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ABSTRACT 

 

The purpose of this qualitative study is to create a comprehensive 

contextual record of the personal and professional experiences of Latinas 

administrators of Mexican descent at four-year public universities in the 

Southwest region of the United States. This study hoped to give voice to 

this subset of Latinas by collecting interviews that focused on their self-

reported experiences and provided an opportunity for these Latinas to add 

their experiences to the current literature.   

These Latinas as an ethnically diverse group were explored using a 

Latina Feminist Theory framework, a Critical Race Theory framework and 

a Latino Critical Race Theory framework.  The success of these women in 

reaching their administrative levels provides valuable insight into the 

struggles and success of other Latinas especially those of Mexican descent 

in similar leadership positions.  This research will provide a deeper 

understanding of how these women used their personal and professional 

experiences to negotiate higher education to advance into administrative 

and leadership positions in their respective institutions.  
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PREFACE 

 

The conceptual framework for this study is based on my (the 

researcher’s) need to understand my own leadership as a Latina of 

Mexican descent.  For as long as I can remember I have questioned 

whether I had acquired enough experience and education to truly make a 

difference in the personal as well as the professional areas of my life.  How 

can I bring together all my personal and professional experiences in a 

manner where I feel that I am truly successful?   What do I need to do to 

go beyond what is expected by my educators?  Do I have what is needed to 

succeed in higher education?  These are only a few of the questions that I 

have attempted to answer through my education. 

In retrospect now I understand all my questions about leadership 

and my need to find answers by speaking with other Latinas has come 

from my early negative educational experiences.  

  I have always loved learning, but I found out very early in my 

education that the individuals who were there to help me be a success had 

other ideas. To a poor, Mexican girl, educators were always seen as the 

leaders of a community, but my experiences with my early educators only 

caused me to question my identity, my culture, and my future. When I 

recall the reasons why I enrolled in higher education, it wasn’t to fulfill 

some lofty dream.  No, I entered higher education with the idea of negating 
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my early educators’ predictions of what the future held for the poor little 

Mexican girl.   As the eldest daughter of a family of fifteen, by the time I 

reached high school, I had overheard numerous conversations among my 

teachers regarding my future prospects.   The teachers’ conversations 

always started and ended the same way.  “She is a smart and capable girl, 

but look at her family.  She is just going to end up pregnant and have 15 

kids like her mother.  Then live on welfare.”  When I heard these 

conversations, I not only was hurt and ashamed of my life, but I also 

became very angry.  As the anger built up I began to challenge myself to 

prove them wrong.  What right did they have to disrespect my parents?  

My parents meant the world to me and they only wanted the best for me.  

Regardless of all the obstacles they had encountered in their lives 

my parents continued to take care of their children.  Work hard and take 

care of the family was what my parents always told all of their kids.   As 

the eldest female, I was expected to help raise my younger brothers and 

sister and then it was my responsibility to take care of parents.  My father 

and mother didn’t have any problems with me attending higher education 

or working as long as it was to help the family.  While my parents 

understood that a post secondary degree would give me more 

opportunities, they just were at a loss on how to help me beyond the 
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necessities.  Neither of my parents attended school beyond the sixth grade 

and with nine other children at home, they had very little time for me.   

I graduated from high school with honors and didn’t have any 

problems being accepted by the local university.  But I was in for a rude  

awakening, I soon found out that I was less than prepared for the academic 

rigors of higher education. I struggled but somehow I made it without 

mentors or a role model to show me the way.  Through perseverance and 

persistence I pushed forward past numerous obstacles.  I soon found I had 

another educational goal to complete.  By completing my Ph.D., I truly 

would be a part of academia.  I thought with a Ph.D. no one could negate 

this little Mexican girl’s ability to succeed beyond her educators 

predictions.  A Ph.D. would take care of my doubts and would answer so 

many questions. But the further I continued on my Ph.D. path, the more 

questions I had about my abilities and the doubts began to flood back.  I 

thought who better to provide answers but successful Latina administrators 

who had proven themselves.  Latinas who were leaders and held positions 

that I only could dream of holding some day. 
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CHAPTER I 

Introduction to the Study 

 

The purpose of this study is to examine and present the personal 

and professional experiences which have assisted in the development or 

enhanced the leadership skills of Latina administrators of Mexican 

American descent in institutions of higher education. The Latino 

population has grown dramatically in recent years. Unfortunately, the 

increase in population is not evident in the proportional representation of 

Mexican Americans and other Latinos in postsecondary education 

(Nevarez, 2001). While the overall enrollment of Latinas in higher 

education has surpassed the enrollment rate of Latino males, the 

representation of Latinas in faculty and administrative positions has not 

been representative of the enrollment numbers.  According to researchers, 

numerous barriers have limited the participation of Latinas in all aspects of 

higher education (Escobedo, 1980).  

Opp (2000) found that Latina administrators represented only 1.1 

percent of all administrators in public institutions of higher education in 

1991.  In 1997, Latinas held less than one percent of all full-time 

administrative positions (U.S. Census Bureau, 2000).  The U.S. 

Department of Education reported that Latina/os represented 3.2 percent of 

all administrators in 1999.  In the fall of 2003, Latina/os held 3.7 percent 
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of the executive positions at public four-year institutions (U.S. Department 

of Education, 2005). Data submitted by campuses for Fall 2004 reported 

that Latino administrators at both four and two-year institutions faced 

similar under representation problems. In addition, representation of Latino 

administrators is limited primarily to Student Affairs areas, Ethnic Studies, 

and minority/retention programs (Apodaca, 2009).   

The under-representation of Latinas of Mexican heritage in higher 

education administrative leadership positions, along with the rapid growth 

of the Latino population necessitates the conduct of research that illustrates 

the leadership experiences of these women.  In the early 1990s, the few 

studies that existed on women of Mexican descent in the education system, 

focused only on dropout rates, low performance levels, and low 

educational attainment (Lango, 1995).  Most of these studies take only 

undergraduate education into account and many do not study Mexican 

Americans exclusively.  Even fewer studies narrow the focus to Mexican 

American women.  Many of these early studies do agree that traditional 

Mexican American culture negatively affects the educational attainment of 

its women.  Other researchers in the early 80s indicated that racism, 

sexism, segregation, and lack of opportunity also accounted for the lack of 

educational achievement among Mexican American women (Gandara, 

1982).  Thus due to the limited research and lack of understanding on the 
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obstacles and barriers affecting Mexican America women in higher 

education, additional research is desperately needed on this segment of the 

population.  According to researchers, this is a segment of the population 

that plays and will continue to play a significant role in all aspects of 

higher education.  

Theoretical Framework:  Latino Administrators and Faculty 

Overview 

Latinos are the second largest racial/ethnic group in the United 

States.  In 2006, Latinos comprised 15 percent of the total U.S. population, 

with Latinos of Mexican descent making up 62 percent (U.S. Census 

Bureau, 2006). In comparison to the population, Latinos as a group are 

underrepresented in higher education.  Latinos have lower levels of 

educational attainment than other groups.  In 2007, 13 percent of Latinos 

25 year of age and over had earned a bachelor’s degree or higher.  In 

comparison, 32 percent of Whites and 19 percent of Blacks 25 years of age 

and over had a bachelor’s degree or higher (Snyder, Dillow, & Hoffman, 

2008).  

According to the American Association of University Women 2001 

report, Latinas now constitute the largest ‘minority’ group of girls in the 

United States (Ginorio & Huston, 2001). The National Center of Education 

Statistics (Gonzalez-Sullivan, 2007), estimates that in 2050 Latinas will 
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represent 8 percent of the total U.S. population.  In 2006-07, 59 percent of 

Latinos enrolled in higher education were Latinas (Snyder, Dillow, & 

Hoffman, 2008). 

In her 1998 study, Ruiz concluded that as the number of Latinas in  

education continues to increase, institutions of higher education can no 

longer afford to ignore their presence (Ruiz, 1998).  Despite the reports of 

Latinos being the largest demographic of educational underachievers, the 

recent educational levels of Latinas is at an all time high.  In 2008 Latinas 

made up 14.4 million of the Latino population in the United States and 9.1 

percent of Latinas had a bachelor’s degree in 2007.  In 2007, three percent 

of Latinas received an advanced degree and 31 percent of college age 

Latinas enrolled in college in 2008 (Center for American Progress Action 

Fund, 2008).  

Have the nation’s institutions of higher education capitalized on the 

wealth of knowledge and experiences available to them by the ever 

increasing population of Mexican American Latinas? Researchers have 

found that the increase of diverse student enrollment continues to offer a 

challenge to higher education institutions and their administrators.  To 

meet the needs of their diverse student population, many institutions of 

higher education have found that there is a need for an increase in  

diverse administrators.  
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 Research indicates that the presence of diverse administrators and  

 

faculty on college and university campuses is vital to all students if they  

 

are to be provided a well-rounded post-secondary education (León &  

 

Nevarez, 2007). Students from underrepresented and marginalized  

 

communities benefit from the addition of faculty and staff administrators  

 

from similar racial or ethnic backgrounds because they provide a sense of  

 

connectedness, identification, and affiliation with the institution (Brown,  

 

1998).  Fennell (1997), in studying Mexican American students, found that  

 

Mexican American administrators, faculty, and staff in the education 

system were extremely influential.  These individuals played a vital role as 

role models and mentors by offering support and encouragement to Latino 

students.   

The Latino population will not only continue to increase in 

numbers, but will also be, according to Chapa (1989), the least educated 

"majority minority" group, and “the least likely to graduate from high 

school, enroll in college or receive an undergraduate degree" (Ginorio & 

Huston, 2001). This persistent underachievement has implications for the 

Latino population as a whole, as it will constitute a serious mismatch 

between the needs of the economy and the skill and preparation of what  

will ultimately be a substantial segment of the U.S. population (Gandara, 

1995).  
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The increase in the Latino population will be most noticeable in 

states that currently maintain large numbers of Latinos, such as Texas and 

New Mexico (U.S. Census Bureau, 2000).   According to Rodriquez 

(2007), data collected by the federal government on the diversity and 

distribution of the nation’s academic labor force indicated that New 

Mexico’s universities ranked at the top in recruiting and retaining  

Latino/Hispanic faculty, but in fact in comparison to the state’s Latino 

population the numbers do not appear as impressive.  In 1995, the 

University of New Mexico’s Latino faculty accounted for eight percent of 

the Latino faculty in the nation and the state’s Latino population was 42 

percent.  Currently in the state of Texas, Latinos account for 4.8 percent of 

all full-time faculty with Latinas following with 1 percent. Administrators 

in Texas public institutions total 3,231 with 380 or 11percent being  

Latinos (Apodaca, 2002). 

