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Abstract
The literature review in this capstone paper addresses the dynamic between Black female
supervisees and supervisors. The author researched Black women’s experiences in supervision to
fill a gap the current literature on the topic. Little research exists on the effect of the supervision
dynamic on Black women. The research question for this literature review is “In what ways do
supervisors’ and supervisees’ dynamic relationships impact Black women in counselling
supervision?” The major findings include the following themes: the skewed power dynamics in
supervision, the inference of metastereotypes in supervision, the internalisation of stereotypes,
the experience of microaggressions in supervision, and cultural humility in supervision as a
panacea. This study shows that Black women in counselling supervision risk multiple adverse
effects from the supervision dynamic. The author makes recommendations for aspiring
supervisees and supervisors to mitigate these challenges. The author also recommended
relational-cultural theory, strength-based supervision, and an ecological-systems approach to
future practice in the supervision of Black women. The study concludes with clinical

recommendations for practice, future research questions, and a reflective statement.
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Multicultural Supervision and Black Female Counsellors
Chapter One: Introduction

Professional environments have underrepresented Black women for centuries, especially
those in high-status jobs (Davis, 2023). Additionally, Black women experience the daily
stressors that are associated with a racial identity, a highly racist background (Dupiton, 2019;
Hall, 2018). This subjects them to the misogynistic experience of being racialised women
(Dupiton, 2019; Green & Burton, 2021). Challenges with discrimination, stereotypes, and a lack
of representation are present in the everyday as well as the professional lives of Black women
(Spates et al., 2020). In recent years, the field of psychology as a whole has largely
underrepresented Black women (Dupiton, 2019). In addition, research on Black women’s
experiences in counselling supervision is lacking (Dupiton, 2019). The limited understanding of
the experiences of women of colour in counselling supervision hinders both supervisors and
supervisees. Thus, in the current study the author examines the experiences and needs of Black
women in counselling supervision.
The Unique Challenges of Black Women

“Black Women are considered a unique population because of their distinctive
experiences of double oppression via the intersection of their gender and race” (Davis, 2023,
p. 2), which means that they are subjected to gendered racism in various ways (Dupiton, 2019;
Green & Burton, 2021; Spates et al., 2020). Researchers have used the term misogynoir to
explain the specific gendered racism that Black women face (Cook, 2020; Davis, 2023). Some
forms of misogynoir include underrepresentation in high status jobs, microaggressions, and the
expectation of inferiority (Davis, 2023). This means that others assume that Black women are not

as educated as their peers or are more predisposed to committing unlawful activities (Davis,



2023). Additionally, others assume that, based on their race, their place of origin is different.
These prejudiced ideas can cause Black women to feel alienated from those around them, and
these experiences can lead to struggles with mental health.

Various researchers have studied the link between Black women’s health and well-being
and challenges with microaggressions, stereotypes, and prejudice (Dupiton, 2019; Hall, 2018;
Lieberman et al., 2023; Spates et al., 2020). Researchers have found that higher levels of
discrimination affect the physical health of Black women (Jones et al., 2021; Lewis et al., 2017;
Shell et al., 2021; Spates et al., 2020). These studies have uncovered changes in brain structures
related to stress and emotional regulation from racial discrimination (Fani et al., 2021). The
findings have evolved into the discovery that discrimination increases he symptoms related to
posttraumatic stress disorder ([PTSD] Basma et al., 2021; Mekawi et al., 2021; Shell et al.,
2021).

Researchers have found that Black women continue to experience gendered racism in the
workplace (Dupiton, 2019; Wingfield, 2007). It is curious whether the findings are similar with
regard to Black women in the field of counselling where the counselling and supervision space
are included in the place of work. In the following section | discuss the importance of
understanding challenges and outcomes of gendered racism for Black women in counselling.
Black Women in Counselling Psychology

Black women in counselling are not exempt from the challenges related to gendered
racism that I cited above (Dupiton, 2019; Shell et al., 2022; Shell et al., 2021). Studies have
shown that discrimination can occur within the counselling space as well (Shell et al., 2021).
Clients attend sessions with their own preconceived biases that affect their views of their

therapists, and Black female therapists risk increasing the likelihood of experiencing mental



health challenges when they are exposed to race-related stressors (Shell et al., 2021). These
stressors can stem from clients’ presentation with their experiences with gendered racism or
counsellors’ own experiences with misogynoir (Shell et al., 2021). Ultimately, exposure to
gendered racism increases the likelihood that Black female therapists will burn out and have
trauma symptoms (Brown et al., 2024; Shell et al., 2022; Shell et al., 2021). Oftentimes, research
and ethical guidelines highlight that burnout is a signal of clinical impairment (Brown et al.,
2024; Canadian Psychological Association [CPA], 2017), which can negatively affect the well-
being of their clients (Brown et al., 2024). Brown et al. (2024) explored how Black therapists
cope with gendered racism and burnout and found that social support through mentorship and
community organisations are helpful resources. Additionally, being mindful of their locus of
control and resilience is beneficial (Brown et al., 2024). Although it is helpful that researchers
have explored the challenges and coping strategies of this population, it is interesting that
counsellors have not identified supervision as a protective factor as well.
Multicultural Counselling Supervision

Multicultural counselling supervision promotes information and frameworks that enable
individuals to consider the multiple factors that affect them in clinical settings. Kemer et al.
(2022) defined multicultural supervision as “the process through which supervisors can support
examining attitudes and beliefs, knowledge, skills, and actions regarding singular and
multiplistic privileged and marginalized identities” (pp. 2—3). This means that multicultural
counselling supervision highlights and facilitates conversations on various factors such as race,
culture, ethnicity, and gender (Wilcox et al., 2023). Despite this, it is unclear in the research how
supervisors address these factors, especially in conjunction with the intersectional factors that

support the needs and experiences of individuals such as Black women.



Supervision is an ideal environment in which to address intersectionality-related
challenges and revelations (Tarshis & Baird, 2021). Intersectionality is a prominent
consideration in the exploration of multicultural competence in supervision, especially for those
who hold intersectional identities, such as Black women. Conversations on intersectionality
enable supervisors and supervisees to reflect on how their intersecting identities shape their
perspectives (Green & Burton, 2021). Within this space counsellors and their supervisors can
explore various topics such as client relations, identity, and ethical dilemmas. Supervision is
often a crucial part of the process of becoming and maintaining the position of counsellor
(Mitchell & Binkley, 2021). In the following sections | will explore multicultural counselling
supervision as it pertains to Black women.

Multicultural Counselling Supervision with Black Women

Researchers have noted that, in counselling supervision, Black women face exceptional
challenges (Dupiton, 2019; Green & Burton, 2021; Hall, 2018), including struggles with identity,
self-suppression, and vulnerability in supervision (Davis, 2023; Dupiton, 2019; Green & Burton,
2021; Hall, 2018). This often occurs because of the tendency of Black women to “present a
version of themselves to the world that is deemed more acceptable” (Dimes, 2023, p. 3). One
way that they do this in supervision is through code switching (Dupiton, 2019), which Dimes
(2023) defined as a “conscious and deliberate process of shifting one’s worldview, language,
and/or cultural behaviors” (p. 3). However, Dimes also noted that Black women use it as a
survival tool in the workplace (Dimes, 2023). In counselling supervision, code switching can
involve wearing a “mask” to mitigate challenges in this environment (Dupiton, 2019). However,
this leads to challenges for Black women who want to explore their authentic selves within

supervision.
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Psychotherapists no longer believe that their role is detached from their personalities and
identities (Dupiton, 2019). From this belief, Harry Aponte (2022) developed the concept of the
person-of the-therapist (POTT), which is an approach that supervisors can use to train their
supervisees (Aponte, 2022). The main goal of this approach is to acknowledge that the therapists
should include their personalities and identities in their clinical practice (Aponte, 2022; Kissil &
Nifio, 2017). This requires that therapists be in touch with themselves through self-understanding
and self-acceptance (Aponte, 2022). When they are able to do so, they because authentic
therapists (Dupiton, 2019) who are able to be mindful of their real self in the relationship with
clients and their supervisors. Given the challenges that Black women face, it is questionable
whether counsellors who hold the identity of Black and female are authentically exploring their
POTT dynamics in supervision (Dupiton, 2019). Thus, if they do not integrate POTT into their
counselling supervision, it is uncertain whether Black female counsellors believe that they can
present authentically in the supervision space.

Researchers have yet to uncover the effects of masking and code switching on Black
women in the supervision space. Black women might present a version or diminished parts of
themselves to fit into the counselling space (Dupiton, 2019), which leaves them unable to truly
express concerns related to their authentic identities (Dupiton, 2019). It is unclear from the
current literature how to resolve this discomfort when it occurs in supervision. However, various
researchers have noted that it is ethically responsible for the discussion of culture to occur within
the supervision space (Zoricelis, 2019). Thus, changing and hiding parts of one’s culture might
not allow this to occur. Research on what supervisors and supervisees can do when this occurs to
promote a conversation on culture would be useful. Researchers have lacked a clear

understanding of how to apply this in supervision with intersectional factors in mind. This gap in
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the research makes it difficult for counsellors and supervisors to be culturally competent with
regard to intersectionality (CPA, 2017), especially Black women, who face unique and
concerning challenges.

Supportive Supervision Practices for Black Supervisees

Supervisors must be sensitive to the impact of their actions and inaction on others (CPA,
2017). Supervisees who hold intersectional identities require supervision that complements their
intersectional identities (Tarshis & Baird, 2021). Without this, they risk having to deal with
cultural misunderstanding, professional-development barriers, and diminished mental health
(Dupition, 2019), which can subject them to an environment that becomes a microcosm for
workplace racism (Davis, 2023), and supervisees risk discrimination in the supervision space as
well as in the therapeutic space. The research demonstrated a gap in the understanding of when
and how this occurs, and little information is available on what supervisors and supervisees must
do when discrimination and discomfort arise in the supervision space.

