders) 
had suppressed the meaningful examination of race in 
organizations. She highlighted an academic ignorance of 
race’s ever-present role in our theorizing and methodol-
ogy and exposed the peril of adhering to the assumption 
that organizations were race-neutral spaces. Since their 
publication, scholars have built upon these (and other) 
foundational works to add nuance to our understandings 
of the influence of race and racism in organizations.

Unfortunately, Black employees still battle racism 
within the workplace (e.g., (Nkomo et al., 2019)), across 
employment stages and organizational levels. The aversive 
racism framework explains that contemporary racism is 
expressed in indirect ways that do not threaten the aver-
sive racist’s non-prejudiced self-image (see (Gaertner & 
Dovidio, 1986)). It is supported by longitudinal data show-
ing the steady decrease in White individuals’ self-reported 
prejudice across time coupled with the unchanged, rela-
tively high level of discrimination against Black job can-
didates (Dovidio & Gaertner, 2000). Anti-Black racism 
explains why applicants with names associated with Black 
culture (e.g., Lakisha and Jamal) receive fewer callbacks 
for job interviews across numerous occupations, indus-
tries, and “Equal Opportunity Employers,” compared to 
applicants with names historically held by White individu-
als (e.g., Emily and Greg; see (Bertrand & Mullainathan, 

2004)). It also explains why “whitewashing” (i.e., con-
cealing or downplaying racial cues in job applications) 
resumes improves Black applicants’ odds of labor market 
success (Kang et al., 2016). Anti-Black racism is evident 
in employers’ hiring preferences for White applicants with 
criminal records over Black applicants with no criminal 
history (Pager, 2003; Pager et al., 2009). It is apparent 
in employers’ increased hiring discrimination against 
Black applicants when they cannot inquire about criminal 
records (Agan & Starr, 2018); the assumption that Black 
people are criminals unless they prove otherwise is anti-
Black racism in effect. Anti-Black racism makes White 
employees' referrals more valuable to job applicants than 
Black employees' referrals (Silva, 2018) and leads to the 
penalty of lower salaries for Black job seekers who choose 
to negotiate (Hernandez et al., 2019).

Further, among Black job applicants, anti-Black racism 
produces colorism (e.g., (Keith & Herring, 1991; Lavalley 
& Johnson, 2020)), as evidenced by a significant difference 
in hiring recommendations that favor Black applicants with 
lighter skin tones, compared to Black applicants with darker 
skin tones, regardless of qualifications (Harrison & Thomas, 
2009). It also manifests uniquely against Black Americans 
(in a US context) producing a country-of-origin effect that 
gives native-born Black American applicants worse job 
and interpersonal ratings than both White applicants and 
foreign-born Black applicants (Howard & Borgella, 2019). 
Consistent with this evidence, Quillian et al. (Quillian et al., 
2017) conducted a meta-analysis of hiring discrimination 
since 1989 and found that White applicants have received, 
on average, 36% more callbacks than Black applicants.

Anti-Black racism also affords Black people fewer opportu-
nities and less leeway in leadership. For example, Rosette et al. 
(Rosette et al., 2008) empirically demonstrated an implicit cog-
nitive connection between race and leader capabilities, such 
that participants assume that leaders are White and that White 
leaders are more effective than Black leaders (see also Gün-
dermir et al., 2014). In addition to assumptions made about 
leadership potential and success, meta-analytic evidence shows 
that the glass cliff effect—the placement of certain people into 
risky or precarious leadership positions (see (Ryan & Haslam, 
2005))—is stronger for Black individuals, compared to White 
individuals, signaling that either organizations are motivated 
to pursue demographic changes during crises or that anti-Black 
racism is a driver of the glass cliff effect (Morgenroth et al., 
2020). Further, once in leadership roles, anti-Black racism 
manifests as internal attributions made for failures and external 
attributions for successes of Black leaders, while the opposite 
is observed for White leaders (Carton & Rosette, 2011). Anti-
Black racism also undergirds the disproportionate sanctions 
for Black leaders (especially Black women leaders) who do 
experience failure (Rosette & Livingston, 2012).
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Another key insight we have gained from past work 
on anti-Black racism concerns the role of organizational 
approaches to diversity in either fostering or reducing rac-
ism. Plaut et al. (Plaut et al., 2018) discuss whether diversity 
approaches that align with a colorblind (i.e., minimizing the 
use and significance of racial group membership to suggest 
that race does not and should not matter) versus multicul-
tural (i.e., emphasizing that group membership does matter 
and should be acknowledged and valued) perspective are 
more apt to remedy racism. They describe benefits and pit-
falls of each method, and the findings are nuanced. Specifi-
cally, although colorblindness may be more readily accepted 
by White employees, it fosters more negative outcomes for 
employees of color including diminished organizational sen-
sitivity to racism and increased interpersonal discrimina-
tion. In contrast, while multiculturalism has been shown to 
elicit threat responses among White audiences and may lend 
itself to masked discrimination and caricatures of employees 
of color (preferring that people of color act in stereotype-
consistent manners; see (Gutiérrez & Unzueta, 2010)), a 
multicultural approach to diversity can reduce implicit and 
explicit prejudice (Lai et al., 2014; Richeson & Nussbaum, 
2004). Further, field studies have shown that employees of 
color who work in departments in which White peers hold 
more multicultural attitudes perceive less risk of bias, which 
contributes to greater work engagement (Plaut et al., 2009), 
and that racial minorities who work with multiculturalism-
endorsing leaders feel greater acceptance at work (Meeussen 
et al., 2014). Indeed, valuing traditionally excluded racial 

identity groups is important, as is balancing this perspective 
so as not to only value employees for their social identity 
(Ely & Thomas, 2001).