 

With Latinas of Mexican descent constituting a large portion of the 

total Latino population, there is a need to ensure that their historic and 

persistent underachievement is circumvented in order to produce an 

educated populace (Silva, 2003).  This underachievement includes 

problems in the educational pipeline leading to higher education and 

deficit thinking models that blame the victim for their own lack of 

achievement (Valencia, 1997).  With the large number of Latinas in the 
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U.S educational system, it is important that there are Latina administrators 

as role models and mentors for these women.   Leon & Nevarez (2007), 

state that despite the fast-rising numbers of Latinos in our society and 

schools, there are few Latino top administrators in higher education.  

While equal employment opportunity, affirmative action programs 

and policies opened doors for women in higher education and the 

professoriate, overall women have not been as successful in joining the 

executive ranks of institutional leadership (Harvey & Anderson, 2005). 

Traditionally in public universities, women are over-represented as 

students, but under-represented as administrators (Feminist Majority 

Foundation, 1991). Research indicates that this trend is especially true of 

Latinas.  In 1997, of all full-time administrative positions in the nation 

2,029 were held by Latinas as compared to 6,977 positions held by Black 

females and 54,553 by all other counterparts.  

According to Holguin Cuadraz (2005), despite three decades of  

 

research on the study of Latinas and their status in institutions of higher  

 

education, one pattern remains abundantly clear, Latinas continue to be  

 

severely under-represented in all academic levels of higher education.    

 

During the mid 60s up until the early 90s the under-representation of  

 

Latinas at the undergraduate level obviously resulted in small numbers  

 

within the graduate programs.  Thus the low number of Latinas in the  
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graduate program pipeline will continue to limit the number of Latinas  

 

being prepared for higher education faculty and administrative positions.    

 

In her 1980 study, Escobedo found that there are numerous barriers which  

 

limited the participation of Latinas in all aspects of higher education.  If   

 

barriers for Latinas have not changed, do institutions of higher education  

 

understand the needs of Latinas especially those of Latinas of Mexican  

 

descent. 

 

Statement of the Problem 

 

As the number of Latinas of Mexican descent continues to increase 

in institutions of higher education, studies such as this are important in 

understanding the leadership potential and struggles of all Latinas.  By 

tracing the leadership experiences of Latinas of Mexican descent, the 

researcher attempts to gain insights into how these Latinas have been 

successful and thus assist new Latinas entering the higher education 

administrative arena.  The information gathered by this study will assist 

new Latinas in avoiding unnecessary pitfalls as they seek administrative 

leadership positions.  It is important to analyze the common themes that 

will arise from the personal and professional experiences of the Mexican 

American Latina participants.  
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Need for the Study 

In 2050, it is estimated that Latinas will make up an estimated 32 

million of the U.S. population (U.S. Census). Due to the large percent of 

Latinas of Mexican descent in the United States and in the higher 

education pipeline, the study will focus specifically on this segment of 

Latinas.  Throughout this study, the term Latina will refer to women of 

Mexican descent or Mexican American females. However, based on the 

terminology used for a particular study or citation, the researcher will also 

make numerous references throughout the study to other terms such as 

Hispanic, Spanish, Mexican American, and Chicanas as it was used by that 

study’s author(s).  In this study Mexican American females may also self 

identify as a Chicanas, Latinas, Hispanic, or Mexicanas.   

Due to the number of Latinas in higher education and 

representation in the workforce, studies on the construction of their 

leadership and their place in higher education are essential. The purpose of 

this qualitative study is to shed light on the leadership qualities of Latinas 

of Mexican descent and their concerns and challenges through their 

personal and professional experiences.  In order for aspiring Latinas to be 

successful in higher education, we need to understand how Latinas develop 

and understand their leadership skills.  It is important to have leaders that 

will be able to influence the retention and success of Latina students. 
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Latinas should be given the opportunity to lead institutions of higher 

education and have input on significant changes to these institutions. What 

do Latinas of Mexican descent believe are the major competencies needed 

by Latina administrators in higher education?  What attributes of 

leadership will be required in higher education administrative positions to 

insure that Latinas of all origins will continue to play an important part in 

all aspects of higher education?  What professional and personal 

experiences do Latinas of Mexican descent feel have enhanced or hindered 

their leadership?  Do these Latinas consider themselves as leaders?   Are 

Latinas/Mexican American females receiving opportunities to use and 

apply their leadership skills?  How do these Latinas’ feel about their 

leadership skills and experiences?     

Purpose of the Study 

 The purpose of this study is to create a comprehensive contextual,  

 

record of the personal and professional leadership experiences of Latinas 

of Mexican descent in higher education administrative positions. This 

study hopes to give voice to Latinas who hold administrative positions and 

provide an opportunity for these Latinas to add their leadership 

experiences to the current literature.  The study will be carried out by 

collecting interviews that focus on the self-reported personal and  
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professional leadership experiences of Latinas who hold administrative 

positions at four year public universities in the Southwest region of the 

United States. The study will focus exclusively on Latinas of Mexican 

descent in the United States. 

Information from the interviews will be used to present further  

 

evidence validating the participants’ personal and professional experiences  

 

and naming specific factors and themes that have impacted their  

 

administrative positions.  These Latinas as an ethnically diverse group will  

 

be explored using a Latina Feminist Theory framework, a Critical Race  

 

Theory framework and a Latino Critical Race Theory framework.   

 

Interview data will be used to deconstruct, construct, and reconstruct  

 

personal and professional experiences to explain leadership according to  

 

these Latinas (Silva, 2003).  The success of these women in reaching their  

 

administrative levels will provide valuable insight into the struggles and  

 

success of other Latinas especially those of Mexican descent in similar  

 

leadership positions. 

 

 Significance of the Study 

Why study Latina administrators of Mexican descent in the 

Southwest United States?  Mexican-Americans are the majority of Latinas 

in the southwestern  region of the United States (Census Bureau).  

Research indicates that in 2016, one of every six undergraduate students in 
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the United States will be Latina/o and administrators of color can help 

these students transcend obstacles  Latino college students can achieve 

academically and socially if they are surrounded and supported by staff, 

faculty, and administrators who are of the same racial ethnic, and socio-

economic background (Maes, 2010).  According to Magdelano (2006), the 

role of administrators in the learning environment makes a difference to 

students and even more so if the administrator is able to relate to the 

students.  Latina administrators, faculty, and staff in the education system 

can be influential as role models and mentors offering support and 

encouragement to Latinas (Fennell, 1997). 

Currently the research on Latina administrators’ in higher 

education is limited.  Due to the lack of research specific to Mexican-

American women, cited material includes research on Hispanic women, 

Latinas, and Chicanas which may include women of various cultural 

origins such as Cuban, Puerto Rican, Dominican, etc. Much of the current 

research focuses on the entire population of Latinos or tends to put all 

Latinas into one generic category without consideration for cultural 

differences.  Some studies have focused on women of color administrators 

in the K-12 school system, but there is very little data on Latina 

administrators in the university setting, especially research focusing on 

Latinas of Mexican descent.   
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This qualitative study will add to the literature by (a) targeting  

 

Latinas in the Southwestern region of the United States of Mexican  

 

descent; (b) exploring the life experiences and influences that have helped  

 

these Latinas in seeking and acquiring administrative leadership positions  

 

in institutions of higher education; (c) exploring the personal and  

 

professional leadership experiences these Latinas have encountered in  

 

relation to their administrative positions; (d) understanding how Latinas  

 

interpreted leadership in the past and how they interpret the meaning of  

 

leadership in the present and (e) relating what is learned from these  

 

Latinas’ leadership experiences and understanding of leadership to the  

 

larger body of literature on this topic.   

 

 This research will provide a more in-depth understanding of how  

 

these women used their personal and professional experiences to negotiate  

 

higher education to advance into leadership positions in their respective  

 

institutions. In addition, the study will attempt to capture the different  

 

worldviews and daily experiences of these Latinas as administrators in  

 

order to identify the critical factors which aided these women in moving  

 

into positions of authority and/or leadership. 

 

Research Questions 

 

This dissertation will study the professional and personal leadership 

experiences of Latinas administrators of Mexican descent.  The research 
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will be guided by the following over arching questions:  What personal and 

professional leadership experiences have impacted these Latinas as 

administrators? How do the personal and professional experiences of these 

Latinas shape their leadership skills?  Based on both a cultural and feminist 

framework, the study aims at addressing the following additional 

questions.   

1.  How have these Latinas’ life experiences helped them in seeking and 

acquiring administrative leadership positions? 

2.  How have these Latinas’ personal experiences influenced their 

definition of leadership? 

3.  How have these Latinas’ professional experiences helped them in 

seeking and acquiring administrative leadership positions? 

4.  How have these Latinas’ professional experiences influenced their 

definition of leadership? 

5.  What have these Latinas learned from their personal leadership 

experiences? 

6.  What have these Latinas learned from their professional leadership 

experiences? 

7.  How do these Latinas interpret the meaning of leadership? 

8.  How do these Latinas feel their leadership experiences compare to the 

experiences of other Latinas in leadership positions? 
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9. Who in these Latinas’ professional lives has or have influenced their 

leadership skills? 

10.  Who in these Latinas’ personal lives has or have influenced their 

leadership skills? 

Delimitations 

The study explored the personal and professional leadership 

experiences of Latina administrators of Mexican descent in higher 

education.  The Latina administrators hold positions in public four-year 

institutions of higher education located in Texas and New Mexico. In-

depth face to face interviews were used to document the personal and 

professional leadership experiences of the participants.  The focus on 

Latinas administrators of Mexican descent is justified because as the 

number of Latinas in higher education continues to increase so will the 

importance of their leadership as well as the leadership of other Latinas.  

With the diversification of student enrollment in higher education 

institutions, it is also important that these institutions understand how to 

increase the number of Latinas of all origins in administrative positions.  

Texas and New Mexico rank among the states with the largest proportion 

of Latinos of Mexican descent in the United States.  The study focused on 

public four year universities due to the important social and economic role 
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that these institutions play at the regional, national and international level 

(Silva, 2003). 

Limitations 

The study had several limitations.  The sample from where these 

Latinas were pulled was restricted to five institutions of higher education 

in Texas and one in New Mexico.  The number of institutions and their 

locations limited the experiences of the Latinas in the study.  Another 

limitation was that the participants were Latinas of Mexican descent or 

Mexican Americans.  Latinas from other Latino origins did not participate.  