Supervisors engaged in multicultural counselling with Black women have note a couple
of considerations for this population (Butler-Byrd, 2010; Sawyer, 2023). Dr. Holly Sawyer
(2023) emphasised that conversations on race as part of identity is an essential conversation
between supervisors and supervisees. This facilitates conversations on race, gender,
microaggressions, and multicultural counselling. This first step leads to open conversations,
exploration, and education between supervisors and counsellors and enables supervisors to
support and educate their supervisees through microaggressions, and how to determine a helpful
coping mechanisms (Sawyer, 2023). In addition; Sawyer encouraged supervisors to “develop
their own style of cultural inclusivity that includes training, learning from your own experiences,

developing new knowledge, and understanding what the supervisee—supervisor relationship can
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offer from persons that do not look like you” (para. 10). Furthermore, supervisors have reported
the positive influence of incorporating critical and decolonised methods into the process (Butler-
Byrd, 2010) to move away from Eurocentric models and embrace culture within the supervision
framework (Butler-Byrd, 2010).

In this study | draw attention to the experiences of Black women counsellors in
supervision. Current research has not presented enough information on what Black women need
to feel supported in counselling supervision. Thus, it is helpful to review how race and gender
create unique challenges for this population and how to empower, validate, and acknowledge the
experiences of Black women counsellors in supervision. Thus, | will explore how the current
literature has represented Black women with regard to counselling supervision.

Problem Statement

The supervision dynamic in a counselling setting is complex, hierarchical, and minimally
understood. Although multicultural counselling supervision is intended to support the cultural
identities of supervisees, little research exists on how counsellors support them by considering
the intersectional factors (Kemer et al., 2022). In particular, it is unclear whether supervisors
consider the needs of their supervisees in terms of intersectional factors. This gap in the research
negatively impacts supervisees’ and supervisors’ experiences in the field. Given the uncertainty
of the experiences of counsellors in supervision who identify as Black and female, in this
capstone | review the literature on the topic to answer the research question: In what ways do
supervisors’ and supervisees’ dynamic relationships impact Black women in counselling
supervision? The purpose of this capstone is to understand the challenges and needs of Black

women in counselling supervision to gain a better understanding of their experiences.
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Significance of the Study

Throughout this research journey it was crucial that | recognize that the insights that |
gain from this study have the potential not only to inform counselling supervision practices, but
also to contribute to broader discussions on equity and inclusion within the mental health field
(CPA, 2017, principle 11.9). Understanding the experiences of Black women can have practical
implications for counsellors’ education and training that can include the identification of specific
strengths, challenges, and areas in which supervisors and supervisees can improve. Additionally,
this research will better inform Black women on the effects of supervision on them. Furthermore,
exploring ways to improve supervision for Black women is fundamental to improving
intersectional competence in multicultural supervision (Tarshis & Baird, 2021).

Focusing on workplace dynamics such as supervision can improve clinicians’ limited
understanding of the hurdles that Black women face in counselling supervision. In turn, it also
leads to more awareness in the field as a whole of the needs and challenges of Black women in
supervision. The findings of this study have the potential to inform policymakers on how to
adapt policies and procedures for counsellors who work with Black female supervisees. This can
include more detailed practice guidelines for supervisees who seek supervisors. Additionally, the
findings from this study can be helpful in curating supervision frameworks and processes that
address intersectionality with regard to Black women. It can also help future practitioners to
consider changes that they can make to their current supervision strategies to better support
supervisees. With this study I aim to pave the way for more inclusive and supportive supervision
environments to improve the professional growth and well-being of all practitioners, irrespective

of their racial and gender identities.
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Theoretical Framework
To address gender and race from an informed standpoint, | used critical race theory
(CRT) as a theoretical framework to guide the analysis and synthesis of the studies that |
reviewed. This study integrates CRT to highlight how race, gender, and power intersect in the
counselling supervision dynamic (Creswell & Poth, 2017). CRT is helpful because it
“emphasizes racial dynamics, especially the dynamics pertaining to marginalized racial groups”
(Trahan & Lemberger, 2014, p. 115). CRT enabled my exploration of the research on how race
and gender change the experiences of Black women in supervision. This framework
acknowledges that personal experiences are intersectional (Creswell & Poth, 2017) and is
appropriate given the population under study. In referring to CRT, Rankin-Wright et al. (2020)
considered Black feminist perspectives in their current research. This is helpful because it
enables readers to acknowledge historical perspectives as they pertain to Black women (Rankin-
Wright et al., 2020).
Definition of Terms
Black women: self-identified or biologically stated female individuals who are usually of
African or Caribbean descent; whose skin tone is considered “Black,” or who assume the
racial identity of “Black.”
Cultural humility: according to Upshaw et al.’s (2020) definition:
an others orientated stance that seeks to develop mutual partnership that addresses power
imbalances with interpersonal respect, as well as life long commitment to openness to

new cultural information, critical self-examination of cultural awareness and motivation
to learn from others. (p. 278)

Gendered racism: a mixture of racism and misogyny directed towards individuals who are both
women and persons of colour:

Gendered racism, a term coined by Essed (1991), describes the unique social inequities
and oppression that occur at the intersection of racist perceptions/stereotypes and gender
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roles. Gendered racism highlights the interconnected and complex experiences of
oppression, when occupying two minority identities of being a woman and Black, and
how those experiences are related to poor health outcomes (Lewis et al., 2017). (Cazeau-
Bandoo & Ho, 2022, p. 5)

Internalisation: individuals’ acts or infusion with certain beliefs or preconceived notions about
themselves.

Intersectionality: “Crenshaw (1991) introduced intersectionality in her work exploring how
Black women experienced oppression based not only on their raced experiences, but also
through gendered and classed experiences” (Burrell-Craft, 2020, p. 12).

Microaggressions: acts, statements, or mannerisms that reflect stereotypical notions about other
individuals based on their race, gender, age, sexuality, religion, and/or class.

Stereotypes: the judgemental perspective that a group of people act, live, and conduct
themselves in a manner that is often an oversimplification or falsity of their true
experience.

Researcher’s Positionality Statement
CRT requires that researchers acknowledge their own biases, identity, and power within

their studies (Creswell & Poth, 2017). As a result, | must acknowledge my biases and

perspectives as a Black woman who is currently involved in the counselling-supervision process.
| have experience as a Black female client in counselling and as a Black therapist in training, and
| have had opportunities to engage in multiple working alliances with supervisors. Despite my
own experiences, | am aware that feeling comfortable within the supervision space is not always
the reality for all supervisees. Thus, it was important that | ensure that I did not base my
reflections on the literature on my own experience. | needed to remain open minded about the

experiences of others and competent with regard to the challenges that Black women face in
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counselling supervision and within the therapy space. To mitigate potential confirmation bias, |
explored literature that offered differing opinions and experiences.

Given that | care deeply about the experiences of other counsellors in the field, I might
also have a selection bias toward the experiences of supervisees rather than supervisors,
especially because I lack the training and experience to be a supervisor. | have not been in the
role of supervisor and thus lack an understanding of the dynamic from this perspective; my role
as a supervisee might have limited my understanding of counselling supervision. Therefore, my
analysis of the research could have a limited perspective because I might have explored it from
the perspective of a supervisee. To mitigate this, | attempted to acknowledge the supervisor’s
perspective.

My self-identity as a Black woman means that cultural biases could potentially have
arisen. As a Black woman who has been subjected to discrimination, it is crucial that | be
transparent in describing my own experience. Because | have experienced workplace racism in
various contexts, these experiences might have led me to believe that all Black women’s
experience of supervision is similar. As a result, it was important that | be diligent in exploring
content that might not have aligned with my point of view and that | acknowledge that my
perspectives and the research context meant that the “research will necessarily be influenced”
(Darwin Holmes, 2020, p. 3). Throughout the research process, | concentrated on the holistic
expression of the experiences of others in the research. Thus | was mindful that the research
would present similar and differing experiences from my own, and | presented them with equal

value.
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Overview of the Paper

In Chapter Two | discuss the research process for this capstone. Chapter Three includes
the literature review, in which | present themes that emerge in the research. | used thematic
analysis to review the current literature on Black women in counselling supervision. In Chapter
Four I discuss how this information can be useful to aspiring practitioners, supervisors, and other
Black women already in counselling supervision. Chapter Five concludes this capstone with a

summary of the findings as well as future considerations for research.
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Chapter Two: Methods of Literature Search

In this chapter I discuss the literature search process, including search strategies, selection
criteria, the evaluation of significant research, challenges that | encountered during the process,
and significant limitations of the research. I also explain the process that | used to select studies
for review to be able to respond to the research question in a reliable way.
Search Strategy

| found the research that | selected for this capstone through databases and websites
available to students and laypersons. This includes databases such as Google Scholar, PubMed,
Ebook Central, SAGE Knowledge, PsychBooks, ProQuest, and Psychinfo + PsycArticles. | used
the City University of Seattle Libraries to find the majority of the studies. | searched for studies
between October 2023 and September 2024 and used the following search terms: Black women
and Black, Indigenous, people of colour (BIPOC) women. Additionally, the environments that |
searched included supervision and the workplace. Ideally, the search terms were related to the
core topic of this capstone. Other terms that | used include supervision dynamics, Black women,
race, gender, counselling supervision, women of colour, and intersectionality. | used additional
terms that included synonyms and other identified themes such as therapy supervision, mental
health supervision, and power dynamics. | also used specifiers: cultural humility, cultural
competence, self-care, supervisees, multicultural, feminist, frameworks, power, gendered racism,
and microaggressions. The articles that | acquired from these search combinations formed the
basis of the studies that | determined appropriate to include in the literature review. From the
range of studies, | was able to determine whether each was on topic by reading its abstract, the
research questions, and the discussion. The studies that | found at the beginning of the search

were easily accessible, and | utilised citations in them to locate others. Reviewing research cited
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in the initial studies was helpful because it often led to the discovery of additional studies related
to the research question.
Selection Criteria