The emperor is more exposed now than ever (Nkomo, 
2020; Nkomo et al., 2019), and “covering” only superficial 
areas will not adequately address current issues of anti-Black 
racism. In a work context fraught with selective incivility 
(Cortina et al., 2013; Daniels & Thornton, 2019) and the 
spillover from mega-threats of witnessing race-based vio-
lence in surrounding communities and the media (Leigh 
& Melwani, 2019), scholars have an opportunity to elevate 
the science behind the unique organizational experiences 
of Black people, their Blackness, and the anti-Black rac-
ism with which they must contend daily. Thus, there is a 
great need for work that specifically examines and redresses 
anti-Black racism in organizations. To facilitate a productive 
research discussion, for both experts and newcomers in this 
area, Table 1 defines key terms that are relevant to anti-Black 
racism research mentioned throughout this paper.

Anti‑Black Racism Research Ideas: A Critical 
Race Perspective

Organizational scholars pursuing research to under-
stand issues related to anti-Black racism have primarily 
grounded their work in influential theories of social iden-
tity (e.g., (Ashforth & Mael, 1989; Hogg & Abrams, 1988; 
Tajfel, 1978; Tajfel, 1981; Tajfel & Turner, 1986)), social 

Table 1  Glossary of terms relevant to anti-Black racism research

Term Definition

Aversive racism Covert manners of discrimination executed by individuals who view themselves as holding egalitarian values (Gaert-
ner & Dovidio, 1986)

Chattel slavery A form of slavery in which slaves and their immediate descendants are legally rendered as property
Codeswitching Adjusting one’s self-expression (i.e., speech, dress) to improve social or goal-related outcomes (McCluney et al., 

2021)
Colorblind approach Lessening the importance of racial group membership to suggest that race does and should not matter (Plaut et al., 

2018)
Glass Cliff effect The placement of particular people in “risky or precarious” positions of leadership (Ryan & Haslam, 2005)
Imposter phenomenon The internal experience of feeling intellectually phony, and underserving of recognition and current status (Clance, 

1985)
Intersectional invisibility Social invisibility stemming from a lack of other-perceived prototypicality in a single identity due to multiple, inter-

secting identities (Purdie-Vaughns & Eibach, 2008)
Meritocracy myth A challenge to the widely held American view that people get out of the system what they put into it, based on indi-

vidual merit (McNamee, 2009)
Multicultural approach Emphasizing the salience of group membership and the importance of its acknowledgement (Plaut et al., 2018)
Paternalism Treating employees and if they are family, sometimes as children (Aycan, 2006)
Performative allyship When well-meaning people with power and privilege show interest in becoming an ally but do not engage in the self-

reflection, education actions, or changes inherent in true allyship (Erskine & Bilimria, 2019)
Selective incivility Low-intensity deviant behavior with ambiguous intent to harm the target, in violation of workplace norms for mutual 

respect (Andersson & Pearson, 1999)
Stereotypic caricature Preferring that people of color behave in a stereotype-consistent manner (Gutiérrez & Unzueta, 2010)
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categorization (e.g., (Hogg, 2004; Tajfel et al., 1971; Turner, 
2010)), stereotyping (e.g., (Fiske, 1993; Fiske, 1998)), and 
other micro-level frameworks that consider the production 
and reproduction of racism to be a primarily individual or 
interpersonal phenomenon. This focus has enabled many 
important insights. However, when we consider racism to 
be exclusive to individual actors and discrete social interac-
tions, we limit our capacity to examine the dynamic mani-
festations, consequences, and nuances of anti-Black racism 
within the organizational sciences. Instead, we should chal-
lenge ourselves to consider the ways in which organizations, 
as institutions, and their policies, as structures, function to 
perpetuate anti-Black racism in concert with these individual 
and interpersonal acts.

Accordingly, in this section, we advance a critical line 
of psychological inquiry—critical race psychology (CRP: 
(Salter & Adams, 2013))—that more intentionally and 
explicitly provides an identity-conscious means of informing 
future scholarship on anti-Black racism. Grounded in critical 
race theory (CRT: (Bell, 1990a; Bell, 1992; Delgado & Ste-
fancic, 2013; Delgado & Stefancic, 2017)), CRP suggests that 
rather than problematizing Blackness as a deviation from the 
(White) norm to be managed, we should instead recognize 
it as a fact of organizational life that has meaningful impli-
cations for a significant and valuable population of people. 
The challenge for organizational psychologists then becomes 
recognizing and investigating the patterns of organizational 
power, privilege, and practice that coincide with race and 
identifying structural, interpersonal, and intrapersonal means 
of fostering more equitable experiences and outcomes.

To understand anti-Black racism specifically, we start by 
centering Black people as focal actors who routinely navi-
gate systems that are largely inconsiderate of their unique 
challenges and contributions. In the next sections, we iden-
tify a few critical race tenants as a basis for forging a path to 
understanding the persistent patterns of race-based inequities 
in organizations as well as possibilities for navigating them 
(see Table 1). Specifically, we highlight empirical claims 
about race and institutional racism that could inform specific 
research agendas that need further examination to advance our 
understanding of, and our ability to counteract, anti-Black rac-
ism in organizations. Integrating critical race perspectives (see 
Table 2), we promote the necessity of advancing knowledge 
within the following four research agendas: persistent manifes-
tations of anti-Black racism within organizations, authenticity 
as a double-bind for Black employees, intersectionality and 
anti-Black racism, and means of redressing anti-Black racism 
in organizations1. Then, we offer a “bottom-up” discussion for 

future research that promotes agency among Black actors as 
they navigate the anti-Black structures around them.