The researcher also worked under the assumption that Latinas of Mexican 

descent possess knowledge that is contextually specific and that 

information may or may not be generalized to all Latinas (Beck, 2003).  

Latinas from other states or other Hispanic origins may have a diversity of 

leadership experiences as well as professional and personal experiences 

that may or may not be similar to those described in this study.  Since the 

study only considered four-year public research institutions, the research 

results may not be applicable to private institutions or public, two-year 

institutions.  Universities have different cultures and organizational 

structures that are historically influenced by their leadership and the 

communities they serve (Beck, 2003).   
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An additional limitation may be the time frame that was allotted for 

conducting the study.  In addition, some Latinas may not consider 

themselves as leaders.  Thus the information gathered from these Latinas 

may not be conducive to the study.  The number of participants in this 

study was small and they were purposively selected using narrow criteria.  

The participants were Latinas already in senior administrative positions 

who may have had an opportunity to have demonstrated leadership within 

the institution.  The preliminary search for Latinas that fit the study’s 

criteria and administrative positions was limited to the following positions:  

president, vice president, provost, vice provost, associate vice provost, 

chancellor, vice chancellor, deans and associate deans.  There was a degree 

of self-selection to this group, and their experiences should be read with 

this in mind.  Due to the limited number of Latinas in the administrative 

positions listed above in higher education, the researcher accepted all the 

participants that respond to the invitation.  The small number of 

participants generated themes that were restricted in depth and so a full 

range of experiences was not explored in this study. 

Definition of Terms 

For the sake of clarity and consistency, the following section 

defines the key concepts used in the study based on the literature and 

appear throughout the narrative.  Definitions will be taken from the current 
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literature on Latinas, higher education, and leadership.  The specific 

definitions were selected based on their relevance to the theoretical 

framework of this research study. 

Administrators:  Job titles of provost, vice provost, president, vice 

president, chancellor, vice chancellor, and deans. 

Adobe Ceiling: Term coined by Robles (2000) to describe the relegation 

of talented Latino women scholars and intellectuals to non-tenure track 

support roles in the academy when they have been denied tenure.  

Chicano/as:  The term Chicano/as came about during the Chicano 

movement in the 1960s.   The label Chicano/as was symbolic 

representation of self-determination, conveying a commitment to political 

struggle for the betterment of the Mexican-American community (Rivera, 

Anderson, & Middleton, 1999).  Much of the early literature on Latino/as 

uses the term Chicano/as to discuss the experiences of U.S. born Mexican 

Americans.  The term Chicano/as was not used to refer to other Spanish 

speaking populations. 

Discourse:  “a historically, social and institutionally specific structure of 

statements, terms categories, and beliefs” (Corrin, 1999). 

Experiences:  This term is used inclusively for personal, professional, 

social, and political events that may be described by the women 

participants. 
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Faculty:  Job titles of assistant professor, associate professor, and 

professor, tenured and tenure-track, and lecturer and senior lecturer non-

tenured track 

Glass Ceiling:  A metaphor for “an invisible but impenetrable barrier 

between women and the executive suite, preventing them from reaching 

the highest levels of the business world regardless of their 

accomplishments and merits” (Commission, 1995).  For the purpose of this 

study this definition is extended from the business world to the academic 

world. 

Hispanic: a generic term typically used to describe all persons residing in 

the United States who are of Spanish origin and descent and/or whose 

origin is from Mexico, Puerto Rico, and Cuba, including countries in 

Central and South America (Tienda & Ortiz, 1986). Due to the fact that the 

vast majority of Hispanics are Mexican Americans (approximately 60%), 

this study will focus on this Hispanic subgroup.   

Latinas:  People of Spanish-speaking ancestry in the United States…The 

word “Latino” today means U.S. Hispanic (Gonzalez & Gandara, 2005).  

In this study the researcher will use the term Latina to refer to women of 

Mexican origin born in the United States. 

Mentor:  A trusted counselor or guide – Webster Dictionary 
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Mexican American: an American-born individual of Mexican ancestry 

(Rivera, Anderson, & Middleton, 1999). 

Racism:  An unfavorable attitude and perhaps an unfavorable action 

toward people who are members of particular racial or ethnic groups; it 

may or may not specify the type of relationship that exists between 

unfavorable attitudes and actions; and the idea of group ranking may be 

more salient (McLemore & Romo, 1998). 

Role Model:  Persons who can identify with a Mexican American female 

student’s higher education experience (Silva, 2003) 

Summary 

Chapter I introduces the study by presenting a brief overview of the 

research available on Latinas in administrative positions in higher 

education, the important roles these Latinas play as leaders in their 

respective institutions, and the research questions which arose from the 

statement of the problem.  The Literature Review in Chapter II provides a 

review of literature discussing the experiences of Latinas in higher 

education, literature on Latinas in higher education administrative 

positions, and theoretical framework.  The review of literature is presented 

in three sections.  Section One presents a historical overview of Latinas as 

students, faculty and administrators in higher education.  Section Two  

contains a review of studies examining factors that have impacted Latinas 
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in higher education, studies on Latina identity, and studies on Latinas in 

the academia.  Section Three discusses literature on the following theories:  

Latina Feminist Theory, Critical Race Theory, and Latino Critical Race 

Theory. Chapter III describes the research methodology and how data 

gathered through interviews was analyzed.  This chapter also provides the 

theoretical framework for the study.  In Chapter IV the data analysis and 

results for the research questions will be presented.  Chapter V will discuss 

the data and the relevance of the findings to the literature on Critical Race 

Theory/LatCrit Theory and to Latina Feminist Theory.  Conclusions and 

recommendations for future research are presented in Chapter VI. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



Texas Tech University, Rosa Gallegos, August 2012  

 

22 

 

 

CHAPTER II 

 

Review of the Literature 

 

Introduction 

 

Due to the limited literature on Latinas of Mexican descent in 

higher education, Chapter II provides a review of literature discussing the 

experiences of Latinas of varying origins in higher education and literature 

related to Latinas in higher education administrative leadership positions. 

The researcher uses the term Latino(s) as inclusive of both male and 

female and Latina when specific about women.  In addition in many 

studies the term Latinas includes Mexican American females, Puerto Rican 

females, Cuban females, Dominican females, etc. The first section 

discusses the history of Latinas in higher education as students and 

administrators.  The review of early studies on Latinas pursuing post-

secondary education assists in understanding the pressures these women 

lived through while attending institutions of higher education, including 

their feelings of isolation and obligation to family.  Later studies on 

Latinas as administrators highlight the anxiety Latinas feel as they 

continue to face the same obstacles their predecessors faced in the 1960s.  

Articles were analyzed that discussed the Latina’s attitudes toward higher 

education and the importance of obtaining an advanced degree.  This 

section also includes articles on the factors that have influenced the 
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success of Latinas in professional roles.  Included in the discussion are 

studies in which Latinas discuss factors that determined their success in 

completing their degree and holding administrative positions. Due to the 

dearth of literature on Latina administrators, literature on the experiences 

of Latinas in faculty positions are included.   

The section on Latinas as faculty outlines the issues and obstacles 

faced by Latina faculty.  Studies in which Latina faculty describe the 

challenges they continue to face even after receiving degrees are also  

included in the literature review. 

The chapter concludes with the discussion of the following 

theoretical frameworks: Latina Feminist Theory, Critical Race Theory, and 

Latino Critical Race Theory.  Through the discussion of these theories, the 

researcher hopes to understand the ways Latinas of Mexican heritage use 

their cultural identity and educational experiences to structure their 

leadership skills in order to cope with the demands of higher education 

administrative positions. Because the effectiveness of the Latinas as 

leaders may have been influenced by personal experience rather than 

professional experiences, it is important to understand the role that cultural 

influences have played.  Drawing from the previous work of Latina(o) 

researchers and theorist, this study uses the experiences of the Latina 

administrators to outline the unacknowledged leadership potential of the 
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Latinas.  The leadership characteristics of Latinas are unique and the 

analysis of the available literature indicates a lack of understanding as well 

as an under valuing of the roles Latinas play in higher education and the 

contributions they make.   

Early Higher Education Experiences 

Historical Events, Federal Policies and Programs 

In the 1970s, equal employment opportunities, affirmative actions 

court rulings, policies, executive orders, laws, and regulations led to the 

increased enrollment of racially diverse students as well as women in 

higher education (Williams & Clowney, 2007).   In her study, Silva (2003), 

points to several historic events within the education system and society 

that functioned as major factors influencing the number of Latino and, 

therefore, Latinas represented on college and university campuses across 

the nation.  Latino participation in such federal government support 

programs as the Servicemen’s Readjustment Act of 1944, the G.I. Bill of 

Rights, the National Defense and Education Action of 1958, the Civil 

Rights Act of 1964 and the Higher Education Act of 1965 were the initial 

policies that brought the Latino population into institutions of higher 

education (Aguirre & Martinez, 1994). These federal programs did not 

only open the previously locked doors of higher education institutions to 

diverse student populations, but also provided needed funding.  The 
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additional funding was an incentive for institutions of higher education to 

accept diverse students.  While federal programs and the increased funding 

may have prompted institutions of higher education to see Latinos as 

potential students, the enrollment of Latinas in higher education was 

greatly influenced by the “Chicano movement” and the modern feminist 

movement of the 60s and 70s (Holguin Cuadraz, 2005). These movements 

allowed Latinas to see their educational possibilities beyond the limitations 

that had been set by societal norms.   

Obstacles in Enrollment 

In the early 60s and 70s, Latinos struggled to gain acceptance into 

institutions of higher education and the few Latinas who made it on to 

higher education campuses found themselves invisible. In his 1986 book, 

Olivas explained that although there was a public perception that the 

Hispanic enrollment had increased greatly, the reality was very different 

and this was especially true of Latinas. Latina students were not only 

invisible in enrollment numbers, but the few that did attend found 

campuses unwelcoming and alien.  Acceptance by institutions of higher 

education was one of many barriers for Latinas who now understood the 

importance of higher education in changing their lives.  Once on campus 

Latinas found that their previous education was insufficient to meet the 

needs of college life according to the expectations of the dominant culture 
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(Cardoza, 1991).  They had to work harder and develop strong survival 

skills in order to navigate colleges’ unwelcoming environment.  Those 

Latinas who understood the importance of adding their experiences to the 

higher education landscape were not allowed to consider Latina research as 

legitimate research. Up until the 1980s, the concept of studying the 

experiences of Latinas as worthwhile research was without merit in higher 

education (Gandara, 2009). The few researchers who have chronicled the 

history of Latinas in higher education have had to go beyond traditional 

research in order to find literature on Latina faculty and Latina 

administrators.  It wasn’t until the Ford Foundation commissioned in 1978 

a comprehensive study on Chicanas from the Center for Research on 

Women at Stanford University and when the study was released Chicana 

studies became worthy of higher education study and could stand on their 

own ground (Holguin Cuadraz, 2005). 