In my search for studies I used specific inclusion and exclusion criteria, and the studies
that I included met core terms related to the research topic. In my searches | combined various
terms to find studies that fit the inclusion criteria in relation to the population of focus and the
supervision dynamic. Given that few studies on Black women in counselling supervision exist, |
included studies that were published between 1990 and 2024. The types of literature that |
selected were both qualitative and quantitative studies; however, the majority of the studies that |
reviewed were qualitative. | found few books on the topic. If I included novels, it was to define
and analyse the core studies that | located. This was also the case for theoretical papers,
conference papers, and dissertations and theses. | excluded few studies that were published
before 1990, along with studies that did not include the population of interest—Black women in
counselling supervision. I also did not include studies on other specific races and genders;
however, if the researchers referred to supervisees as BIPOC individuals, I included them. |
excluded studies focused on the counselling dynamic with Black women as clients or therapists
because they did not touch on the supervision dynamic. Additionally, I excluded studies that
were not in English.
Evaluation of Significant Studies Reviewed

Various researchers did not focus only on Black women in counselling supervision. Thus,
it was essential that I include studies that focused on at least one intersectional factor, which
meant that | included studies on the experiences of Black, BIPOC, and female supervisees

separately to gather sufficient information on the topic. In the literature review | often highlight
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the responses of participants who identified as Black women. Additionally, I was mindful that
the findings on Black individuals or women in supervision are generalisable to Black women in
supervision as well.
Challenges Encountered During the Literature Search Process

The literature search on the topic of Black women in counselling supervision was not
robust, which | expected given the significant gap in the literature. Nevertheless, it was
challenging to find studies that focused on this specific population. | had to broaden the literature
on this topic to include POCs or women of colour. Researchers often focused on one factor in an
individual’s identity, such as race or gender. However, it was difficult to find research on race
and gender combined. Another challenge was the accessibility of studies. Research that I could
have utilised was often located behind a paywall or was accessible only to certain institutions.
Although I requested some studies from the City University of Seattle Library, a handful of
studies was inaccessible.
Significant Limitations in Research
Sampling Issues

The counselling space includes few Black women; thus, it was difficult to find studies
that included participants who fit the criteria for the individuals whom | was researching. The
sample sizes were therefore smaller, and the findings might not have been fully inclusive
representations of the experiences of Black women in supervision. It might be argued that
focusing on a particular group in counselling supervision is not necessary to address the effects
of intersectionality in supervision. Nevertheless, most of the researchers recruited not only
individuals who were Black women, but also individuals with specific experiences in counselling

supervision. For example, Ebubedike et al. (2024) recruited Black women who had experienced
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specifically microaggressions in their supervision by White supervisors. This decreased the
number of Black women whom they could have recruited with differing experiences with
microaggressions and supervisors who did not identify as White. Constantine and Sue (2007)
used the same criteria in their study, although they noted that it was not their main intention. It is
questionable whether the results from these studies would have shifted if the researchers had
included individuals who did not have White supervisors. Both of these studies reflect a
sampling bias in the research on Black women in supervision. Excluding Black women who
have not experienced microaggressions increases the likelihood that this population has negative
experiences. Additionally, research has shown a bias towards the likelihood that gendered racism
occurs only in cross-racial dyads.
Scarcity of Data

Longitudinal studies on the experiences of supervisees are limited. The research currently
provides only a small snapshot of Black women’s experience of supervision. However, little
information is available on how this affects them over time and how the situation changes for
them throughout their careers. Researchers noted that the supervision dynamic and relationship
can change over time (Ybrandt et al., 2016). The lack of longitudinal research leaves little room
for evidence on the impact of supervision on Black female supervisees’ development and change
(Ybrandt et al., 2016) and has led to a deficit in the literature regarding the dynamic nature of the
supervision alliance and its relation to intersectionality. The addition of longitudinal data would
be helpful to determine how Black women develop their expertise and professional identity in

supervision.
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Research Methods

In examining the experiences of Black women in counselling supervision, various
researchers utilised methods that have some limitations. Most researchers used qualitative
methods, which is helpful given the population understudy in this capstone. The often use
qualitative research to give a voice to the voiceless (Roy & Uekusa, 2020). The literature search
yielded articles in which the researchers used narrative, phenomenological, grounded-theory, and
case-study approaches to their research. They often collected information from interviews,
questionaries, and scales. Collaborative autoethnography, a particularly interesting form of
qualitative research, is a limitation of the research. Also known as self-stories, it is a qualitative
research approach that enables researchers to use their own stories as data (Roy & Uekusa,
2020). Both Crumb et al. (2023) and Steward and Phelps (2004) used this method, which
revealed challenges that other researchers have not often addressed because of the uniqueness of
the experiences. However, the concerns are that it is a rather subjective way of conducting
research and that it is difficult to generalise the findings from data that researchers collect in this
manner. Additionally, the researchers are also taking on a dual role as the participants (CPA,
2017).
Focus on Negative Experiences

Researchers have rarely discussed positive and successful dynamics in supervision, apart
from conversations on cultural humility. This has led to a lack of understanding of the positive
experiences of Black women in counselling supervision and revealed the need to present
successful experiences in the literature as well. Most researchers who specifically targeted Black
women in counselling supervision concentrated on their issues with White supervisors, which

has resulted in a gap in the research on the positive experiences of Black women in supervision,
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especially if it is with supervisors with intersectional identities as well. Although I did not aim to
explore only the negative experiences of Black women in supervision, the current literature on
the topic skewed my research to also reflect negative themes in the supervision dynamic.
Risk of Retraumatisation

As | discussed previously, research on Black women in supervision has often focused on
gendered racism and the negative experiences of supervisees. This inquiry might serve as a
caution to supervisees who have had traumatic experiences that it can lead to the risk of
retraumatising participants during the research process. However, it can be empowering to
disclose challenges in supervision. It is questionable whether the researchers prepared for and
were attentive to their participants’ retraumatisation and offered follow-up assistance if they
needed it. The researchers noted that they warned their participants of the risks of participating in
the study and asked them to sign informed-consent forms. | found a few indications that the
researchers attempted to promote or protect the well-being of their participants (CPA, 2017).
However, none discussed care for their participants after they had completed their studies. This is
problematic because it leads to questions about the potential for harming participants in a study.
Although the research benefitted the community overall, it would have been helpful if the
researchers had discussed how they supported the participants afterwards.

In this chapter | have described the methods of my literature search that yielded studies

for my literature review, which is the topic of the next chapter.
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Chapter Three: Literature Review

Chapter Overview

In this study | sought answers to the research question “In what ways do supervisors’ and
supervisees’ dynamic relationships impact Black women in counselling supervision? In this
chapter I present the findings of my study from my synthesis and analysis of various articles.
This literature review is a thematic analysis of the existing research and the key themes and
subthemes that emerged and enhanced my understanding of the impact of the dynamics in
supervision on the experiences of Black women in this environment. The themes include (a) the
skewed power dynamics in supervision, (b) the influence of metastereotypes in supervision,
(c) the internalisation of stereotypes, (d) the experience of microaggressions in supervision, and
(e) cultural humility in supervision as a panacea.
The Skewed Power Dynamics in Supervision

The hierarchical nature of the supervision space, where power is inevitably skewed
towards the supervisors, is a reminder to Black females that they are in a position of less power
(Arczynski & Morrow, 2017; Bautista-Biddle et al., 2021; Ebubedike et al., 2024; Jangha et al.,
2018; Nelson et al., 2006; Soni et al., 2022; Terepka et al., 2022; Thomas et al., 2019; Upshaw
etal., 2020). Power dynamics in supervision refers to the power distribution between the
supervisor and the supervisee in the working alliance. Researchers have noted that Black women
in cross-cultural dynamics exacerbates challenges in the power dynamic between supervisors and
supervisees (Jangha et al., 2018). In their role, supervisors hold legitimate and expert power over
their supervisees (Peyton et al., 2019), which means that they have more power in the
relationship because of their position of supervisor and their level of education, which

undoubtedly exceeds the education of their supervisees. The traditional perspective that
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supervisors are experts and more knowledgeable, experienced, educated, and wise reinforces the
power discrepancies in supervision (Cook et al., 2018; Copeland et al., 2011; Soni et al., 2022).
The wealth of knowledge that supervisors should have can imply that Black women are less
powerful because they have less experience and knowledge in the field. Studies have shown that,
as a result, Black women are more reserved in the supervision dynamic, even if they are more
knowledgeable (William, 2021). Additionally, the supervisee’s race and gender can emphasise
the hierarchical nature of the supervision dynamic and oftentimes negatively impacts the
supervisee (Constantine & Sue, 2007; Nelson et al. 2006; Steward & Phelps, 2004). Thus,
supervisors must be mindful that their professional role and their race contribute to the power
imbalance (Wilcox et al., 2023).