Persistent Anti‑Black Racism Within Organizations

First, the most central tenant of a critical race perspective is 
that racism is an ordinary, commonplace, general standard 
of practice for how life and work take shape for Black people 
each day (Bell, 1992; Delgado & Stefancic, 2017; Salter 
& Adams, 2013). It is deeply embedded in the organiza-
tional practices and policies that scholars take for granted 
as neutral but that actually center Whiteness as the norm 
and devalue non-Whites and their cultural expressions in 
the process (Ray & Purifoy, 2019). As organizations and 
scholars respond to heightened calls for antiracism resources 
(McCluney et al., 2020) and antiracism policies (Boykin 
et al., 2020; Kendi, 2019), a fine-grained understanding of 
the most enduring form of racism in Western civilization is 
imperative. Without recognizing anti-Black racism as the 
pervasive force that evidence suggests it is, organizational 
psychologists are ill-equipped to support organizations in 
their quests to act against it.

Like an enduring virus, racism persists by mutating 
and adapting its presentation (Nkomo, 2020); but it is still 
racism, and Black employees suffer as a result. Whether 
navigating a predominantly White employee lounge or 
considering a town’s racial climate as they evaluate job 
opportunities (see (McKay, 2020)), Black employees do 
not have the option to ignore issues of racism, and indif-
ference toward Black experiences upholds racist organiza-
tional inertia (McCluney et al., 2020). Thus, scholars should 
actively acknowledge and counter the momentum of racism 
in organizations and organizational sciences.

Accordingly, organizational scholars should invest greater 
attention in numerous topics concerning the varying expres-
sions, experiences, and implications of anti-Black racism. 
These topics include micro-aggressions, paternalism, dif-
ferential promotion rates, anti-Black sentiments endorsed 
by organizational leaders (e.g., via social media or alliances 
with White supremacists), imposter phenomenon, invali-
dation of Black employees’ experiences, and performative 
allyship, among others (see Table 2). For instance, organiza-
tions would benefit from research that offers a more nuanced 
understanding of how group composition relates to indi-
vidual behaviors, interpersonal experiences, and adoption 
and adaption of policy. Similar to prior research showing a 
trend of negative salary inflection for all employees in work 
environments with large proportions of women (Ostroff & 
Atwater, 2003), recent research shows the negative point 
of inflection for pay in diverse groups is jointly depend-
ent upon performance and the number of Black employees 
within the group. Hall and colleagues’ (Hall et al., 2019a) 
findings show how anti-Black racism may affect non-Black 

1 These four areas are offered as an initial starting point to integrat-
ing a critical race perspective in the organizational sciences. They are 
illustrative but far from exhaustive, as both CRP and CRT have sev-
eral additional tenants.
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employees through stigma-by-association, with pay for 
all employees suffering as the number of Black employ-
ees within the group increases. This research illustrates 
how anti-Black ideology and stigmatization may introduce 
unique heterogeneity in previously understood relation-
ships. As such, we encourage scholars to consider the unique 
effects of anti-Black racism on Black employees and how 
upward or downward changes in group composition may 
create contagion effects (e.g., stigma-by-association). To 
do so requires research that revisits and reimagines existing 
scholarship while moving this literature forward.

While further examination of each of these topics at the 
individual and interpersonal levels is most certainly nec-
essary, organizational psychologists can also advance our 
scholarly understanding of the systems and governing ide-
ologies that enable, and sometimes promote, these dispa-
rately racialized experiences and outcomes (e.g., organiza-
tions espousing meritocracy as a means of exacerbating and 
legitimizing group-based differences; (Castilla & Benard, 
2010; van Dijk et al., 2020)). Theoretical and empirical work 
that directly centers anti-Black racism in organizations pro-
vides a necessary foundation for developing antiracism as a 
construct as well as the organizational-, team-, and individ-
ual-level means of eradicating it. A robust approach to anti-
Black scholarship will include an evolving research agenda 
that supports top-down and bottom-up review and adaptation 
within organizations. That is, this work requires theoretical 
and empirical connections across organizational levels to 
ensure decision-making alignment and avoid decision silo-
ing between levels that may undermine or dismantle efforts 
to counteract anti-Black racism. As workgroups and teams 
grapple with interpersonal issues, and human resources and 
decision-makers develop processes and policies, firm and 
industry leaders must also seek balance between systems and 
institutional artifacts beholden to meritocracy and higher-
level decision-making that ensures diversity, inclusion, and 
justice are cogent, attainable, and systematized (Konrad 
et al., 2021). If organizations are to achieve this balance 
across levels, research that evaluates the efficacy and effects 
of decisions within and between levels of persistent imbal-
ance is required.

As anti-Black racism persists and morphs (e.g., micro-
aggressions; (Sue et al., 2007)), it is vital to better under-
stand this dynamic process and the corresponding complex 
Black survival (and thriving) experience. To date, schol-
arship that directly addresses nuanced Black employee 
experiences remains stagnant, if not waning. The study of 
Black experiences, perceptions, needs, culture, and barri-
ers are areas of inquiry that merit research consideration. 
Theoretically, advances in frameworks for understanding 
the dynamics of Black experiences at work would offer the 
organizational sciences essential insights from within this 
discipline, legitimizing the scholarship of organizational 

researchers pursuing this work. Empirically, the practice of 
excluding Black groups (see (Roberts et al., 2020)) or using 
them simply as comparisons to White groups that serve as 
“controls” is inadequate. Such manifestations of “norming” 
Whiteness mute the nuance within the Black experience (see 
(Apfelbaum et al., 2014)). Thus, the direct study of Black 
experiences merits research investments.