Latinas’ Invisible Scholarship 

According to Holguin Cuadraz (2005), the early research on the 

experiences of Latinas in higher education was not accepted in research 

journals.  The Latinas’ early educational experiences were documented in 

essays and narratives in obscure journals by the few Latina scholars who 

managed to survive the numerous obstacles facing them. In chronicling 

three decades from the 70s to the 90s of articles on Chicanas, Holguin 
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Cuadraz encountered such titles as ‘Are we the forgotten woman’? 

(Delgado, 1971); ‘Are we the ‘non-existent minority’? (Escobedo, 1980); 

‘Are we the ‘invisible minority’? (Casas & Poterotto, 1983); or ‘Hispanic 

Women:  Making Their Presence on Campus Less Tenuous.’ (Nieves-

Squires, 1991).   

In her research Holguin Cuadraz emphasizes the importance of 

reading these early essays and narratives by pioneering Latinas to 

understand the obstacles they had to overcome in order to become a part of 

the higher education system. Holguin Cuadraz explains how the 

autobiographical, editorial, and political essays written by Latinas such as 

Corrinne Sanchez, Anna Nieto Gomez de azarin, Iris Blanco, and Bernice 

Zamora brought attention to the issues faced by Latinas in higher 

education.  Holguin Cuadraz, Sanchez (1973) in her essay titled “Higher 

Education y la Chicana?” declared that the colleges and universities across 

the United Stated excluded the Latina from participating on their 

campuses.  Nieto Gomez de Lazarin (1973) in the document “Chicana 

Perspectives in Education,” called for a class on “La Chicana and 

Education” and urged that courses on la Chicana become part of the 

required curriculum in Chicano studies.  Holguin Cuadraz states that 

Blanco in her 1976 essay “La Chicana and the University” published in La 

Raza Habla,  implored Chicanas to “become critical of the role of the 
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university and aware of the role they want us to play (p. 2).”   Zamora 

(1977) in her poetry ‘Notes of a Chicana Co-ed,” exemplified the tensions 

and illustrated the venues by which Chicanas found expression of the 

conditions they faced (Holguin Cuadraz, 2005).   

Latinas Push to be Noticed 

Gandara (2009) states that it was during the mid-1970s, that 

academics began to discover the tremendous achievement gaps between 

Latinos and Whites (p. 37). Moreover, when compared to any other racial 

or ethnic group during this period almost all studies dealt with Latinos as a 

homogenous group.  Latinas were not given much notice and studies 

specific to Mexican-American females were given less consideration.  

Gandara also explains how in the 1970s women as a whole were just 

starting to find their collective voice (Gandara, 2009, p. 37).  Latinas were 

beginning to see their possibilities even if society did not. The early 

narratives on the Latinas’ personal higher education experiences pushed 

studies into the mainstream of research and into more traditional and 

acceptable scholarship of the 1980s (Holguin Cuadraz, 2005).   According 

to Gandara, it took a while for the general public and for policymakers to 

pay attention to Latinas and to the differences that existed not only 

between men and women, but between women of color and White females 

(Gandara, 2009, p. 37). 
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Prior to 1990 the mainstream scholarly literature dealt with Latinos 

as a whole and did not distinguish between the experiences of males or 

females.  If Latinos were studied, the research focused on the plight of 

Latinos in higher education in regard to access, persistence and graduation 

rate (Aguirre & Martinez, 1993).  In his 1986 book, Olivas states that 

Latinos were rarely studied in the field of higher education and studies on 

Latinas in higher education were almost nonexistent.  Even though the 

1980s was called by some the “Decade of the Hispanic Woman”, Latina 

scholarship continue to struggle to be noticed and acknowledged.  But 

without the fanfare or backing of many institutions of higher education, 

Latinas continued to conduct research on Latinas and moved toward 

publishing their research into scholarly journals.  In 1979 three books on 

Chicanas were published: La Chicana by Evangelina Enriquez and Alfredo 

Mirande (1979), Twice a Minority:  Mexican American Women by 

Margarit Melville (1980), and Mexican Women in the United States, edited 

by Magdalena Mora and Adlaida del Castillo (1980).  These books were 

the emergence of scholarly research and contributions to come (Holguin 

Cuadraz, 2005).  Through their publication, “This Bridge Called My Back” 

Chicana Lesbian writers Cheríe Moraga and Gloria Anzaldua originated 

the formation of women of color identity. Slowly through their writings, 

Latinas began to shape conceptual paradigms that focused on the issues of 
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Latinas in higher education and how the issues were being addressed (Baca 

Zinn, 1980; Pesquera, 1985; Romero, 1992; Ruiz, 1998; Segura, 1986; 

Zavella, 1987).  Concepts such as “third world feminism,” double 

jeopardy,” “triple oppression,” and “race, class, and gender” were 

introduced and applied.  Gandara’ (1982) “Passing Through the Eye of the 

Needle” and Mckenna and Ortiz’s, The broken web: The educational 

experience of Hispanic American women, (1988) were the first full-length 

books solely dedicated to the topic of Hispanic women and education. 

During the mid 90s, while more studies on Latinas began to 

emerge, many of these studies continued to discuss the dropout rates and 

the performance levels of all Latinas.  There were very few studies that 

examined the cultural difference between Latinas from various ethnic 

groups. Holguin Cuadraz states that the small amount of available 

literature by Latinas was greatly influenced by resistance theorists such as 

Gloria Anzaldua’s 1987 “Borderlands.”  Studies such as Achor and 

Morales (1990) “Chicanas holding doctoral degrees:  Social reproduction 

and cultural ecological approaches,” Holguin Cuadraz (1996) “Experiences 

of Multiple Marginality:  A Case Study of Chicana Scholarship Women,” 

Rendon (1992), “From the Barrio to the Academy:  Revelation of a 

Mexican American ‘Scholarship Girl,’” and Gandara’s (1995), “Over the 

Ivy Walls” continued to refute cultural deficit theories which early 
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researchers pointed to as the reason for the lack of educational 

achievement by Latinos (Holguin Cuadraz, 2005). 

According to Holguin Cuadraz (2005), even though there appears 

to be a steady increase in the literature on Latinas, the changes are not 

occurring fast enough. Much like the increase in enrollment numbers of 

Latinas in higher education, the institutions of higher education are not 

making noticeable changes to meet these women’s needs.    In her 1990 

study, Sierra calls for a reexamination of Latinas as students, teachers, and 

scholars.  Sierra explains that the different experiences, perceptions, and 

responses on the part of women, point to the fact that Latinas have a 

leading role to play in the articulation of issues for the Latino community 

within and outside the halls of academia. 

After close analysis of the literature available Souto-Manning & 

Ray, 2007 found that even recent studies on Latina graduate experiences, 

much like African American women experiences, continue to be subsumed 

under the racial categories such as “Hispanic,” “minorities,” or “women” 

without considering how race, ethnicity, gender, class, sexuality, and other 

identity markers influence their varied and multiple experiences.   

Barriers and Obstacles to Advancement 

In outlining the evolution of the Latina experience in higher 

education, Holguin Cuadraz (2005) found that the educational experiences’ 
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of all Latinas remain very much the same. Holguin-Cuadraz also explains 

that as the number of Latinas in higher education continues to increase, 

they continue to face obstacles.  

While many early studies suggested that cultural roadblocks limited 

the educational achievement of Latinas, some studies found that many 

obstacles were due to the higher education environment.  In their 1984 

study, Casas and Ponterotto suggested that the barriers hindering the 

Latina’s educational growth and advancement are not centered in the 

individual but are the product of an environment that limits the availability 

of educational opportunities including financial resources and adequate 

academic preparation.   

Alva’s 1991 study discussed the importance of the campus 

environment.  Alva examined the role of protective factors within the 

Latino population and the impact of these factors on a student’s GPA.  

Findings revealed that the most significant predictor of the student's GPA 

was the individual’s subjective appraisal of his or her own personal college 

preparation, as well as the perceived support of the school environment. 

Educational support from teachers and friends, plus a sense of control over 

one's academic future, also predicted high GPAs  

In her 1997 study, Gloria also emphasized the importance of 

institutions of higher education providing a university-based community or 
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support system that is welcoming, supportive, and culturally relevant to 

Latina students. Gloria’s research revealed that, although university 

environments were perceived as supportive and friendly, for Latinas 

support from close friends, outweighed environment as a significant 

predictor for non-persistence.  This evidence indicates that, in spite of a 

supportive campus environment, a university that is impersonal and 

lacking in cultural relevancy will not be as effective in retaining Latinas. 

Access to other Latino/Latina administrators and faculty was considered 

important in decreasing feelings of isolation and alienation, thereby 

providing an environment that was perceived as welcoming and supportive 

(Gloria, 1997). 

Casco’s 1994 study highlights the need to examine specific factors 

that influence Latina retention on college campuses.  Through narratives of 

the higher education experiences of Latinas who attended a college or 

university during the 1950s, Casco examined and measured the higher 

education progress of the participants.  According to the findings, many of 

the experiences of Latinas in higher education have remained the same 

over the years. The participants related their conflicting feelings of familial 

obligations and isolation.  They explained the difficulty they encountered 

in balancing academic and family responsibilities while also maintaining a 

job.  
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Estrada (1986) conducted a study focusing on Latinas and their 

attitudes toward higher education as a means of personal, social, and 

economic advancement. Estrada examined how attitudes and other factors 

such as age, residence, income, and educational level affected the 

educational decisions made by these women. Findings revealed that 

obtaining a higher education was important on a personal level and also 

resulted in social and economic advancement. Participants in Estrada’s 

study reported that their educational goals included obtaining a college 

education despite feelings that other priorities or responsibilities might 

interfere with their success. Half of the respondents reported receiving 

encouragement to attend college from early home and school experiences. 

The participants identified their mother as the most influential person in 

promoting education. In addition, the women perceived their overall status 

as lower than that of men and Anglo women. It was concluded that the 

participants in the study retained positive attitudes towards education and 

believed that a higher education led to general advancement and increased 

social status. 