Cross-cultural supervision dynamics mirror the power imbalances in society, which can
amplify the social stratum of the supervision dynamic (Constantine & Sue, 2007; Ebubedike
etal., 2024). The literature on cross-cultural supervision has shown evidence of more challenges
when minority supervisees feel powerless (Wong et al., 2013). Additionally, the consensus is a
lack of competence in cross-racial supervision (Wong et al., 2013). This aligns with the research
on Black women in the workplace (Elliott & Smith, 2004), which has shown that the position of
Black women is opposite the societal perception of power with regard to both race and gender
(Elliott & Smith, 2004). Thus, the findings from research on Black women in the supervision
space echo the effects on Black women in other workplace settings.

Jangha et al. (2018) explored the experiences of African American females enrolled as
pastoral counsellors in training. They noted the effects on African-American females of the
power dynamics of the hierarchy in supervision and that microaggressions in cross-racial

supervision can change the formation of identity. The researchers explored the ways in which
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power affects African American females by taking a heuristic and phenomenological approach.
Jangha et al. recruited 11 African-American counsellors in graduate programs through email and
conducted in-person interviews to ask the participants semistructured questions. Additionally,
they asked the participants to create an artistic image related to the questions that they asked in
the interview segment and to explain their images and how they related to power and identity
development. The researchers categorised the responses of the participants and identified several
themes: The Black supervisees experienced cultural misunderstanding, discrimination, cultural
insensitivity, and their supervisors’ privileging of Western ideologies. Many participants noted
emotional and psychological impacts that made them feel powerless, and inadequate.
Reward Power in Supervision

Supervisors have the ability to hold academic and evaluative power over their
supervisees, which can affect the supervisees’ career and academic outcomes (Constantine &
Sue, 2007; Cook et al., 2018; Copeland et al., 2011; Ebubedike et al., 2024; Nelson et al., 2006;
Terepka et al., 2022). They have an evaluative role, in which they assess the quality of their
supervisees’ work and whether their competencies are the right fit for clientele (Yerushalmi,
2018). As a result, supervisors are gatekeepers, set clinical norms, and evaluate their supervisees
(Constantine & Sue, 2007). They have the ability to challenge the power norms or to perpetuate
them in the way that they evaluate their supervisees (Upshaw et al., 2020). Supervisors often
oversee and are responsible for the work of their supervisees, especially if they are students
(Cook et al., 2018; Copeland et al., 2011; Nelson et al., 2006; Terepka et al., 2022). Therefore,
they determine whether their supervisees’ work and clinical approaches are acceptable. Although
gatekeeping is to the disadvantage of supervisees, it protects clients and enables psychologists to

weed out individuals who might not be fit for the role (Cook et al., 2018). Oftentimes,
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supervisors must offer their professional opinions to other individuals and institutions on their
supervisees’ performance (Freeman et al., 2016). They must also be cognisant that students must
meet the standard requirements to move on. Consequently, the power discrepancy and evaluatory
nature of the relationship makes supervisees feel less free to discuss the challenges that they face
with their supervisors (Upshaw et al., 2020). They might feel that they are not able to raise issues
because they can result in negative appraisals, which risks impeding their academic and career
advancement (Nelson et al., 2006).
The Presence of Authoritative Supervision and Coercion

Supervisors who use authoritative methods limit the ability of Black female supervisees
to be authentic and increase their knowledge in supervision. Supervision often includes a process
of learning about counselling theories. According to the literature, most mainstream “theories,
models, and styles are fundamentally Eurocentric and reflect a white, middle-class value system”
(Washington et al., 2023, p. 151). Consequently, Black women might learn and offer services
that are rooted in cultural norms that might not help themselves or clients who are BIPOC.
Although supervisees might be aware of this discrepancy in their practice, they might not feel
that they can disclose the issue to their supervisors. Supervisors often inform their supervisees of
the right and wrong ways to act or think about clients, their situations, and treatment
interventions (Copeland et al., 2011). According to the literature, this can become coercive if
supervisors take an authoritative stance in supervision and cause their supervisees to “internalize
the supervisor’s ideas and then unconsciously discipline him- or herself to conform to these
internalized standards” (Copeland et al., 2011, p. 36). As a result, supervisees might learn to

neglect the links between certain models and theories and oppression (Washington et al., 2023).
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Constantine and Sue (2007) gave an example of this when a female participant noted that
her supervisor made her feel that she was not doing things right if she did not do them “the
traditional way” (p. 147), This leaves little room for supervisees to be creative and use methods
that are more culturally inclusive for their clients. Other Black supervisees in the same study
reported that their supervisors pushed “Eurocentric ways of conducting therapy that wasn’t
congruent with who 1 am” (p. 147). The supervisees in the study were dissatisfied with their
supervisors’ emphasis on traditional practice, which hindered their experience. Overall, this
reality displays that supervisors’ unconscious biases with regard to traditional therapeutic
practice can rupture the supervision dynamic, especially if they implicate race and gender.
Responsibility to Broach Conversations on Intersectionality

According to the literature, supervisors are responsible for initiating conversations on
intersectionality, competence, and power; the failure to do so can diminish the relationship
between Black female supervisees and their supervisors (Constantine & Sue, 2007; Estrada,
2006; Nelson et al., 2006; Upshaw et al., 2020). The literature on diversity has put the onus on
supervisees to be proactive (Bautista-Biddle et al., 2021). However, this might be inappropriate
because of the power differential in the supervision dynamic (Bautista-Biddle et al., 2021). “In
light of their positions of relative power, supervisors typically are responsible for ensuring that
racial-cultural issues receive attention in supervision” (Constantine & Sue, 2007. p. 143).
Researchers have found that because of supervisors’ power in the dynamic, it is unrealistic to
expect supervisees to initiate this conversation (Upshaw et al., 2020). The literature has shown
that, ideally, supervisors will address power differences and intersectionality at the beginning of
the supervision relationship (Cook et al., 2018; Upshaw et al., 2020). Cook et al. (2018) found

that neglecting to address power dynamics in supervision can result in fruitless and even
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detrimental supervision and have legal and ethical risks for both parties. Without the initiation of
these conversations, power struggles can arise, which results “in feelings of helplessness,
development of self-doubt, and increased fears related to successful completion of degree
requirements on the part of the supervisee” (Terepka et al., 2022, p. 211) Despite this
understanding, Constantine and Sue (2007) reported that Black supervisees believe that their
supervisors avoid conversations on culture and race in supervision. Some researchers attributed
this to the sense of colour blindness that arises when supervisors ignore their biases (Ebubedike
etal., 2024). When these conversations do not occur or supervisors minimise them, supervisees
believe that their supervisors do not have adequate expertise to discuss these topics (Constantine
& Sue, 2007; Ebubedike et al., 2024). The lack of expertise can reflect inadequate competency in
relation to power and intersectionality in supervision. Researchers have agreed that is it the
responsibility of supervisees to seek continuous education on intersectionality and culture
(Ebubedike et al., 2024).
The Dereliction of Cultural Competence Through Mentorship

The literature has shown that supervisors who put the onus on Black supervisees to seek
other environments for cultural support, understanding, and respect can reap the benefit of not
having to enhance their cultural competence to support their supervisees (Cartwright et al., 2021,
Mitchell & Binkley, 2021; Ray, 2023; Thomas et al., 2019; Upshaw et al., 2020). Although
mentorship is helpful to Black female supervisees, supervisors who encourage their supervisees
to seek further mentorship might be displaying a form of interest divergence (Cartwright et al.,
2021; Mitchell & Binkley, 2021; Ray, 2023; Thomas et al., 2019; Upshaw et al., 2020). Interest
divergence is dominant groups’ continual exclusion of minority groups in the hope that they will

reap a benefit (Gillborn, 2013; Ray, 2023). In this case, supervisors might benefit from not
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having to improve their competence to meet the needs of their supervisees. Oftentimes, the
incapacity of certain supervisors to support Black supervisees leads to their encouragement to
seek mentorship from individuals with similar experiences (Mitchell & Binkley, 2021) and
expectation that a some form of an advantage will accrue from the further exclusion and
oppression of Black women in supervision (Lewis & Shah, 2021). This is a form of interest
divergence that enables supervisors to justify their responsibilities to minority groups (Ray,
2023), especially if they are supervising individuals who do not share or understand their
experiences as Black women in the field. Alternatively, supervisors might be mindful of their
own limitations with regard to cultural understanding when they encourage Black supervisees to
seek mentorship (Thomas et al., 2019). It is difficult to ignore that there is indeed a direct
advantage to supervisees. The literature has shown that mentors who understand supervisees’
sociopolitical challenges are helpful to Black women (Upshaw et al., 2020). However, it is also
evident that this means more work, time, and effort for Black women and is another way that
Black women must work harder than other students to achieve the same results or show that they
are capable (Cartwright et al., 2021).