Authenticity as a Double‑bind for Black Employees

Second, one tenant of CRP asserts that many of the ide-
ologies (e.g., meritocracy) and seemingly neutral stand-
ards (e.g., professionalism) to which we subscribe reflect 
and reproduce racial dominance (Salter & Haugen, 2017). 
Indeed, assumptions of race-neutrality in formal and infor-
mal organizational and institutional policies enable anti-
Black racism by ignoring the fact that observers evaluate 
Black people at least partially based on how they perform, 
express, and embody their Blackness (e.g., Auguostinos 
& De Garis, 2012; (Carbado & Roithmayr, 2014; Lesane-
Brown, 2006; Thompson, 2009)). Specifically, evaluators 
form assessments about Black people’s competence and 
professionalism with significant consideration of their 
accent, demeanor, dress, associational practices, and overall 
“racial orientation” (Carbado & Gulati, 2013). As evaluators 
observe increasing levels of “Blackness,” their perceptions 
of Black people become less favorable or more negative. 
Being aware of this presents a double-bind for Black people 
as they attempt to successfully navigate organizations (Hew-
lin & Broomes, 2019). They may feel pressured to moderate 
their Blackness to present themselves in more “palatable” 
fashions if they want to advance. So as organizations pro-
mote inclusion and increasingly ask employees to “bring 
your whole self to work” the costs of obliging that seemingly 
progressive request are inequitable. Recent research suggests 
that authenticity may only be welcomed from those with 
the power and privilege to “be themselves” in ways that are 
esteemed by society (e.g., (Bailey et al., 2022; Phillips et al., 
2018; Wessel et al., 2020)).

Anti-Black racism casts Black culture, vernacular, hair, 
and experiences as misaligned with “professionalism.” For 
example, research that explores Black women’s hairstyles 
finds that people penalize women who opt for natural Black 
hairstyles, in part, because these hairstyles are perceived as 
lacking professionalism and being overly dominant (Koval 
& Rosette, 2020; Opie & Phillips, 2015). These perceptions 
align with laws and organizational policies that explicitly, 
implicitly, and unfairly deem Black culture incongruent 
with society and the workplace (e.g., Black hair and music; 
(Binder, 1993; Greene, 2016)). Consistent with empirical 
research, oral narratives and anecdotes have clarified that 
Black ways of being are scrutinized and devalued. Black 
people often feel compelled to “code switch,” or adjust 
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their styles of presentation and expression in ways that will 
optimize their outcomes (see (Koch et al., 2001; McCluney 
et al., 2019)). Unfortunately, code-switching and other inten-
tional acts of demonstrating commonalities with dissimilar 
peers (e.g., (Hewlin, 2003)) reduce felt authenticity and con-
tribute to employee burnout (Hewlin, 2009; Hewlin et al., 
2016). Despite this evidence, organizations have failed to 
consider these factors in their pleas for authenticity.

Notably, scholarly interest in authenticity has spiked 
recently. In 2019, three different reviews on authenticity 
were published—two in management outlets and one in psy-
chology (Cha et al., 2019; Lehman et al., 2019; Sedikides 
et al., 2019). These integrative reviews and other concep-
tual pieces ask us to think more broadly and critically about 
authenticity. Though most perspectives see organizations 
as race-neutral (see (Ray, 2019)), necessary theoretical and 
empirical advancements on authenticity in organizations 
must consider how normative expectations are indeed racial-
ized. As researchers explore authenticity in the workplace, it 
is vital to acknowledge unique barriers and challenges faced 
by Black employees (See Table 2).

We can, for example, explore the seemingly irreconcil-
able demand for Black people to assimilate to White norms 
to be seen as legitimate, while their workplaces simultane-
ously ask them not to engage in those practices to be seen as 
authentic. It is imperative to interrogate the ways in which 
ambivalent conversations about authenticity in organiza-
tions are inherently privileged and exclusionary, placing 
additional cognitive, emotional, and physical burdens on 
Black employees.

Additionally, burgeoning work on social hierarchy 
and status demonstrates that status—being admired and 
respected by others—leads people to feel and act more 
authentically (Bailey et al., 2022). In this way, it is impor-
tant that Black employees first feel admired and respected 
by their peers to be authentic. Future research could inform 
organizations on the specific concerns of Black employ-
ees and ways that leaders can develop accepting work 
environments.

It is also important that researchers develop theory and 
offer empirical assessments of the skills involved in Black 
employees’ successfully adapting to multiple cultural 
spheres. While research has examined the benefits of being 
able to access and move between different cultural spheres 
and modes of communication (e.g., (Brannon et al., 2015); 
Anicich & Hirsh, 2017), further investigations are needed to 
ascertain the unique benefits of Black employees’ “double 
consciousness” (Du Bois, 1903). Insights can be gleaned 
from critical race perspectives, along with other identity 
inclusive or Black-centric theoretical frames (e.g., (Sellers 
et al., 1998)), on how to best understand and advance Black 
employees’ felt and perceived authenticity and the advan-
tages thereof.