In a similar study, Gandara (1995) examined high-achieving 

Latinas with doctoral level educations whose family backgrounds included 

low-income households with little formal education. The subjects in this 

cohort began school with Spanish as their primary language, were sons and 
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daughters of farm workers or other unskilled laborers, and had completed 

doctoral degrees from the country's most prestigious institutions. Gandara's 

study revealed that the family’s participation and contribution were 

influencing factors in their children’s success. Two-thirds of the 

participants felt persistence rather than innate ability contributed to their 

success, and most subjects saw themselves as hard workers who, like their 

parents, would never give up. According to Gandara, in order to succeed, 

however, persistence had to be accompanied by educational opportunities. 

Casas and Ponterotto in their 1984 study concluded that Chicanas 

in higher education will continue to face stereotypes which contribute to an 

inaccurate profile and misunderstanding of their capabilities.  The data 

indicates that many Chicanas do not fit into the passive, stereotypical mold 

but reported speaking up in class and when necessary took the initiative to 

seek help from an instructor outside of class.  The Chicanas in the study 

did not report having a negative self-concept, but instead reported being 

proud of both their ethnicity and gender.   

Moya’s 2001 study found that Latinas did not distinguish their 

empowerment as women from the empowerment of their families and 

communities.  The Latina participants indicated that their success was just 

as important as their families.  In the study by Reyes and Rios (2005), the 

themes that emerged from the participants dialogues were the importance 



Texas Tech University, Rosa Gallegos, August 2012  

 

36 

 

 

of interaction and connection with family and friends which inspired and 

motivated.  The authors state that Latinas find strength in staying involved 

in their communities and maintaining familial relationships.  The Latinas 

also expressed the importance of remaining close to those individuals that 

remind them of their cultural values.  In order to remain focused and 

survive educational obstacles, these Latinas found it essential to nurture 

the cultural events and situations that connected their personal and 

professional settings. 

According to Mellander & Mellander (2001), factors that explain 

the historic underachievement of Mexican American women vary, but 

there is evidence that the existence of role models and mentors will help 

increase persistence and retention of Latinas at all levels of education.   

The role models or mentors show their mentees how to effectively balance 

the demands of the White male-dominated academy while maintaining the 

traditions and customs of her Latina culture (Maes, 2010). 

Latinas’ Illusionary Progress in Academia 

Throughout most of the 20
th

 century, Latinas were among the 

lowest academically achieving social groups in the U.S.   Quantitative 

analysis and national statistics reveal that this historical trend has been 

reversing since the 1980s (Bean and Tienda, 1987).  But Cammarota 

(2004) found that although Latinas are reversing a historical trend of 
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academic failure, they maintain a higher attrition rate than females from 

other racial and ethnic groups.   

While women in general have made tremendous strides in 

enrollment in higher education and finding lower level positions, women 

of color especially Latinas continue to struggle to find the path to the 

“highest rang” of the higher education ladder in the academy.  Latinas 

continue to have difficulty moving into positions with room for 

advancement or lucrative financial compensation (Maes, 2010).  

Latinas have steadily increased their high school and college 

graduation rates over the last 20 years (Cammarota, 2004).  But, according 

to Segura (2003) few Latinas, who complete higher education pursue 

doctorates.  In 1995-96, 2.7 percent of all Ph.D.s awarded nationwide went 

to Latinas (U.S. Department of Education, 1999).  Higher education 

statistics between 1990 and 2000 seemingly indicated that Latinas are 

moving successfully through the academic degree system, but upon a 

closer look Latinas continue to remain underrepresented within doctoral 

granting institutions (Souto-Manning and Ray, 2007).   

Gloria in her 1997 study identified Latinas as the “non-existent” or 

“invisible” minority in higher education.  According to Gloria, even 

though Latinas have reached an unprecedented level of academic 

achievement, the under representation of this segment of the population in 
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higher education faculty positions and in numerous academic programs 

can only be explained as “non-existent.”  The alarmingly low percentages 

of young adult Latinas with high school or college degrees underscores the 

need to examine carefully the factors and types of support systems that can 

positively influence their academic standing. 

Adobe Ceiling and Latinos 

Robles (2000), in her study examined the illusionary appearance of  

growth in numbers of Latino/as in higher education as graduate students 

and faculty members. In her findings Robles highlighted the crucial state in 

the attrition rate of Latinas in Bachelor’s and Master’s degree programs 

and the current number of Latinas in the academy.  Although there 

appeared to be significant increases in numbers of Latina faculty and 

graduate students, these data may not be as significant as they appear when 

juxtaposed to the rapid growth of the Latino population as a whole.  Her 

study revealed the importance of the roles Latina faculty played in the life 

of young Latina scholars.  According to Robles, the leadership roles 

provided by current Latina faculty are multi-faceted: Latinas in the 

academy are an essential source of information on career opportunities, on 

how to establish networks of scholarly support, they provide research and 

instructional guidance, and provide advice on how to avoid the “adobe 

ceiling” a term coined by Robles.  The term “adobe ceiling” describes the 
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relegation of talented Latino women scholars and intellectuals to non-

tenure track support roles in the academy when they have been denied 

tenure.  

Robles recommends increasing the number of Latinos in higher 

education through enhancing recruitment and retention, increasing 

informational mentoring, showcasing research, collaborating on research 

projects, and working with outside organizations and public-service 

offices. According to Robles, without prompt action, the institutions of 

higher learning will fail to produce an expanding pool of trained and 

talented Latino labor-force-participants, from where will-come-future-

taxpayers to replace the aging white labor-force participants and current 

taxpayers.  

Career Progress  

Martinez Rogers (1995) addresses the under-representation of 

Latinas in academia by examining their career progress and job 

satisfaction. Through an assessment of job satisfaction related to 

supervision, salary, promotion, recognition, job security, working 

conditions, responsibility, and relationships with colleagues. Martinez 

Rogers concluded that Latinas who achieve advanced degrees in the 21
st
 

century encountered low pay scales and limited advancement in academia. 

According to Martinez Rogers these barriers cause institutions of higher 
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education to lose Latinas to other industries, contributing to minority 

faculty shortages for educational institutions throughout the U.S.  She 

stresses the importance of providing opportunities for minority women in 

order for them to succeed in academic careers (Martinez Rogers, 1995).   

Hiring Practices 

A study by Hernandez (1997) outlines the difference in treatment 

of Latinos by institutions of higher education.  According to Hernandez, 

American universities have maintained long-standing gender biases that 

ignore the contributions of Mexicans (Hernandez, 1997).  Even though 

Hernandez’s study focuses on the employment of Latinas in specific 

academic departments, the study’s findings are important in order to 

evaluate the hiring practices throughout departments in higher education. 

Hernandez states that academic departments that are unwilling to employ 

and tenure Latinas contribute to the overall under representation of Latinas 

in the workforce.  

Haro’s 1995 research examined the appointments of Latino 

presidents and academic vice presidents.  He questioned negative 

perceptions toward Latinos and the impact their selection for key 

leadership roles in higher education. Findings revealed that faculty, 

administrators, and trustees from different campuses expressed concerns 

about the “style” of Latino candidates. An ambitious Latino was viewed as 
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presumptuous, contentious, and “lacking seasoning,” whereas a white 

candidate with the same qualities was seen and admired as having “drive 

and determination.”  

Haro concluded that the selection of academic vice presidents and 

presidents was influenced by underlying negative perceptions and 

stereotypes based on gender and race.  The negative perceptions and 

stereotypes placed on equally qualified female and minority candidates 

disadvantaged them against non-minority candidates vying for the same 

position.  The data painted a disturbing picture for Latino candidates.  

According to Haro, while the appointment of Latinos to executive 

positions in higher education is improving, progress is still “painfully 

slow.”  Haro also states, Latinas bear a double burden being considered 

less desirable because they are women and people of color. Latinas posses 

a triple minority status:  they are women; members of a racial and ethnic 

minority group; and a majority of the time, they are in a low socio-

economic status group (Maes, 2010). 

Latina Administrators 

Literature on Latina administrators in higher education is limited.  

The majority of the early research which included Latinas in higher 

education administrative positions centered predominantly on African 

American women and/or grouped minority women into women of color 
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with little research on Latinos and even less on Latinas (Esquibel, 1992; 

Gorena, 1996;  Martinez, 2005).  De Los Santos, Jr. and Vega (2008) in 

their review of literature on Hispanic administrators and leaders in higher 

education found a small mixture of dissertations, scholarly articles, 

chapters and books on Chicano, Latina/os and Hispanic administrators.  

The review indicated that between 1993 and 2003 only four scholarly 

studies were devoted solely to Latina administrators in higher education 

with a couple being unpublished dissertations. The literature reviewed by 

De los Santos and Vega was divided into studies targeting community 

college Latina/os administrators and university Latina/os administrators 

with the majority of the research on community colleges.  The studies were 

focused on the following areas: influential factors in the appointment of 

Chicano administrators, factors affecting the socialization of Mexican 

American midlevel administrators in Texas, reflections of Latina/os in 

executive positions, profiles of Latina administrators, life experiences and 

professional challenges, development of Latina/o leaders and 

adversity/dilemmas faced by leaders of color.    

Reasons for Small Number of Latinas 

Early literature discusses the limited number of Latina 

administrators and the reasons for the limited number.  Even though 

women often bring different things to their disciplines, universities, and 
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students (Aisenberg & Harrington, 1988), Goetting (1995) noted that 

"often these differences were not well-received", particularly from women 

of color. Women in general tend to be concentrated in the lower-level 

leadership positions, with women of color holding a small percentage of 

these positions (Berry-man-Fink, LeMaster & Nelson, 2003).  For those 

few Latinas who are in academia either as administrators or as professors, 

they hold positions in student services, such as counseling student life, and 

academic support programs.  The unfortunate aspect of this is that Latinas 

often remain in these positions during their entire time in higher education, 

which is often called the “Hispanic box.”  These positions do not offer 

many opportunities for research, publishing, or professional exposure, 

which can also result in the lack of support by their higher education 

supervisor (Maes, 2010).   

Latinas Dual Burden 

According to researchers, if women are still facing a “Glass 

Ceiling” in higher education according to Latina researchers, then Latinas 

face an “Adobe Ceiling,” in that potential higher education leadership 

positions and advancement is obstructed. Pinto Alicea (2003) uses Robles 

(2000) concept of “Adobe Ceiling” to compare the “Glass Ceiling” that 

White women face to the more obstructed “Adobe Ceiling” that Latinas 

encounter in careers.  While White women can see what lies ahead through 
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the glass ceiling, Latinas have no vision of possibilities or opportunities. 