Cartwright et al. (2021) explored the experiences of Black female doctoral students in
counselling education programs who sought mentorship. They conducted qualitative interviews
with the participants and used a transcendental-phenomenological process to analyse their
findings. They found that individuals often seek mentorship after negative experiences and lack
the willingness to have supportive conversations on racial issues and that supervisees hope to
find supportive mentors who help them to feel less isolated after the negative experiences that
they might have had elsewhere in the field. This subtly reveals that they do not feel supported or

have a sense of belonging otherwise. Cartwright et al.’s study demonstrated that Black women
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feel a sense of comfort and encouragement when they are able to have open conversation with
their mentors. They highlighted the need for open conversations on power, race, and cultural
norms in cross-racial relationships and noted that Black female counsellors desire community
supports that help them to combat feelings of isolation.
The Influence of Metastereotypes in Supervision

Black women are subjected to the negative effects of metastereotypes within the
supervision dynamic, especially if they perceive that their supervisors are stereotyping them
(Constantine & Sue, 2007; Owuamalam & Zagefka, 2014; Wout et al., 2009). Owuamalam and
Zagefka (2014) defined a metastereotype as “a belief or an awareness that a relevant outgroup
has a certain opinion of one’s own ingroup” (p. 521). Constantine and Sue (2007) clearly stated
that the perception of having experience a microaggression is relevant. They also noted that
POCs must have a higher racial awareness to be able to recognise microaggressions. Oftentimes
feelings of being offended or hurt by others’ actions are required for it to be considered a
microaggression (Constantine & Sue, 2007). This is particularly relevant for Black female
supervisees who are often pushed to explore their identity more in supervision (Dupition, 2019).
Black supervisees risk negative consequences of metastereotypes when they attempt to improve
their self-awareness (Jerald et al., 2017; Owuamalam & Zagefka, 2014). Black women are
affected by the awareness that their supervisors might view them in alignment with stereotypes,
which affects the way that Black women present in the supervision dynamic (Dupition, 2019).
Thus, Black women supervisees might be hyperaware of their supervisors’ view of them as
racialised females (Owuamalam & Zagefka, 2014). This exposure can increase their awareness
of the potential for discrimination (Dupition, 2019). If supervisees’ metastereotypes have

negative connotations, awareness of them often has negative consequences (Owuamalam &
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Zagefka, 2014), such as a sense of anxiety about their supervisors’ views of them (Owuamalam
& Zagefka, 2014). Negative consequences can cause supervisees to avoid supervision or shift the
way in which they present themselves in the supervision space (Dupition, 2019; Owuamalam &
Zagefka, 2014).

For example, Jerald et al. (2017) researched the influence of Black women’s
metastereotype awareness on their mental health, self-care, and coping strategies. They included
609 Black women who were pursuing their undergraduate and graduate degrees to explore the
effect of perceived discrimination on mental health. Administering questionnaires, the
researchers gathered information on the participants’ metastereotype awareness, mental health
symptoms, self-care behaviours, racial identity, and drug and alcohol use. Their results show that
Black women who are more aware of metastereotypes often have poorer mental health and
increased substance use, possibly because of the lack of cognitive resources that Black women
need to be able to deal with the stress that accompanies metastereotype awareness. This
decreases the energy available to engage in healthy behaviour. Overall, they highlighted the link
between the mere awareness of a stereotype and Black women’s health outcomes, which shows
that awareness of the existence of metastereotypes is sufficient to generate stress.

The Internalisation of Stereotypes

A major finding in the research is the way that Black women make themselves seem
smaller or different in the supervision dynamic to avoid being stereotyped (Crumb et al., 2023;
Dupiton, 2019; Moody & Lewis, 2019). Oppression messages to oppressed individuals about
how others view them can permeate into their internal state of being (Spellman, 2022).
Oppressed individuals internalise stereotypes about themselves if they do not have an

opportunity to defend themselves when they are oppressed (Spellman, 2022), although Black
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women do not need to internalise metastereotypes to feel harmed (Moody & Lewis, 2019).
Researchers have been concerned about the effects of internalisation in the supervision space on
Black women (Constantine & Sue, 2007; Crouch, 2022; Crumb et al., 2023; Erby et al., 2024;
Jerald et al., 2019). The literature showed that Black women’s internalisation of stereotypes leads
to supervisees’ sense of reduced self-esteem and confidence in supervision (Ebubedike et al.,
2024; Erby et al., 2024). Additionally, research, especially on microaggressions and professional
identity, has shown that Black women can suffer negative mental health consequences if they
internalise stereotypes (Erby et al., 2024). Researchers have reported that supervisees who
internalise metastereotypes present inauthentically in supervision (Dupiton, 2019; Ebubedike
etal., 2024), which is evident in research on avoidance and the shifting of presentation in
supervision (Dupiton, 2019). Black women try to avoid negative representations of themselves in
supervision by covering, masking, code switching, and using silence (Crumb et al., 2023;
Dupiton, 2019). This is also known as self-concealment, which Woods-Giscombe et al. (2016)
defined as “directs negative attitudes toward the self, as internalized stigma” (p. 1127). Black
women often use it to avoid the negative consequences of being authentic. Supervisors must
recognise the effect of gender and race on the supervision space (Erby et al., 2024). Studies have
shown that this task becomes challenging when microaggressions occur in the supervision space,
because they increase the likelihood that supervisees will internalise what their supervisors
convey (Ebubedike et al., 2024).
The Experience of Microaggressions in Supervision

According to the literature, Black women often experience ongoing microaggressions in
supervision, especially regarding cross-racial supervision dynamics; researchers have deemed

these experiences harmful (Constantine & Sue, 2007; Dupiton, 2019; Ebubedike et al., 2024;
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Hall, 2018; Upshaw, 2020; Wilcox et al., 2024). Various researchers have highlighted the
experience of being subjected to a multitude of microaggressions within the supervision space
(Constantine & Sue, 2007; Dupiton, 2019; Ebubedike et al., 2024; Hall, 2018; Wilcox et al.,
2024; Wilcox et al., 2023). However, with Black women, this is often a central theme in the
research, given that it’s reported so often by participants (Constantine & Sue, 2007; Dupiton,
2019; Hall, 2018; Ebubedike et al., 2024; Wilcox et al., 2023). A major finding is that Black
women are subjected to a particular type of microaggression that has significant detrimental
consequences (Wilcox et al., 2024; Wilcox et al., 2023). However, researchers have studied this
experience only with supervisors who identified as White (Constantine & Sue, 2007; Ebubedike
etal., 2024; Wilcox et al., 2024; Wilcox et al., 2023). Constantine and Sue (2007) explained this
cross-racial dynamic as essential to explore because of the increased likelihood that Black
supervisees will face microaggressions from White supervisors. Supervisors can communicate
their unconscious racial biases to their supervisees without being aware of the negative effects on
the supervisees (Dupiton, 2019). Most researchers concluded that supervisors experience a mix
of racial and gendered microaggressions, which they often specifically identified as
microinvalidation (Constantine & Sue, 2007; Ebubedike et al., 2024; Upshaw et al., 2020;
Wilcox et al., 2024). Ebubedike et al., 2024). Ebubedike et al. (2024) defined microinvalidation
as “microaggression that exclude[s], negate[s] or nullif[ies] the psychological thoughts, feelings
or experiential reality of a person of colour” (p. 115). Supervisees who have experienced this
type of microaggression have reported the sense that their supervisors invalidated and dismissed
their culturally related needs and concerns (Constantine & Sue, 2007; Ebubedike et al., 2024;
Wilcox et al., 2024). Oftentimes findings show that supervisees feel dissmpowered after they try

to communicate these issues to their supervisors (Constantine & Sue, 2007). As a result,
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microinvalidations is the most damaging form of microaggression because it often results in
trauma (Ebubedike et al., 2024).

Ebubedike et al. (2024) studied the experiences of Black psychologists in supervision and
queried the kinds of microaggressions that arise in supervision with White supervisors and the
impacts on their supervisees. They conducted semistructured interviews with clinical
psychologists and counsellors, 90% of whom were females, and found that the microaggressions
consisted of the idea that all Black people are the same and that supervisors shut down
conversations on race and question their supervisees’ competence. The researchers categorised
these microaggressions as microinvalidations because they all dismissed or denied the
experiences of the supervisees. Microaggression causes supervisees to feel a variety of emotions
such as shame, sadness, powerlessness, fear, depression, and anxiety. Ebubedike et al. explained
that the experience of microaggression in supervision ruptures the supervision relationship.

Additionally, Constantine and Sue (2007) researched the experiences of Black
psychologists with microaggressions from White supervisors. They conducted semistructured
interviews with supervisees, of whom 80% were females. One of their female participants
reported that she had had to address her supervisor’s unconscious biases about her multiple
times. Constantine and Sue’s results reveal that White supervisors ignore racial issues in
supervision that involve themselves and their clients. The authors identified stereotypical
assumptions about Black supervisees as a key theme. Ultimately, they found that
microinvalidation reduces supervisees’ trust in the supervision relationship.

Fears Following Microaggressions
Following microaggressions, Black supervisees’ fearfulness in counselling supervision

makes them feel uncomfortable about speaking up (Anton, 2022; Constantine & Sue, 2007;
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Dupiton, 2019; Ebubedike et al., 2024; Lewis et al., 2016; Steward & Phelps, 2004; Upshaw
etal., 2020). Oftentimes Black women must consider what and how much to share in certain
settings because they do not always feel safe in sharing (Spellman, 2022). Researchers discussed
Black women’s reactions to microaggressions in supervision (Constantine & Sue, 2007; Dupiton,
2019; Ebubedike et al., 2024; Spellman, 2022). Other researchers found that Black women feel
that their supervisors minimise their concerns, that their voices are ignored, and that they lack a
sense of validation (Anton, 2022; Constantine & Sue, 2007; Jangha et al., 2018; Spellman,
2022). Black women sometimes fear speaking up about issues to their supervisors (Anton, 2022;
Constantine & Sue, 2007). The literature often touched on Black women’s inability to speak up
about their issues or their complaint that their supervisors meet them with silence when they
speak about race and gender (Ebubedike et al., 2024; Jangha et al., 2018; Steward & Phelps,
2004). Researchers have also noted that the silence of Black women is a result of their fear of
offending or adding to the oppression of others (Anton, 2022; Nelson et al., 2006). This leads to
the assumption that Black women display prosocial silence (Hao et al., 2022; Thompson & Dale,
2022), which is the maintenance of silence for altruistic reasons (Hao et al., 2022; Kassandrinou
etal., 2023). Thus, Black women’s silence is an attempt at political correctness (Thompson &
Dale, 2022). This explanation is plausible but lacks further analysis of the impacts of
microaggressions on the behaviours and health of Black women. It is more likely that silence
occurs “due to expectation or traumatic reenactment in places of perceived disesmpowerment”
(Hatten-Powell, 2022, p. 607). Black women’s silence in supervision is a form of quiescence and
acquiescence that is a protective factors for supervisees. Acquiescent silence occurs when Black
women feel that that they are speaking repetitiously, with no change or sensation that the other

party is listening (Kassandrinou et al., 2023). People use quiescent silence for self-preservation
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in response to discrimination, microaggression, and injustice (Hao et al., 2022; Kassandrinou
etal., 2023). Researchers have reported that quiescent silence often occurs in professional
settings in which the powder dynamics affect employee outcomes, which is similar to the
supervision dynamic (Hao et al., 2022).