Intersectionality and Anti‑Black Racism

Third, critical race perspectives maintain that race and its 
consequences are applied differently as it crosscuts with 
other meaningful social constructs like gender, class, 
sexual orientation, nationality, and beyond. While race 
may be some people’s primary identity (e.g., (Sellers 
et al., 1998)), it is no one’s single essence (e.g., (Carbado 
et al., 2013; Collins, 2019; Crenshaw, 1990; Crenshaw, 
1989)). Though the monolithic classification of race 
has informed critical insights into race-based dispari-
ties (e.g., (Brondolo et al., 2009; Zahodne et al., 2017)), 
treating Black people as a homogenous group reduces 
our potential to uncover precise implications for all Black 
employees. Specifically, when we do so, we lose nuance 
and ignore the many ways in which multiple subgroup 
differences can lead to a variety of experiences among 
members of a racial group (Celious & Oyserman, 2001).

Multiple identities interactively create wholly unique 
subgroups that incur their own stereotypes (Hall et al., 
2019b), and unique power and privilege dynamics under-
gird outcomes for people with multiple stigmatized iden-
tities (Crenshaw, 1990; Davis, 2008). More explicitly, 
Black people who are male, cisgender, heterosexual, 
aff luent, able-bodied, fair-skinned, or Christian also 
have power and privilege intertwined in their Blackness. 
These intersecting identities alter their experiences, 
outcomes, and options for navigating organizations and 
broader society. When we explore anti-Black racism 
through an intersectional lens, we expose the incapacity 
of a one-size-fits-all approach that ignores the differing 
experiences of discrimination and the unique needs for 
support, allyship, and antiracism resources among Black 
people in organizations (see (Rosette et al., 2018)).

In illustration, Black women experience “intersec-
tional invisibility,” which means that because of their 
non-prototypicality to both their racial and their gender 
group, they experience differential outcomes compared 
to White women and Black men ((Purdie-Vaughns & 
Eibach, 2008); Carter & Ponde de Leon, 2022). Specifi-
cally, while Black women may be more physically visible 
in the organizational sphere due to their phenotypical 
distinctiveness, they are often also simultaneously over-
looked and disregarded (Smith et al., 2019). Accordingly, 
Black women’s contributions are less likely to be cor-
rectly attributed to them, in comparison with White men, 
White women, and Black men. Further, McCluney and 
Rabelo (McCluney & Rabelo, 2019) theorize that Black 
women experience “intersectional tension” (i.e., trying 
to feel seen and appreciated as a unique individual while 
also feeling as if they belong within their workgroup) 
and may not have complete autonomy in seeking such 
“optimal distinctiveness” (Brewer, 1991).
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Finally, research shows that when specific racial and 
gendered stereotypes are aligned with a specific dimen-
sion of agency (e.g., competence vs. dominance), dif-
ferential effects of the enactment of that agency emerge. 
Specifically, as Black women are perceived as dominant 
(though not competent), they are less likely targets of 
agentic penalties than White women or Black men for 
whom dominance is proscribed (Livingston et al., 2012; 
Rosette et  al., 2016). As much research on the Black 
experience centers heterosexual men, and most examina-
tions of the female experience are conducted on White 
women (Ghavami & Peplau, 2013), additional insights 
centering Black women employees’ intersectional experi-
ences could provide useful insights for how Black women 
leaders may wield their agency in advantageous ways.

Future research is needed to theoretically and empiri-
cally assess the specific roles of power and privilege in 
shaping and countering diverse Black experiences. This 
work may benefit by drawing from the knowledge base 
about power and status in organizations (e.g., (Krack-
hardt, 1990; Magee & Galinsky, 2008; Pfeffer & Pfeffer, 
1981; Ragins & Sundstrom, 1989)). Doing so could sup-
port research on parallel and divergent processes among, 
for example, Black women (compared to men), Black 
Muslims (compared to Christians), Black LGBTQ+ peo-
ple (compared to cisgender heterosexual people), and 
Black people from affluent backgrounds (compared to 
those of lower socioeconomic status).

Overall, an intersectional approach affords us access 
to a more complete understanding of lived experiences 
with anti-Black racism for all Black employees, and 
forges paths toward novel lines of inquiry (see Table 2). 
For example, future research could consider the dynamic 
experience of Black immigrants in America. Such work 
may illuminate experiences not considered when we 
assume all Black employees were born and socialized in 
the USA’ context, or when we ignore the effect of xeno-
phobia in shaping attitudes and acts of anti-Black racism. 
Immigration scholars have posited that the ability of eth-
nic minorities to be successful in the USA hinges upon 
their ability to engage in identity work (Pierre, 2004). 
Specifically, Black immigrants to the USA may expe-
rience benefits when they create distinctions between 
themselves and African Americans by emphasizing their 
national identity rather than their racial identity (e.g., 
Jamaican versus African American; (Habecker, 2012; 
Showers, 2015)). Thus, organizational scholars may 
uncover means of combatting such internalized, inter-
sectional anti-Black racism via examining work sociali-
zation practices from a multicultural perspective. Exam-
ining the vast diversity within the Black labor force and 
means of fostering antiracism for all Black employees is 
a fruitful area for research and practice.

Means of Redressing Anti‑Black Racism 
in Organizations

Finally, anti-Black racism is an inescapable facet of organi-
zational life in the USA (Delgado & Stefancic, 2017), and 
while that may present as a bleak prognosis, another notable 
theme within critical race scholarship implies there is power 
in accepting that premise as true. Specifically, this perspec-
tive asserts that the courage and self-determination Black 
people enact to resist the oppressive weight of anti-Black 
racism fosters a sense of strength via struggle (Bell, 1992). 
The topic of redressing anti-Black racism, then, brings into 
view potentially competing perspectives.