The possibilities or opportunities for many Latinas are obscured by 

educational systems which often devalue the Latinas cultural knowledge 

which also “reinforces and perpetuates social inequality” (Maes, 2010).  

 According to Cardoza (1991), Latinas are a triple minority.  They are 

women, they are members of an ethnic minority group, and they are very 

often members of the lowest socioeconomic stratum.  The “dual burden” 

according to Singh, Robinson & Williams-Green, 1995, also known as a 

“double bind” of discrimination by Warner (1995), illustrates the 

continued struggles that women of color face as they pursue and prepare 

for executive-level leadership roles in higher education (Wilson, 1989).   

While the number of college students from diverse ethnic/racial 

backgrounds has steadily increased, the same level of diversity has not 

been achieved from those holding leadership roles in higher education 

(Harvey & Anderson, 2005).   

Latinas Navigating Higher Education 

According to research on women of color, one of the major 

obstacles is the lack of understanding or knowledge on the informal power 

structure of institutions.  Studies such as Avery’s 1977 and Scott’s 1979, 

spoke to all women of color or minorities about the obstacles of “treading 

on alien turf” as they attempted to move up the higher education hierarchy.   
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Avery (1977) found that the young minority and women professional may 

be unfamiliar with the traditional hierarchy of higher education 

institutions.  Many of these women do not know how to navigate the 

hierarchy or do not fit.  In the discussion of some common pitfalls to avoid 

for minority and women professionals moving up the hierarchy, Scott 

(1979) emphasizes the importance of understanding the environment and 

the authority hierarchy of the organization.  Even though minorities are 

“treading on alien turf” there are some coping strategies available for 

minorities and women to use in avoiding pitfalls as they move up the 

hierarchy.   One of the most important strategies for minorities and women 

is to learn how to present and promote themselves in strategic situations 

such as when committee assignments are being made for tasks viewed as 

crucial to the future of the institutions.  According to Scott, minorities and 

women also need to find a mentor or individual who takes a professional 

interest in their professional growth.   

Increasing Latinas in Higher Education 

 Escobedo (1980) explores the “nonexistence” of Latinas in higher 

education and the barriers that limit the participation of Latinas in higher 

education and their professional advancement.  Escobedo concludes that 

institutions of higher education must focus on environmental factors 

impeding advancement of Latinas in the academe.  She recommends 
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several steps:  active recruitment of Latinos at the graduate school level, 

development of a support, and involvement of Latino faculty who can 

serve as mentors.  Escobedo’s study focuses on three key areas that 

contribute to the misdistribution of males and females in education 

administration:  personal and social roles; personal, and family constraints; 

and discriminatory patterns in training, hiring, and promotion.  Escobedo 

adds that to increase the number of qualified aspiring Latina 

administrators, Latinas must do the following:  Obtain credentials in 

education administration, apply for positions in education administration, 

encourage other Latinas to aspire to positions in education leadership 

(Escobedo, 1980). 

Esquibel (1992 and 1977) identified seven factors  that influenced 

the appointment of Latino administrators : (a) new initiatives, such as 

training programs, workshops, and so forth; (b) emphasis the administrator 

placed on maintaining Latino roots; and (c) advocates on the governing 

boards, screening committees, and search firms (Esquibel, 1992).  

In a national survey on the perceptions of Latina administrators, 

Gorena (1996) collected data from 68 participants in the United States.  

Through her findings, Gorena developed a profile of the Latina senior 

higher education level administrator: a dean, Mexican-American, 45 years 

old, married, Catholic, and holding a doctorate.   Gorena found the five 
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major factors in the professional category seen as positively influencing 

career advancement included education and training, goal-setting, 

networking, knowledge of mainstream system, and knowledge of the 

advancement process.  In addition the participants in the study indicated 

that traditional Latino cultural values and ethnicity hindered advancement.  

Family and personal factors were seen as positively influence on 

advancement while household responsibilities were seen as hindrances.  

Family, peers, and colleagues were identified as positive influences.  

Institutional faculty and staff were coded as hindrances. 

Factors Influencing Latinas Advancement 

Esquibel (1993) conducted studies in 1979 and 1991 to identify 

factors that most influenced the appointments of Latina administrators.   

Findings revealed that possessing a doctorate (as a terminal degree) was 

very important for upward mobility. In terms of family, Latinos/as whose 

mothers reached high levels of education held higher-level positions in 

administration. Physical characteristics such as height and skin color, 

appeared to be important, and a taller-than-average height and lighter skin 

color were particularly important in positions of higher visibility, such as 

university presidents. Other physical characteristics such as weight, eye 

color, and hair color were determinants for success Demographics of 

student population at an institution also proved to be important. It appeared 
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that the administrative level of Latino/as increased as the percentage of 

Latino/a students decreased. Most Latino/a administrators held positions in 

institutions where Latinos/as made up less than 15 percent of the student 

body. Administrators who held higher-level positions were born outside 

the state in which they held their position, usually outside the Southwest. 

Educational level of one’s spouse and mobility proved to be important 

factors in advancing within administrative ranks. Approximately three 

quarters of all spouses of senior level administrators had at least a 

bachelor's degree and approximately half had post-graduate degrees. 

Esquibel (1993) concluded that during the past 25 years the number 

of Latino/a administrators has increased dramatically from virtually none 

to more than 1,225. Data on gender revealed that 11 percent of all 

respondents in 1976 were female as opposed to 30 percent in 1991. This 

15-year increase was not as dramatic or unexpected when considering a 

number of variables including increases in the Latino/a population, in the 

number of institutions, and in the number of administrative positions in the 

Southwest. 

 Haro and Lara (2003) found that the professional literature on 

Latina contains important statistical and analytical studies on this minority 

population as students and non-teaching faculty, but very little has been 

done on their status as college and university administrators.  In their book, 
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Haro & Lara review the current information available on Latina(o)s in 

higher education influential administrative positions.  While White females 

have been given positions in higher education administrative positions, 

Latina(o)s have not fared as well.  In many elite institutions of higher 

educations, White females are preferred above Latina(o)s.  The increase in 

Latina(o) students in higher education in many cases has been the driving 

force behind the hiring of Latina(o) faculty and staff.  Latina(o)s faculty 

and staff in many educational institutions continued to be concentrated in 

the traditional student services.  Leadership programs are important in 

providing support for Latina(o)s as they seek leadership position in higher 

education.  It is important that Latina(o)s currently in leadership 

administrative positions, serve a influential change agents in opening doors 

for other Latina(o)s (Haro & Lara, 2003). 

According to Valverde (2003), the unjust devaluing of Latinos is 

even worse when one looks deeper into this whole aspect of evaluating 

applicants for selection.  Studies such as Aguirre and Martinez 1993 as 

well as Ortiz 1995 have shown that it takes more than a few more years in 

rank for women and persons of color to move up the organizational ladder.  

Research indicates that a person with more years of experience is typically 

more qualified to advance.  Valverde states that persons of color do not 

benefit from such logic again adds to evidence that (1) persons of color are 
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seen not to be as able as whites (racism), (2) there is an unconscious bias 

toward white males (unfounded favoritism), or (3) the value of persons of 

color is less than that ascribed to white candidates (Valverde, 2003)  

Leon’s 2003 book includes demographic information about 

Latinas/os in the 21
st
 century, the transition of Latina/o students from high 

school to college, and on  to graduate studies. He outlines the importance 

of developing faculty mentoring programs and describes the experience of 

Latina/o as academic leaders.  Leon proposes a model for leadership 

development program for Latinas/os.   The book that Leon edited in 2005 

not only provides data about Latina/o demographics, but also includes a 

chapter on the experiences of presidents of color in higher education. The 

main part of the book describes not only the older, traditional programs of 

leadership development in higher education, but also newer programs 

designed to prepare the future leaders in higher education. 

De los Santos and Vega in their 2008 study found that the number 

of Latinas in higher administrative positions continues to increase in 

Community Colleges, but yet remains low at Universities.  In 2001, only 

13 states had institutions in which the president or chancellor was Latina/o.  

By 2006, that number had increased to 22.  Both in 2001 and 2006, 61 

percent of all Latina/o CEOs served in associate’s degree institutions.  Of 

the 180 Hispanic-serving institutions in the continental United States that 
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were members of HACU in 2007, only 56, or 31 percent, had Latina/o 

CEOs (De Los Santos Jr. & Vega, 2008). 

According to Gonzalez (2007), Latinos, do not occupy academic 

leadership positions in numbers that reflect their presence in the 

population.  He explains that very few Latinos head institutions of higher 

learning, and most of those who do are at 2-year and 4-year colleges, with 

no more than a handful serving as presidents of research universities.  

Gonzalez concludes that this situation is not good for the country, which 

needs more diverse leadership at its universities to prepare an increasingly 

multiracial and multicultural population for the knowledge-based 

economy.  He states that Latino scholars are not hired for the same reasons 

as White academics are.  They are not treated as people who building 

administrative careers but rather as disposable candidates filling minority 

slots (Gonzalez, 2007).  Researchers have found very few studies on 

Latino administrators and up until recently studies on Latinas in higher 

education administrative positions were almost nonexistent (Holguin 

Cuadraz, 2005; Casas & Ponterotto, 1984; Escobedo, 1980; Gomez & 

Fassinger, 1995; Gorena, 1994; Haro, 1995).   
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Latinas in New Mexico and Texas 

Increasing Numbers of Latinas of Mexican Descent 

Latinas of Mexican origin will make up an estimated 32 million 

which will represent 8 percent of the total U.S. population in 2050.  

According to the data collected by the Census Bureau, Mexican Americans 

numbered 7.2 million in 1978 and accounted for 59 percent of the total 

Latino/Hispanic population of the United States.  Astin and Astin (2000), 

found that the majority of Mexican Americans in 1978 lived in the 

Southwest.  In 1976, 2.5 million Mexican Americans lived in Texas, 

319,000 lived in Arizona and 214,000 resided in New Mexico.  The  

concentration of Mexican Americans was heaviest in Texas constituting 20 

percent of the total population and in New Mexico, Mexican Americans 

constituted 18 percent of the total population. 