Lewis et al. (2016) conducted a constructivist qualitative study and questioned the types
of racial and gender microaggressions that Black women experience in predominantly White
institutions. They included students in focus groups that consisted of Black women who believed
that gendered racism exists. The focus group answered questions in semistructured interviews.
Lewis et al.’s findings reveal the theme that “silenced and marginalized represents another
common gendered racial microaggression that Black women experience” (p. 773), potentially
because of the participants’ experiences with power struggles and microaggressions. They
therefore became silent when their competence or authority was questioned. The researchers
noted that being silenced in these situations can also cause Black women to feel invisible
because of their perceived stereotypes. Overall, Lewis et al. showed the consistent reaction of
Black women to microaggressions in cross-racial workplace situations that are similar to their
experiences in supervision. This is evidence that silence is a reaction not intended to please
others, but as a tactful response to oppression.

Cultural Humility in Supervision as a Panacea

The literature has shown that high cultural humility in supervision positively affects
Black women and that their experiences are more positive (Thomas et al., 2019; Watkins et al.,
2019; Wilcox et al., 2024). Wilcox et al. (2024) defined cultural humility as “one’s openness to
cultural values and beliefs, lack of superiority, and having an other-focused, relationally oriented

approach to their work” (p. 306). Researchers have identified it as a core component of a
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multicultural orientation to the supervision of women of colour, because it addresses power
imbalances (Hook et al., 2016; Jones & Branco, 2023; Thomas et al., 2019). In particular,
cultural humility is a dominant theme in research on Black women in supervision as an antiracist
approach to supervision (Crouch, 2022; Jones & Branco, 2023). Because of increasing reports of
microaggressions in supervision, researchers have identified cultural humility as a solution to
minimise harm to women of colour in the supervision space (Crouch, 2022; Thomas et al., 2019;
Upshaw et al., 2020) because of the ability of those with cultural humility to address and
eliminate negative reactions to microaggressions in supervision (DeBlaere et al., 2023; Upshaw
etal., 2020; Wilcox et al., 2024). When they use this approach, supervisors acknowledge their
own power and intersectional differences with their supervisees (Hook et al., 2016) and can
initiate open conversations on race, gender, and other sociocultural identities (Wilcox et al.,
2024). Supervision with cultural humility enables supervisees to envision ways in which they can
become culturally competent clinicians and potentially supervisors in the future (Thomas et al.,
2019). Additionally, supervisees have expressed the feeling that their supervision space was safe
enough for them to discuss their interests, vulnerabilities, strengths, and hurdles as women of
colour (Thomas et al., 2019). Oftentimes researchers have deemed supervisors who utilise this
approach more culturally humble (Hook et al., 2016; Wilcox et al., 2024). “Culturally humble
individuals have a more accurate view of the self and greater awareness of their limitations; they
maintain a respectful, other-focused perspective” (Hook et al., 2016, p. 3).

For example, Wilcox et al. (2024) questioned whether cultural humility is a moderating
factor in the impact of microaggressions in supervision. They conducted their study of 102
BIPOC psychotherapists in training with White supervisors. The participants answered a variety

of questionnaires on cultural humility, microaggressions in supervision, and supervision
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satisfaction and alliance. They found that cultural humility moderates the negative effects of
microaggression and increases satisfaction in the supervision relationship. Additionally, when
supervisees consider their supervisors culturally humble, microaggression impacts them more
because they are more vulnerable with supervisors whom they perceive as culturally humble;
because they trust them more. These supervisors use their cultural humility to tend to ruptures in
their relationships. The researchers concluded that in cross-racial supervision White supervisors
navigate power dynamics and conversations on race and oppression.
The Negligence of Self-Care

The researchers neglected the topic of self-care despite various other researchers who
pointed out the health challenges that arise from experience with microaggressions in supervision
(Callan et al., 2021; Constantine & Sue, 2007; Dupition, 2019; Ebubedike et al., 2024; Jerald
etal., 2017; Mitchell & Binkley, 2021; Moody & Lewis, 2019; Seabrook, 2022; Wilcox et al.,
2024). Wyatt and Ampadu (2022) defined self-care ““as activities performed by an individual
directed at improving or promoting overall health or general wellbeing” (p. 214). Mitchell and
Binkley (2021) described self-care as an activity that mental health professionals do as needed.
The research highlighted self-care typically with regard to competent supervision because of the
high likelihood that supervisees will experience a high level of stress (Bautista-Biddle et al.,
2021). | found that the researchers did not discuss self-care for Black female supervisees
following the many reports of negative experiences in supervision. Black women have been
labelled as wounded healers, but little discussion exists on how they heal their wounds in the
process (Dupition, 2019). Black women who have experienced microaggressions face mental
health challenges such as PTSD and depression (Auguste et al., 2021; Crosby et al., 2022;

Moody & Lewis, 2019; Watson & Henderson, 2022). Researchers have linked microaggressions
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to the experience of racial trauma, which impairs mental health (Auguste et al., 2021; Crosby
etal., 2022; Ebubedike et al., 2024). Auguste et al. (2021) reported that a single racist act can
elicit posttraumatic stress symptoms. Black women who do not internalise stereotypical
narratives of their own identity are able to identify the prejudice of the perpetrator (Watson &
Henderson, 2022) and use self-care strategies to cope with racial microaggressions before they
seek therapy (Hernandez et al., 2010; Holder et al., 2015; Spellman, 2022). Supervisees might
identify their supervisors or clients as the perpetrators of microaggressions, but they cope
independently from their supervisors by enhancing their self-care (Spellman, 2022). Mitchell and
Binkley (2021) explained that self-care helps supervisees to combat the effects of eurocentrism
in their workplace and thus the supervision dynamic and that self-care is an essential component
of ethical practice that is important to discuss to promote antiracist supervision practices. The
lack of conversation on self-care in supervision can harm supervisees and does not promote
supervisors to achieve a deeper level of cultural humility. However, researchers have been
mindful of the fact that supervisees struggle to attend to the racial traumas that their clients have
experienced and might question how they can practise self-care (Crosby et al., 2022). This can be
helpful if supervisees address it with culturally humble supervisors (Green & Burton, 2021;
Thomas et al., 2019).

Moody and Lewis (2019) investigated the relationship between gendered racial
microaggressions and PTSD among Black women. They administered questionnaires on
gendered racial microaggressions, gendered racial socialisation, and traumatic stress to 226
Black women. The results show that their participants demonstrated higher levels of PTSD when
they experienced gendered racial microaggressions. Additionally, they found that Black women

with higher levels of gendered racial socialisation internalized stereotypes. Moody and Lewis
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noted that the effects of microaggressions are so strong that gendered racial socialisation cannot
mitigate their effects on others. This means that although messages about Black women are
socialized in society, they still harm Black women. Thus, an individual level of awareness of
microaggressions is not a factor that lessens the likelihood that they will have PTSD symptoms.
For the most part, their study shows the link between severe mental health challenges and
microaggressions, and the findings can be applied to supervision with Black women to
understand the effects of gendered racial microaggressions on them when they occur in the
supervision space and with clients.
Summary of Findings

In this chapter | have discussed current research on the experiences of Black women in
counselling supervision. It has focused on the experiences of Black women in counselling
supervision in relation to power dynamics, microaggressions, cross-racial dynamics, and health
disparities. Researchers have cautioned that Black women risk diminished psychological health
in unsupportive supervision dynamics. Those who conducted cross-racial research on White
supervisees often noted that Black supervisees risk ruptures in the supervision dynamic
following instances of microaggressions. Additionally, they might need to seek external support
from mentorship groups to receive the cultural support that they need in the field. The mere
awareness of metastereotypes in supervision can harm supervisees, which could lead to their
internalisation of stereotypes. Cultural humility is a salient theme in the research with regard to
resolving the challenges that Black women face in supervision. Cultural humility in supervision
helps supervisors to initiate conversations on power, race, and gender in the supervision space.
Supervisors who display more cultural humility often have better relationships with their

supervisees. The literature review revealed that Black supervisees face challenges that cannot
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always be resolved with cultural humility in supervision. The researchers failed to address self-
care in supervision with Black female supervisees, which is a topic that supervisors should
discuss with their supervisees, especially with those who are at risk for negative mental health
outcomes. It is concerning that not as many researchers addressed the positive aspects of
supervision with Black female supervisees. Nevertheless, these findings are relevant to Black
female supervisees who might not be aware of the overall experience of Black women in the
field. Additionally, they offer supervisors information on certain factors that affect supervisees’
experience in the dynamic. In the following chapter I will discuss the applications of these

findings to clinical practice.
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Chapter Four: Application to Clinical Practice