On one hand, there is a need for efforts that foster resil-
ience—the practice and process of overcoming adversity 
or difficulty (King et al., 2016)—among those who face 
anti-Black racism. Establishing practices and procedures 
that foster resilience to anti-Black racism could help Black 
employees to survive, cope, and even thrive, despite the 
strain placed on their psychological and physical health by 
racism. This is a worthy area of investigation, as it can help 
us to understand what options are most effective for address-
ing anti-Black racism.

However, on the other hand, it is equally (if not more) 
important to examine the role of contexts (e.g., organiza-
tions, perpetrators, allies, and leaders) in removing the “need 
for resilience” to anti-Black racism. It is imperative that anti-
racist scholarship “insists on both justice and truth” ((Bell, 
1992) p. 123). Here, we outline work that has begun to ask 
how to effectively cope with anti-Black racism (i.e., grapple 
with the truth), while simultaneously calling for future work 
that focuses on how to remove the adversity of anti-Black 
racism from organizations (i.e., demand justice).

The exhausting experience of continuously having to 
learn about and manage various, old and new, forms of anti-
Black racism (see racial battle fatigue; (Smith et al., 2007a)) 
reinforces current disparities. For example, both McCluney 
et al. (McCluney et al., 2017) and Leigh and Melwani (Leigh 
& Melwani, 2019) theorize the effect of large-scale racially 
motivated, violent events on the vicarious trauma that Black 
employees endure. It spills over to affect their work experi-
ences. To cope with such stressors, Black employees have 
adopted several strategies, including racial identity devel-
opment, social support seeking, and anger suppression or 
expression (Brondolo et al., 2009).

Numerous studies conducted outside the organizational 
sciences have examined the role of coping methods in help-
ing individuals to manage their experiences with racism. 
Studies have shown that problem-focused coping (attempts 
to address or change the stressor) can buffer the effect of 
racism on psychological health (i.e., depressive symptoms; 
(West et al., 2010)) and physical health (i.e., blood pres-
sure; (Singleton et al., 2008)). Alternatively, avoidant coping 
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(cognitive and emotional strategies oriented away from the 
stress) exacerbates the negative effects of racism on health. 
However, in a review of various forms of coping as buffers 
between experienced racism and important life outcomes, 
Brondolo et al. (Brondolo et al., 2009) concluded that “no 
coping strategy has emerged as a clearly successful strat-
egy for offsetting the mental and physical health impacts 
of racism. Instead, each approach has some demonstrated 
strengths, but also considerable side effects or limitations” 
(p. 16). Thus, research still needs to assess specifically how 
Black employees can and do cope with racism experienced 
in the workplace, and the comparative utility of these coping 
choices (e.g., effects on both Black employee experiential 
outcomes and peer and leader evaluation outcomes), while 
simultaneously calling upon systems, structures, and those 
with power and privilege to redress the anti-Black racism 
that requires coping effort (see Table 2).

Recent theory has advanced beyond individual-level 
approaches of coping with racism to include more collec-
tive factors (e.g., (French et al., 2020)). Practically, Roberson 
et al. (Roberson et al., 2020) recently reviewed four cat-
egories of interventions meant to improve employment out-
comes for underrepresented communities: affirmative action 
practices, targeted human resource management, diversity 
training, and accountability and transparency practices. 
Their recommendations include urging identity-conscious 
(rather than identity-blind) practices, implementing inte-
grated and systematic approaches (rather than standalone 
programs) for diversity training effectiveness, and having 
and transparently sharing explicit accountability practices 
that assign responsibility for reducing inequity (rather than 
relying only on managerial efforts to meet diversity and 
inclusion goals). Research that empirically assesses the 
experience of Black employees when working in organiza-
tions that employ these interventions would be informative. 
Further, Sue et al. (Sue et al., 2019) introduce a strategic 
framework for addressing micro-aggressions that includes 
actions that targets, allies, and bystanders can perform (i.e., 
micro-interventions). Specific behaviors align with four 
micro-intervention goals of: 1) making the invisible visible, 
2) disarming the micro-aggression, 3) educating the perpe-
trator, and 4) external reinforcement or support. Because of 
the deleterious effects of racism on Black people, empirical 
work that directly tests the effectiveness of such interven-
tions in the workplace and that demonstrates how to proac-
tively prevent anti-Black racism from occurring in organiza-
tions is necessary.

There is also a pertinent need to investigate barriers to 
organizational atonement for historical and present anti-
Black racism. At the micro-level, scholars could further 
examine the ways in which successful initiatives to decrease 
overt racism may be accompanied by an increase in cov-
ert racism (Lennartz et al., 2019). Indeed, race-conscious 

initiatives (e.g., affirmative action; (Bell et al., 2000; Har-
rison et al., 2006)) can provoke rebellion (e.g., whitelash; 
(Kellner, 2017)), micro-invalidations (e.g., “people are 
people”; (Sue et al., 2008)), and racist misconceptions that 
advancing equity for Black employees compromises the 
integrity of organizational decision structures such as selec-
tion and promotion. Further, work that examines how people 
respond when confronted about their prejudiced actions or 
statements (see (Czopp, 2019)) offers a useful starting point 
to examine and address resistance, fragility, and denial in 
response to anti-Black racism in organizations.