  In the United States, Mexican Americans as a demographic group 

have the largest drop out rate and the lowest rate of success in higher 

education.  In 1979 Texas had the worst record in educational attainment 

by Mexican Americans.  Only 86 percent of the Mexican Americans 

compared with 100 percent of the Anglos completed eighth grade.  Only 

53 percent (compared with 85 percent of the Anglos) graduated from high 

school; and only 16 percent (compared with 53 percent of the Anglos) 

entered college.  Mexican Americans fared best in Arizona in the 81 
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percent (compared with 89 percent of the Anglos) graduated from high 

school, and one-third (compared with 53 percent of the Anglos) entered 

college (Carter & Segura, 1979).  Additional data from Carter & Segura 

(1979) show that college completion rates  were highest in New Mexico (7 

percent of Mexican Americans, 24 percent of Anglos).  Increasing the 

levels of educational attainment for Mexican American women, therefore, 

will be a key factor in shaping the educational attainment of future 

generations (Astin & Astin, 2000).   

Latina and Latino Administrators Appointments in Texas and New 

Mexico 

Mata (1993) examined perceptions held by Anglo and Latina 

administrators in institutions of higher education in south and west Texas.  

Her studies reviewed the multiple roles of these administrators, including 

professional versus spouse, professional versus parent, professional versus 

self, spouse versus parent, spouse versus self, and parent versus self. 

Participants included 193 Anglo females and 41 Latinas from 6. The data 

indicated that the multiple family and career roles held by women are 

exacerbated by societal expectations. While the roles of marriage and 

parenthood resulted in satisfaction and happiness, these roles also causing 

extreme stress. 
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According to Mata, women in higher education leadership 

positions are not immune to conflicts resulting from their roles as 

professionals, spouses, and parents. Mata’s research indicates that little is 

known of the perceptions that Latina administrators hold relative to their 

multiple roles of professional, spouse, parent, and individual, as minority 

women have been sorely neglected in research focusing on sex roles and 

family. Mata concluded that data on the perceptions of Latina 

administrators are vital to the recruitment of other Latinas into 

administrative positions and to explain their under-representation in 

leadership roles in institutions of higher education (Mata, 1993). 

Esquibel’s 1977 dissertation is one of the few early studies that 

centered on Latino administrators or leaders. Esquibel surveyed Latino 

administrators in 2-year colleges and 4-year colleges at the department 

chairperson level or higher, who were either tenured or on regular 

institutional funds, in five states: Arizona, California, Colorado, New 

Mexico, and Texas. He found four factors as influential in their 

appointment: (a) political involvement and contacts; (b) pressures by 

Latino students and community members for more Latino administrators; 

(c) the Latino concentration or ethnic composition of the respondent’s 

institution and community; and (d) affirmative action plans and 

requirements (Esquibel, 1977). 
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Acevedo conducted a study 2 years later on the socialization of 

Latina midlevel administrators in Texas institutions of higher education. 

Acevedo (1979),  found that five factors affected their socialization: (a) 

limited prior socialization to the norms and values of the institution; (b) 

limited roles at the institutions, in many instances prescribed along ethnic 

concerns; (c) demands of ethnic constituencies to take their needs within 

the purview of the institution; (d) paucity of reference or peer group 

members important for direction on reference to institutional requirements; 

and (e) lack of institutional sponsors or mentors to serve as advocates or 

support system. 

In a more recent study of the life experiences and professional 

challenges of Latina academic and student affairs administrators at four 

institutions in the University of Texas system, Silva (2003) found the 

female administrators also adjusted in cultural identity, grounded in 

family, with a strong work ethic and a passion to make a difference. 

Theoretical Framework 

This qualitative study will use the Critical Race Theory (CRT), the 

Latino Critical Race Theory (LatCrit) and the Latina Feminist Leadership 

Theory as the critical lenses to gain an in-depth understanding of the 

personal and professional experiences that have impacted the Latinas’ lives 

and their administrative positions.  The use of these three theoretical 



Texas Tech University, Rosa Gallegos, August 2012  

 

56 

 

 

frameworks allows the exploration of these Latinas as an ethnically diverse 

group.  Information from the interviews was used to present further 

evidence validating the participants’ personal and professional experiences 

and naming specific factors and themes that have impacted their 

administrative positions.  Through the interviews and a demographic 

questionnaire, information was gathered about their early life experiences, 

early mentors or role models, higher education experiences, early 

administrative experiences, and family experiences.   For the purpose of 

this study, the CRT, LatCrit and Latina Feminist Theories were used in 

data collection and data analysis.   

According to researchers within the last ten years scholars have 

adopted CRT methods and theoretical frameworks in educational research 

(Ladson-Billings, 1998; Ladson-Billings & Tate, 1995; Lynn, 1999; 

Parker, 1998; Solórzano, 1997; Tate, 1997).   CRT is gaining recognition 

in the field of education as a tool to uncover the inequities existing in the 

educational system and to promote social change within that system 

(Delgado Bernal 2002).  LatCrit also offers epistemological, 

methodological, and theoretical contributions to educational research but 

has not yet been adopted as widely as CRT in the educational field.  The 

use of CRT and LatCrit as theoretical frameworks has increased because 

both methods contest dominant ideology and allow researchers to bring to 
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light the value in the different perspectives of diverse individuals and role 

these views play in the success of these individuals (Ladson-Billings, 

1998; Ladson-Billings & Tate, 1995; Lynn, 1999; Parker, 1998; Solórzano, 

1997; Tate, 1997). 

Critical Race Theory (CRT) and Latino Critical Theory (LatCrit) 

The use of CRT and LatCrit as theoretical frameworks for the study  

allowed the researcher to analyze the information gathered from the 

participants’ interviews based on how the views of society may have 

shaped the Latinas’ perception of education and their leadership skills.  

Through the use of CRT and LatCrit, researchers like Crenshaw (2002) 

and Bernal (2001) have questioned the views held by society and higher 

education.  While these views may have limited or restrained certain 

aspects the lives of Latinas, what has helped these Latinas achieve or 

overcome these obstacles?   

CRT evolved during a period of social unrest in the United States 

(Crenshaw, 2002). With its foundation in Critical Legal Studies, CRT is a 

product of the early works of Derrick Bell and Alan Freeman in the mid-

1970s in response to the slow pace of racial reform in the United States 

(Ladson-Billings, 1999). It was apparent to Bell, Freeman, and other legal 

scholars such as Richard Delgado and Kimberly Crenshaw, that many of 

the gains made in the Civil Rights Movement of the 1960s were regressing 



Texas Tech University, Rosa Gallegos, August 2012  

 

58 

 

 

(Delgado, 1995). According to these researchers, the white experience or 

view was being used as the authoritative standard to bind and limit people 

of color.  The view of the dominant group directed, controlled and 

regulated the terms of proper thought, expression, presentation, and 

behavior.  CRT strives to give voice to diverse groups by eliminating racial 

oppression and thus achieving racial justice.  This theory brings to light the 

devalued, misinterpreted or omitted histories, experiences, cultures, and 

languages of people of color in educational settings (Tate, 1997).   

According to Valdes (1998), CRT scholars believe there are two differing 

accounts of reality:  the dominant reality that “looks ordinary and natural” 

to most individuals, and a racial reality that has been filtered out, 

suppressed, and censored.  These frameworks reveal how the dominant 

ideology of color blindness and race neutrality acts a camouflage for the 

self-interest, power, and privilege of dominant groups in American society 

(Calmore, 1992; Delgado, 1989). 

Delgado Bernal (2002) explains that through the use of CRT, 

Latinas are viewed as the holders and creators of knowledge who have 

much to offer in transforming educational research and practice.  CRT 

allows the researcher to embrace the use of counter stories, narratives, and 

autobiographies to unveil the unique experiences of Latinas and other 

women of color (Delgado Bernal, 2002).  CRT speaks from a critical race-
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gendered epistemology and focuses theoretical attention to issues of social 

inequity and social injustice (Crenshaw, 1995). According to Parker and 

Lynn (2002), CRT is also concerned with other areas of difference, such as 

social class, sexual orientation, and any inequities that individuals 

experience. CRT advances an approach that allows researchers to use 

counter-stories, narratives and autobiographies to unveil unique 

experiences that are not typically described or disclosed from commonly 

viewed perspectives (Bernal, 2002). 

LatCrit researchers explain that LatCrit is similar to CRT.  The 

basic perspectives of LatCrit are supplementary and complementary to 

CRT.  Solorzano and Delgado Bernal (2001) state that since LatCrit is 

derived from Critical Race Theory (CRT) and thus LatCrit can be named 

as a cousin framework to CRT.  LaCrit allows the foundational tenets of 

CRT to be more inclusive of the cultural influences of Latinos.  Valdes 

(1996), states that LatCrit is more concerned with the Latina/Latino pan-

ethnicity.  LatCrit enhances CRT in that it focuses on the multidimensional 

identifies of Latinas/Latinos.  According to some researchers, LatCrit 

addresses issues often ignored by critical race theorists.  LatCrit has been 

defined as “the emerging field of legal scholarship that examines critically 

the social and legal positioning of Latinas/Latinos, especially 

Latinas/Latinos within the United States, to help rectify the shortcomings 
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of existing social and legal conditions” (Valdes, 1998).  As a research 

method, LatCrit allows the researcher to address the intersectionality of 

racism, sexism, classism, and other forms of oppression.  Hernandez-

Truyol (1997), found that as a theory, LatCrit has a tradition of offering a 

strong gender analysis so that it “can address the concerns of Latinas in 

light of both our internal and external relationships in and with the worlds 

that have marginalized us” (Hernandez-Truyol, 1997).  Critical race theory 

(CRT) and Latino critical race theory (LatCrit) demonstrate how critical 

raced-gendered epistemologies recognize Latinas as holders and creators 

of knowledge.   

According to Bensimon & Neuman (1993), the limited literature on 

the development of Latina leadership, points to the development of Latina 

leadership through a combination of various leadership and cultural 

theories.  This view of leadership goes directly against the historical 

societal view of leaders and leadership.  Historical theories of leadership in 

higher education have been proposed and critiqued by White men, and 

strategies and tactics proposed that maintain the status quo (Bensimon & 

Neumann, 1993, Shakeshaft, 1987).  And, women-centered leadership 

approaches homogenized the community of women ignoring women of 

color and thus Latinas (Blackmore, 1999).  In understanding the 

importance of the role, personal and professional experiences play in the 
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lives of Latina/Mexican American female administrators, the researcher  

also needed to understand the role Latina Feminist Theory plays in 

creating the leadership identity of the Latina/Mexican American female 

participants. 