In this chapter I will discuss ways in which counsellors, supervisors, and aspiring
practitioners can utilise the content of the literature review to benefit others and their own
practices. | derived the clinical applications from the findings of the literature review; they
support the experiences of Black women in supervision. First, | will discuss the applications for
aspiring practitioners and then for supervisors. The clinical implications include the use of
cultural humility, self-care, multicultural and feminist supervision, and mentorship and affinity
groups. Overall, this chapter demonstrates that Black women supervisees and their supervisors
can enhance their supervision experiences to make them more beneficial and cause less harm.
Applications for Aspiring Practitioners

Oftentimes new practitioners are unaware of what to expect from the supervision
dynamic. However, my capstone research makes them more cognisant of the reported
experiences of others who share their intersectional identity. For Black women who hope to enter
the field of counselling, this information can be helpful in their journey to find educational
programs and supervisors who meet their intersectional needs.
Utilising Self-Advocacy to Seek Supervisors With Cultural Humility

Although it can be challenging, Black female supervisees benefit from practising and
learning how to self-advocate. They might consider it worth advocating for culturally competent
support in supervision. This application is a preventive way that supervisees can ensure that the
supervision experience does not harm them. Advocacy can include training, access to individuals
with whom to consult, and learning materials on cultural competence. Most of the researchers
who discussed positive experiences in supervision with Black women also referred to cultural

humility (Vandament et al., 2022; Wilcox et al., 2024; Wilcox et al., 2023). Thus, when students
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or new graduates seek supervisors in the field, they can benefit from interviewing potential
supervisors to gauge their cultural competence and ability to display cultural humility (Pratt &
Lamson, 2012; Wilcox et al., 2024; Wilcox et al., 2023). Additionally, Pratt and Lamson (2012)
suggested that students check the licensing and possible ethical violations of potential
supervisors to find a good fit and avoid supervision dynamics that could harm them. If they do
not, supervisees can benefit from having this conversation with their supervisors. Ultimately,
supervisees who believe that their current supervisors are not meeting their cultural needs might
have to request different supervisors or ask for additional support.
Seeking Mentorship and Affinity Groups

Supervisees can meet their own needs by seeking additional support. As researchers
noted, joining peer-support or affinity groups can be helpful for Black women in the field
(Cartwright et al., 2021; Haskins et al., 2024). Meeting with others who share their experiences
will make aspiring supervisees feel more welcome and less isolated (Haskins et al., 2024). If
these options do not exist, aspiring practitioners might need to take it upon themselves to create
such groups, which will help them to build leadership skills while they form support groups who
will benefit them in turn (Haskins et al., 2024). Additionally, supervision and consultation with
other practitioners or peers is helpful if practitioners do not feel comfortable discussing certain
topics or issues with their primary supervisors.
Prioritising Self-Care

Black women benefit from prioritising their self-care, regardless of whether they discuss
it in supervision. Given the reports of negative mental health effects and PTSD symptomes, it is
evident that Black women benefit from conversations on self-care in supervision (Dupition,

2019; Mitchell & Binkley, 2021), especially when microaggressions and cross-racial supervision
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are involved in the dynamic. However, supervisees can practice self-care to empower themselves
during their counselling journey. Mitchell and Binkley (2021) reconceptualised self-care as a
way for marginalised communities to resist a society that oppresses them. Dismantling
oppressive systems requires rest, recovery, and improved health (Mitchell & Binkley, 2021;
Nayak, 2020; Wyatt & Ampadu, 2022). Black feminist scholars (Nayak, 2020; Wyatt &
Ampadu, 2022) also labelled this radical self-care, which acknowledges society’s impact on
Black women in professional and community spaces (Nayak, 2020; Wyatt & Ampadu, 2022).
This awareness enables the practice of self-care as a form of liberation to attain psychological
well-being (Adkins-Jackson et al., 2023; Wyatt & Ampadu, 2022).
Applications for Aspiring and Current Supervisors
Showing Cultural Humility in Supervision

Aspiring and current supervisors benefit from becoming informed on ways to display
cultural humility in the supervision dynamic (Vandament et al., 2022; Wilcox et al., 2024;
Wilcox et al., 2023). Researchers have noted that, given the power differential in supervision,
supervisors benefit from approaching conversations with cultural humility in mind (Vandament
etal., 2022; Wilcox et al., 2024; Wilcox et al., 2023; Williams Kapten, 2020). Thus, supervisors
can practise cultural humility to broach conversations on intersectionality in supervision. The
literature review highlights that Black women benefit when their supervisors initiate
conversations on culture, race, and gender, and researchers suggested that practising cultural
humility makes supervisors feel more confident in initiating conversations on culture in the
supervision space (Vandament et al., 2022). This approach also makes them more cognisant of
their possible lack of cultural knowledge (Vandament et al., 2022). Additionally, it helps

supervisors to understand that taking an empathetic approach enhances the supervision alliance



46

(Williams Kapten, 2020). Researchers have reported that being more empathetic and viewing
supervisees as whole individuals, including their intersectional identities, result in positive
experiences for supervisees (Thomas et al., 2019). Overall, cultural humility and empathy in
supervision help supervisors to develop stronger relationships with their supervisees.
Encouraging Self-Care

Supervisors can enhance the benefits of supervision by addressing the topic of self-care.
Given that practitioners’ self-care is an ethical obligation, it is questionable why this topic does
not often arise in research on the supervision of Black women (Callan et al., 2021; Seabrook,
2022). The findings of the literature review help supervisors to become more aware of the
likelihood that Black female supervisees who have suffered from gendered racism will benefit
from self-care. As a result, supervisors benefit from knowing when it is relevant to hold
conversations on self-care with their supervisees (Seabrook, 2022). Researchers have noted that
the ability to have open conversations on self-care improves the supervision relationship but that
supervisees might feel discomfort, shame, and guilt about practising self-care (Seabrook, 2022).
Their discomfort can result in avoidance of the topic or dishonesty about their self-care practices
(Seabrook, 2022). To combat this, supervisors should create a culture of self-care in the
supervision space (Callan et al., 2021). Discussions on the fact that self-care can be radical in the
face of oppressive systems enhance the supervision of Black women. Oftentimes they discuss
self-care as a capitalistic way of indulging in pleasures to elevate their experiences (Mitchell &
Binkley, 2021). However, for Black women the idea of self-care has shifted into a way of
reclaiming their health and well-being in a political way (Mitchell & Binkley, 2021; Nayak,

2020). Thus, encouraging self-care in a culturally competent way makes supervisees more ethical
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as well because the expectation is that counsellors will take care of themselves to be able to
support their clients.
Advocating for Marginalised Groups

Individuals with more power, education, and experience, such as supervisors, might find
it easier to advocate for others. Their position of power enables others to hear their voices as
well, which means that they are in an ideal position to advocate for cultural competence to
benefit supervisees, increase the research on intersectionality in supervision, and implement
antiracist supervision practices. Not only will this benefit supervisees who seek supervisors who
advocate for these ideologies, but it will also benefit themselves. Supervisors’ competence in
supervision will improve, they will become more confident in their ability to support supervisees
who are Black women, and they will adhere to their ethical obligation to support social-justice
efforts.
Recommendations for Clinical Practice

The use of supervision models and frameworks that highlight intersectionality enables
supervisors to plan and understand how and when to talk about intersectional factors in
supervision. Frameworks such as relational-cultural theory (RCT), strength-based supervision,
and the ecological approach support cultural competence in supervision.
Relational-Cultural Theory

RCT is a framework that arose in 1976 from Jean Baker Miller’s book on multicultural
and feminist perspectives (Comstock et al., 2008). Her main argument was that humans yearn for
and grow from meaningful relationships with others who reciprocate their desires (Duffey et al.,
2016; Lenz, 2014), which cause humans to seek other empathetic individuals and communities

(Lenz, 2014). RCT is the foundation for supervisors to delve deeper into the effects of race,
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gender, oppression, class, physical ability, religion, and sexuality (Comstock et al., 2008). In
supervision, this framework’s relational approach enhances the experience (Duffey et al., 2016;
Lenz, 2014). It includes building empathy and authenticity and creating a safe environment
(Lenz, 2014). In supervision, this approach creates an environment that enables the growth of
supervisees. RCT enables the development of relationships with supervisees that helps them to
build their competence and understand what they need and should expect from different
relationships (Bradley et al., 2018). Supervisees thus become more flexible and prepared to deal
with different relationships outside the supervision space (Lenz, 2014).

A key reason that the RCT framework is helpful to Black female supervisees is its
inclusion of societal context in supervision (Lenz, 2014). It acknowledges the effects of powerful
institutions and individuals on relationships, especially in supervision (Duffey et al., 2016; Lenz,
2014). Additionally, the application of RCT welcomes vulnerability in supervision (Bradley
etal., 2018; Duffey et al., 2016). In the previous chapter | discussed the challenges that result
from fears and poor experiences that Black women face in supervision with regard to being
authentic and vulnerable. Thus, a supervision framework that challenges their experiences can
help them to develop a supervision relationship in which they feel comfortable enough to be their
authentic selves. RCT in supervision offers supervisees multiple opportunities to display their
authentic selves while they gain empathy for others (Bradley et al., 2018).