At the macro-level, a useful starting point may be to 
examine whether and why corporate social engagement and 
advocacy may or may not follow corporate social responsi-
bility statements in addressing anti-Black racism. Performa-
tive activism and allyship by organizations may parallel the 
detrimental effects of antiracism backlash by compounding 
the harms Black people face each day (Holmes, 2020). They 
also distract from real efforts to address the problem. Thus, 
future research is needed to understand, detect, and counter 
both resistance to antiracism and performative antiracism, 
as both may exacerbate Black employees’ experiences of 
racism in the organization.

Anti‑Black Racism Future Research 
Considerations

The recent increase in mainstream attention to racism, 
inequality, and other constructs that disproportionately dis-
advantage Black people at work has afforded astute schol-
ars who have advanced this work an opportunity to share 
their expertise with a larger, more open-minded audience. 
Some researchers, who have conducted diversity work more 
broadly, are entering the scholarly conversation about anti-
Black racism. Others, who have not considered Black-centric 
research, may seek to seize this opportunity to contribute to 
the discourse. While we unequivocally support the advance-
ment of organizational scholarship on race, racism, Black-
ness, anti-Blackness, anti-Black racism, and antiracism, 
we also advise scholars to engage in this work responsibly, 
keeping a few considerations top-of-mind.

Overall, we caution that anti-Black racism should not be 
regarded as an intellectual “hot topic” for casual pursuit. As 
such, we discourage scholars from considering race–espe-
cially Blackness–as merely a variable in a model. Black-
ness is a proxy for the lived experiences of people who, due 
to historical and current anti-Black racism, can be directly 
harmed by the (mal)practice and (mis)interpretations of 
researchers and research implications. Before scholars 
engage in this work, we encourage them to honestly con-
sider their intentions, probe their biases, and contemplate 
the impact of their lines of inquiry. Research on anti-Black 
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racism in organizations done haphazardly risks furthering 
harm to Black employees.

Further, to advance current scholarship on anti-Black 
racism and the Black employee experience, we encour-
age scholars interested in furthering this work to absorb 
the existing relevant scholarship to ensure they are well-
grounded and “speaking responsibly.” Responsible anti-
Black racism scholarship requires expertise in this domain. 
Assuming it does not, implies that Black-centric scholarship 
is less deserving of effort, care, and critical consideration 
than other areas within which one would not automatically 
deem oneself proficient. With these concerns in mind, we 
detail specific considerations for future research procedures 
and perspectives in the next sections.

Understanding the History of Anti‑Black Racism 
Within Research

We urge scholars and practitioners pursuing this work to: a) 
avoid inflicting further harms to people already burdened by 
racism, b) recognize the valid hesitation among the Black 
community to participate in research, and c) responsibly 
design, execute, and explain their research, in light of what 
we know about anti-Black racism. Research(er) mistrust 
among the Black community is multifaceted and creates 
a significant emotional burden for Black participants (see 
(Millet et al., 2010; Scharff et al., 2010)). Black individuals 
are more likely, compared to age-, education-, and gender-
matched White participants, to believe that research findings 
will be used to reinforce negative stereotypes about their 
group (Thompson et al., 2003) and expose them to unnec-
essary risks ((Brandon et al., 2005); Corbie-Smith et al., 
2004).

Mistrust of researchers among the Black community 
stems, in large part, from historical wrongs and is reinforced 
by discriminatory events that persist today (see (Briggs, 
2000; Washington, 2006)). In illustration, many members 
of the Black community are aware of the US Public Health 
Services (USPHS) Syphilis Experiment at Tuskegee, in 
which Black male participants diagnosed with syphilis went 
untreated for years, despite available treatment options, as a 
deceptive research procedure to study the progression of this 
disease until their deaths (Raverby, 2012). Other examples 
of researchers’ abuse of Black people include the non-con-
sensual procurement of live human cells (now used in most 
biology labs and commonly referred to as “HeLa” cells; 
(Skloot, 2017)) from a Black woman, Henrietta Lacks, and 
physician James Marion Sims’s years of physical experi-
mentation on Black women’s bodies without anesthesia or 
consent (Kaupp-Roberts, 2020).

Unfortunately, egregious abuses of Black participants 
persist in recent years. In the 1990s, a group of scientists at 
a prestigious US university undertook a series of research 

studies concerning the genetic etiology of aggression using 
a sample of African American male adolescents (Washing-
ton, 2006). This research involved an unaccompanied over-
night stay, withdrawal of participants from all medications 
(including asthma and ADHD medication), withholding of 
water, hourly blood draws, and the administration of fenflu-
ramine (a drug associated with aggression). Historical and 
recent racist abuses further the current chasm between the 
Black population and researchers. Thus, scholars interested 
in conducting research within the Black community should 
proactively ensure they are not perpetuating anti-Blackness 
via coercion, undue deception, or abuse of power.

Future research on anti-Black racism in organizations 
should take care to incorporate important lessons for facili-
tating safe and ethical experiences for Black participants. 
Critical practices include ensuring interpersonal justice (i.e., 
fairness in interactions) and offering direct benefits from 
research to the Black community. As mistrust for scientists 
is exacerbated by negative differential treatment ((Nelson, 
2002); Smith et al., 2007a), researchers should demonstrate 
justice by treating Black people with interpersonal dignity 
and providing participants with complete and accurate infor-
mation. Further, in light of the emotional and physical chal-
lenges that may arise when individuals are asked to recount 
and report experiences with anti-Black racism, researchers 
should take additional precautions to build trust, ensure 
participant psychological safety, and to avoid fostering 
the perception that participants do not have a choice, once 
enrolled in the study, in whether and when they respond to 
questions or prompts. Specifically, Teal and Street (Teal & 
Street, 2009) provide a framework for culturally competent 
communication that includes: knowledge about core cultural 
issues, communication repertoire, situational awareness, and 
adaptability. This framework may be useful for practicing 
antiracism in the study of Blackness and anti-Blackness.

Further, seeking only to “take” from Black populations 
(e.g., data, insights, samples) may further mistrust (Scharff 
et al., 2010). In past work, Black participants have reported 
concerns that findings associated with their participation 
will not benefit the Black community (e.g., Corbie-Smith 
et al., 2004). It is the researcher’s responsibility to make sure 
participants are not asked to invest their time and effort in 
research for the sole gain of the researcher and/or popula-
tions that do not include the Black community. In addition 
to offering adequate monetary payments in exchange for par-
ticipation, researchers should also provide specific and clear 
communications of research findings and recommendations 
relevant to improving Black lives.

For scholars interested in conducting anti-Black racism 
research, a proactive understanding of the history of anti-
Black racism within the research process would be helpful. 
They should also consult available reports (Alvarez et al., 
2006; Campbell et al., 2007; UyBico et al., 2007; Williams 
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& Corbie-Smith, 2006) and frameworks (e.g., community 
based participatory research model; (Israel et al., 2017; 
Minkler & Wallerstein, 2003)) concerning ways to thought-
fully and responsibly gain the trust of community members. 
Researcher education in and awareness of the historical and 
current experiences of Black participants is one proactive 
tool that may help avoid anti-Black racism in the practice of 
organizational science.

Integrating Anti‑Black Racism Research Insights 
Across Organizational Science

It is also valuable for scholars to remain aware of, and 
actively counter, anti-Black racism throughout organiza-
tional science—not only within the diversity and inclusion 
space. Specifically, widespread exclusion of Black-centric 
research and perspectives poses a threat to all scholarship, 
contributing to theoretical misspecification and methodo-
logical biases. Antiracism scholars are often currently left 
to draw from research based on WEIRD (western [White], 
educated, industrialized, rich, and democratic; (Rad et al., 
2018)) perspectives and samples. And organizational science 
that focuses on effects from predominantly WEIRD samples 
assumes the observed effects are universal and run the risk 
of norming Whiteness in research and practice. WEIRD 
sampling also raises questions about the validity of findings 
given the inherent demographic constraints.

Thus, we encourage researchers to employ sampling 
strategies that do not implicitly assume participants exist 
in White-normed or neutralized racio-ethnic contexts. Oth-
erwise, the interventions and institutionalized processes 
that we deem valid are limited and undermined by sample 
characteristics (Apfelbaum et al., 2014; Cox Jr & Nkomo, 
1990; Ray, 2019). Whereas we agree that not all constructs 
or effects will vary by race, theory and empirics that exam-
ine variability due to racio-ethnic demography deserve con-
sideration. Otherwise, we might continue to conduct and 
promote research with a reasonably high lack of awareness 
of potential unexplained model heterogeneity.

Recent research provides excellent examples of how re-
examining existing frameworks and theories, across organi-
zational science, with explicit consideration for anti-Black 
racism can expose unexpected or misunderstood heterogene-
ity (e.g., (Hernandez et al., 2019; Livingston et al., 2012)). 
For example, McCluney and Rabelo (McCluney & Rabelo, 
2019) and Rabelo et al. (Rabelo et al., 2020) called atten-
tion to how inappropriately superimposing a lens of White-
ness on to the experiences and behaviors of Black women 
employees conditions their visibility, ultimately resulting in 
an erosion of opportunities or engagement in costly efforts 
to increase visibility. Thus, we suggest that organizational 
scientists, across their respective research topics of interest, 
begin to reexamine theory and empirical implications that 

have ignored, or failed to explicitly incorporate a considera-
tion of, Black experiences and/or anti-Black racism. This 
would involve revisiting scholarship across topic areas (e.g., 
training, performance, well-being, work-life balance, lead-
ership, teams) to collectively address anti-Black racism’s 
effects throughout and beyond organizations. When we 
ignore historical and current biases in our implicit leadership 
theories, occupational stress models, resilience frameworks, 
and other scholarship, we imply that Black lived experiences 
are inconsequential for organizational science. Accordingly, 
a way forward includes a coordinated research agenda that 
directly integrates anti-Black racism research across organi-
zational science.

Conclusion

Anti-Black racism has neither ended nor has it recently 
resurfaced. As we write this paper and study this phenom-
enon, Black people continue to endure disparate treatment 
and undue trauma every day. Organizational scholars have 
an opportunity to advance the understanding of and offer 
insights for addressing anti-Black racism in organizations 
and beyond. While working to uncover and dismantle sys-
temic racism and anti-Blackness, it is important that we do 
not inadvertently reinforce the burden of racism placed on 
Black people. Thus, the goals of this paper include encour-
aging a humanistic approach to studying Black lives in 
organizations and facilitating antiracist research content 
and contexts. We call for more research that directly names 
anti-Black racism, centers the experiences of Black people, 
and uncovers effective means of redressing racism. This 
article also serves as a model of the important practice of 
“turning the lens inward”—considering our own biases and 
acknowledging the need to improve organizational science 
and practice in the USA as we look to the future.

This paper is meant to highlight the advances and oppor-
tunities in the anti-Black racism domain, and to affirm the 
importance of these investigations for fostering effective 
organizations. Such work is not divisive in intent, but is 
focused on Blackness so as not to dilute a focal issue–anti-
Black racism. It is our hope that this paper will offer guid-
ance, spark expansion, and contribute to the eradication of 
anti-Black racism in organizations and societies.
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