Strength-Based Supervision

Wiley et al. (2021) discussed the benefits of strength-based supervision in managing the
multicultural aspects. Researchers have noted that supervisees are often anxious about settling
into their role as professionals and that the use of frameworks that highlight their strengths can

make them feel more confident (Fall et al., 2003; Stark et al., 2015). This type of supervision
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encourages supervisees to reflect on their strengths and the idea that their intersectionality can
also be a strength (Fall et al., 2003; Wiley et al., 2021). This can be a helpful approach in
working with Black female supervisees who require more emphasis on the positive aspects of
their work rather than the use of a problem-based approach. Given that supervisors evaluate the
supervisees, they are also able to reflect on their accomplishments (Wiley et al., 2021).
Supervisors should also discuss the resilience of Black women despite systemic forces. This
method of supervision is empowering because it helps supervisees to feel safe, validated, and
empowered in the supervision process (Fall et al., 2003; Wiley et al., 2021).
Ecological Systems Approach

Terepka et al. (2022) researched the use of an ecological approach to supervision for
intersectional identity holders. This approach utilises information from Bronfenbrenner’s (as
cited in Terepka et al., 2022) ecological systems theory to develop a supervision framework that
highlights the effects of power, socioecological systems, and diversity Although Bronfenbrenner
originally designed the ecological theory to understand the development of humans, Lau and Ng
(2014) found that it is also useful to students and graduates in counselling programs. In this
conceptualisation of supervisees’ experiences, their relationships with their supervisors are in the
mesosystem (Lau & Ng., 2014; Terepka et al., 2022). Supervisors can also delve into the effects
of supervisees’ exosystems, macrosystems, and chronosystems on their lives and practice.
Applied to supervision, this model is “provide[s] a framework for bringing awareness to cultural
demographics and the intersection of identities and power” (Terepka et al., 2022, p. 218). Thus it
can be an empowering framework for use with supervisees who identify as Black women who

are affected by external factors.
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Chapter Five: Recommendations and Conclusions

In this capstone paper | examined the experiences of Black women in counselling
supervision, guided by the research question “In what ways do supervisors’ and supervisees’
dynamic relationships impact Black women in counselling supervision?” Previous research
rarely focused on the experiences of Black women in the counselling-supervision dynamic.
Studies on Black women as therapists or clients in therapy included similar themes of power,
culture, and gender. Additionally, the challenges that Black women face in the workplace and the
effects on them are prevalent concerns in research. Thus, it was necessary that | examine the
supervision space as part of the workplace for Black women in counselling. Current research on
the topic is scarce, but the existing information on the challenges that Black women face in
supervision and what they can do to maximise the benefits of the dynamic is useful.

I reviewed helpful research on the experiences of Black women in supervision, as
counsellors, and as students to explore the research question. A range of articles published in
different years demonstrated the consistency of the issues, and the findings reveal themes in the
current literature on Black women in counselling supervision that answered my question. Power,
metastereotypes, the internalisation of stereotypes, microaggressions in cross-racial supervision,
cultural humility, self-care, and interest convergence impact the experiences of these Black
females.

The first theme, power dynamics in supervision, yielded four subthemes, including
(a) the reward powering that arises in supervision, (b) the presence of authoritative supervision
and coercion, (c) the responsibility of supervisors, and (d) the permanence of racism despite
attempts to use modern frameworks. This theme highlights the effects of power dynamics on

Black women and the additional societal power dynamics of race and gender. In combination,
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this theme reveals the challenges that Black women face in supervision spaces in which
supervisors do not address power dynamics and use traditional supervision methods to further
oppress this population.

The second theme is the effect of metastereotypes on the ability of Black women to
present authentically in the supervision space. The literature revealed that Black women often
mask in supervision to avoid negative consequences. This phenomenon stems from their
awareness of metastereotypes and the fear or expectation of stereotyping in various settings. This
theme highlights the idea that, although Black women might not directly face discrimination in
supervision, the mere idea that it could occur causes them to behave differently.

The third theme, the internalisation of stereotypes, involves the reasons that Black
women present differently in the supervision space if they embody stereotypes to adapt to the
status quo. However, it differs from metastereotypes in that they actively and consciously change
their behaviour to assimilate in the supervision space.

The literature revealed behavioural changes in supervisees when Black women
experience microaggressions in supervision, which is the fourth theme. Researchers have often
studied Black women and cross-racial supervisors who unconsciously discriminate against their
supervisees through microaggressions. In alignment with the findings from previous research on
Black women in the workplace, my findings reveal that this population is likely to experience
microaggression. Although supervisors are responsible for their cultural competence, the risk of
microaggression seems to be extremely high for Black women. It is saddening to read that when
supervisees attempt to address their challenges with supervisors, they sometimes face
microinvalidation. This realisation led to the subtheme of being silenced. Black female

supervisees stay silent similarly to Black female employees in their respective workplaces. The
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literature review revealed that microaggression inevitably ruptures the supervision alliance and
harms supervisees’ mental health and career advancement.

The literature revealed many harsh realities for supervisees. However, the researchers
also discussed some forms of remediation to put into practice. Cultural humility in supervision is
prominent in the resolutions that supervisees can use to minimise harm to this population.
Cultural humility as a panacea that is effective in all cases is another central theme in the
research. Although it is unlikely that this is the case, the research has shown support for the
ability of cultural humility to satisfy multicultural supervisees. Additionally, cultural humility
enables supervisors to broach conversations on race, gender, and power in supervision, which
this population requires. Although it has some positive effects on the supervision of Black
women, it likely neglects other useful methods for this population such as discussions on self-
care.

The self-care of Black women in supervision is a topic that lacks research. This resulted
in the theme of trauma and the negligence of self-care. Following multiple reports of the reduced
well-being of Black women in supervision, | was surprised that the researchers did not explore
the topic of self-care (Moody et al., 2023). Researchers have reported the challenges that this
population often faces with coping and mental health. In response, Black women have begun to
use self-care as a radical way to combat the effects of gendered racism (Jean et al., 2023; Moody
etal., 2023).

The failure of researchers to address self-care and cultural humility led to the subtle
theme of interest convergence in supervision. In the current range of literature researchers have
not explored how Black female supervisees can support themselves when they are harmed in

supervision. However, researchers addressed what supervisors can do to become better
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supervisors, which led to the realisation that researchers who study Black women in supervision
usually conduct their research only when individuals in power, such as White supervisees, will
also benefit from the findings.
Take-Home Message

Black women in counselling supervision risk multiple adverse effects from the
supervision dynamic. Black women risk diminished mental health as a result of
microaggressions and power dynamics in supervision. As a result, supervisees might stay silent
on salient issues and present inauthentically in supervision. To mitigate the harm to them,
researchers have suggested that supervisors can enhance their cultural competence by
demonstrating cultural humility. The findings from this capstone suggest that self-care is an
additional tool that supervisees can use to mitigate the outcomes as well. | have highlighted a
significant gap in the research on the experiences of Black women in supervision. Overall, my
research adds to the range of studies on this population in the supervision setting.
Recommendations for Future Research Questions

The findings from my capstone research reflect the experiences of Black women in
counselling supervision. In the literature review a key theme that I explored was the presence of
power in the supervision of Black female supervisees. | recommend that researchers further
explore this topic because little research has focused on power and the intersectionality of
supervisees. | therefore propose the following research questions:

1. Inwhat ways does power affect the experiences of Black female supervisees?

In the literature review | noted that the researchers rarely discussed supervisees’ self-care

in their articles on Black women, despite the fact that they reported the negative health outcomes

for this population. Exploration of the following questions will fill this gap in the research.
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2. What self-care practices do Black female supervisees utilise after they experience
microaggressions?

3. What are the experiences of Black female counsellors in supervision who explore the
topic of self-care with their supervisors?

The researchers often focused on the experiences of Black female supervisees with White
supervisors. It would also be helpful to explore how supervisees’ experiences in supervision
change to resemble what previous researchers have found. To fully grasp the effects of
intersectional factors on the experiences of Black women in supervision, | propose the following
question:

4. What are the experiences of Black female supervisees in supervision, regardless of their
supervisors’ intersectional identity?

Intersectionality is a factor that’s integrated into research regarding Black women.
However, it would be interesting to further explore intersectionality in counselling supervision.
Although there are multicultural supervision frameworks, increasingly research on
intersectionality and the supervision dynamic would assist with filling gap in the research
regarding intersectional factors that may not be highlighted when focusing on a specific group
like Black women. Factors like socioeconomic status, religion, sexuality, and class could be
important topics to explore. The following research question could be used to guide this study:

5. In what ways does intersectionality influence the supervision dynamic?
Recommendations for Research Practice

| recommend that future researchers utilise both quantitative and qualitative methods to

explore this topic. The majority of the research on this population is qualitative, which helps to

give a voice to systematically underrepresented individuals in the field. However, it would also
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be useful to expand the range of research on this population to be able to generalise the findings
of the current studies. Given that little research on intersectional factors and supervision
experiences exists, | also recommend that researchers focus more on intersectionality by
addressing the sexuality, class, abilities, and nationalities of the participants.
Reflective Statement

| am fortunate that many of the unappealing effects of counselling supervision have not
negatively affected me. Throughout the process of writing this capstone I have faced various
adversities and challenges outside the supervision and counselling space. Although they hindered
my ability to work as desired, | sought encouragement and assistance from my supervisor. It is
saddening that many participants in research who share my intersectional identity do not share
these experiences. However, | am grateful to be able to advocate for individuals who might feel
the need to silence that is evident in the research while | gain a deeper understanding of how
Black women are represented in counselling research. I am able to use the knowledge that | have
gained from my capstone research to move through the field with confidence. This process has
made me cognisant of my own strengths and weaknesses with regard to writing and researching.
| am excited to use my knowledge to improve on my shortcomings and work with my strengths.
Conclusion

In conclusion, my capstone adds to the literature on the experiences of Black women in
counselling supervision. Because of thorough investigation and analysis, the findings reveal
many concerning themes in the current literature on this population. | hope for more research on
this population to bring a voice to those who feel voiceless because of gendered racism and

power dynamics.
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