Latina Feminist Theory and Latina Identity 

The use of CRT and LatCrit allowed the analysis of the data 

according to society and higher education’s stereotypes that limited and/or 

suppressed Latinas.  In addition to CRT and LatCrit, the Latina feminist 

theory also provided a framework for this study. It is necessary to 

understand the Latina Feminist’s perspective and how this diverse 

perspective is also shaping society and higher education.  It is equally as 

important to understand Latinas as women and as culturally diverse 

individuals.  While all Latinas do not function or live within the 

framework of the Latina Feminist perspective it did allow the researcher a 

point of  reference from where to begin to evaluate the views of these 

Latinas.  According to Tienda and Ortiz (1986), even though the only 

common thread among these Latinas maybe their Mexican heritage, each 

Latina may still identify with different aspects of their heritage at varying 

degrees. 

Latina feminist theory has contributed significantly to 

contemporary and critical thinking about the social condition of Latinas in 
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the United States.  Research on the Latina Feminist perspective points to 

several theories which have influenced the development or shaped the 

Latina identity or identities.  Linked to Latina feminist theory is the CRT 

concept of intersectionality, which examines the notion that race, gender, 

and social class intersect to produce a system granting Latinas with 

unequal levels of power and privilege.  Intersectionality advocates the 

view that Latinas’ experiences are inextricably coupled with their race and 

gender.  

According to research, it is impossible for Latinas to separate their 

twin identities, race, and gender. Much like Lloyd-Jones (2009) analysis of 

an African American woman’s separate identities, a Latina can be referred 

to as “both/and” because her identity places her in two oppressed groups, 

Latina and female.  The Latina’s race intertwines with her cultural. 

According to Canul Harris (2003) study on the relationship between 

several Latina(o) cultural values and administrative work styles, from a 

Latina administrator’s perspective cultural influences are integrated  

into the realities of her job.  Segura (1992) found that for the Latina, her 

accomplishments are connected to her racial and ethnic makeup as well as 

her culture.  Vera and De Los Santos (2005), in their study explain how 

feminist Anzaldua’s (1987) research found that by straddling two cultures, 

Latinas developed a hybrid or mestiza identity.  According to Anzaldua 
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(1987) developing her identity the Latina has to depend on her capacity to 

be flexible enough to switch between different and often conflicting 

cultural codes or ways of being and even identities. 

According to the research conducted by Vera and De Los Santos, 

the Latina identity has not been served by the traditional research on 

women. The limited research on Latinas focuses on quantitative research 

methodology and does not capture the nuanced descriptions needed to 

describe these women’s experiences. The traditional positivist models and 

theories do not succeed in explaining emerging areas of self-awareness of 

the Latina (Vera & De Los Santos, 2005). 

Vera and De Los Santos’ research highlights the need for studies in 

the development of a different research paradigm that draws from the 

unique life and educational experiences of Latinas in their creating their 

identity.  According to Vera and De Los Santos there is a need for Latinas 

to open new doors by voicing the aspects of their lives and documenting 

the ways in which they interact within cultures; intersect among race, 

class, gender, and sexuality; and experience adult maturation as it occurs 

within the identity formation process.  Much like Anzaldua’s (1987) 

research, Vera and De Los Santos found that Latinas negotiate two cultures 

in educational and work environments which effect the development of 

their identity.   
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Some theorist stress that the concept of “double consciousness” 

which allows individuals to exist by encompassing the development of a 

bicultural identity.  Theorists argue that bicultural people experience 

simultaneous socialization into two cultural systems, which provides them 

with the flexibility to be able to function effectively within both settings 

(Rashid, 1981; Valentine, 1971).  Ramirez and  Castaneda (1974) stressed 

the importance of being able to function in both the primary and 

mainstream cultural communities and, at the same time, being able to   

contribute to the enrichment of both.   

 

Critical Race Theory (CRT), Latino Race Theory (LatCrit) and  

 

Latina Feminist Theory as Qualitative Methodology 

 

According to Delgado Bernal (2002) CRT and LatCrit provide an  

 

appropriate lens for qualitative research in the field of education.  CRT and  

 

LatCrit frameworks both stem from critical theory and provide scholars  

 

with a lens that consciously addresses the oppression of Latinas across  

 

intersecting identities-race, class, gender, and other forms of subordination  

 

(Flores & Garcia, 2009).  Latina Feminist Theory provided the researcher  

 

with information on the obstacles Latinas have encountered in defining  

 

their own identity and the struggle to change stereotypes.   

 

The basic tenets of CRT and LatCrit were used as the basic  

 

framework in this study because they encourage the use of parables,  
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stories, narratives, counter-stories, and revisionist histories to rewrite  

 

current hegemonic ideology concerning marginalized groups (Parker,  

 

Deyhle & Villenas, 1999). As a qualitative method, CRT is valued as a  

 

vehicle to establish “voice” for racialized and marginalized communities  

 

such as the participants in this study. According to the literature, CRT  

 

refrains from proposing a specific methodology, yet embraces the use of  

 

qualitative methodologies such as interviewing, storytelling, and narrative  

 

inquiry (Ladson-Billings, 1999). Qualitative researchers make sense of and  

 

find interactions between personal stories gathered through this type of  

 

methodology (Glesne, 1999). According to Glesne, in this process of  

 

sense-making, the researcher becomes the main research instrument as he  

 

or she observes, asks questions, and interacts with research participants  

 

(Glesne, 1999). 

 

CRT, LaCrit and Latina Feminist Theory were used to analyze the 

autobiographical stories told by the participants in this study as knowledge 

produced through situated knowing. According to the definition of situated 

knowing, Latinas are situated knowers in that their social location at the 

intersection of race, gender, and social class has positioned Latinas as 

holders and creators of specialized knowledge (Collins, 1990). 

Institutions of higher education reflect a system founded on the 

principles of exclusion (San Miguel & Valencia, 1998). CRT, LatCrit and 
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Latina Feminist Theory question these exclusionary systems.  CRT can 

explain the under representation of Mexican American women in higher 

education institutions as students, faculty, and administrators because it 

illuminates traditional claims made by the educational system and its 

institutions toward objectivity, meritocracy, color-blindness, race 

neutrality, and equal opportunity (Solorzano & Delgado Bernal, 2001). 

Latinas Double Jeopardy. 

Based on the premise that racism is ingrained in United States 

society, as suggested by Delgado (1995), it is possible that racism is also 

present within the respective institutions of higher education of the study 

participants. Based on this premise, Silva (2003) in her study concluded 

that Mexican American female administrators experience racism and 

discrimination in institutions of higher learning simply based on their 

presence (albeit in small numbers). Using the same assumptions which 

formed the infrastructure of Silva’s (2003) study, this study also focused 

on and examined the life experiences and professional challenges of the 

participants in order to give voice to experiences that impact their lives. 

For example, the continuing struggle of Latinas being trapped by the 

“Double Jeopardy” of race and gender.  Double jeopardy is a term 

associated with Latina feminist theory and is used to describe the 

disadvantaged status of people suffering from the compounding effects of 
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race and gender in the United States. The expression also characterizes the 

experience of many Latina administrators employed by dominant culture 

institutions of higher education and suggests that simultaneous identities of 

being a Latina and a woman tends to increase racial discrimination and the 

hostilities that are experienced in these type of environments. Moreover, 

the concept of double jeopardy can be extended to other characteristics of a 

Latinas identity (e.g., gender and social class) and therefore result in 

“multiple jeopardy”.   

Narratives the Latina Voice. 

CRT embraces narratives thus the interviews were transcribed as 

narratives.  Narrative that focuses on the experience of outsiders empowers 

both the story-teller and the story-listener by virtue of its opposition to the 

traditional forms of discourse (Montoya, 1995). Narratives in qualitative 

research serve as representations of a story or encounter (Glesne, 1999). 

They reflect lived experiences, cultural values, traditions, and the history 

of a group. In this same sense, narratives and storytelling as embraced by 

CRT function as vehicles to relay information about a person or group and 

their experiences with systems of oppression. According to Bernal (2001), 

the telling of a research participant’s story transforms the experience into 

“voice.” For Latinas, “voice” has been a powerful tool of oral traditions, 

passing family knowledge from one generation to the next (Bernal, 2001). 
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Gonzalez (1993) explains her realization that the tradition of relaying her 

own experiences and rich history through the practice of storytelling within 

her family influenced the development of her personal character and thus 

her “voice” as a Latina. 

For the purpose of this study, the concept of “voice” was used to 

empower the research participants or storyteller. The researcher interpreted 

and transcribed the interview data as narratives to maintain a semblance of 

permanency of “voice” presented through the “written word.” According 

to Quintana (1990), if the “voice” of the research participants is not 

represented as a written narrative, the “written word” used by the 

researcher will have the power to revive and liberate, as well as the 

potential to blind, imprison, and destroy. 

Critical race theorists argue that it is essential for researchers to 

acknowledge the multiplicity of realities that exist in order to better 

understand specific manifestations of interactions in these realities 

(Ladson-Billings & Tate, 1995). The use of “voice” within this study is 

meant to convey viewpoints differing from those of dominant mainstream 

culture (Delgado, 1995). The writing of the experiences of the participants 

from interview data served as the vehicle for demystification and self-

representation through “voice.” The realities of the research participants in 
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this study relayed through narratives as a means by which to establish 

“voice.” 

 CRT provides a powerful tool in understanding how the 

subordination and marginalization of people of color are created and 

maintained in United States society (Villenas & Deyhle, 1999). Through 

its primary goals of social activism and racial justice, CRT presents an 

opportunity for questions to surface concerning societal and educational 

treatment of communities of color and, for the purposes of this study, 

Mexican American females. 

Critical Race Theory, Latino Critical Race Theory and Latina 

Feminist Theory were used to create a framework to examine the life 

experiences and professional challenges of Mexican American female 

administrators in institutions of higher education in Texas and New 

Mexico. Their self-reported professional challenges and life experiences 

were explored from data gathered through in-depth interviews and 

triangulation interviews. Data was analyzed by using an interpretive race-

based perspective, and themes and commonalities were extrapolated and 

categorized. Member-checking, triangulation, and peer debriefing was 

used to establish trustworthiness. The researcher was seeking to collect 

data that clearly reported on the life experiences and professional 

challenges of the participants.  Interview data was used to deconstruct, 
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construct, and reconstruct stories to explain leadership according to these 

Latinas (Silva, 2003).  The success of these women in reaching their 

administrative levels provides valuable insight into the struggles and 

triumphs of other Latinas in similar leadership positions.  Studying the 

complex existence of Latinas requires a theoretical framework that 

critically examines the racialized reality of these women.   

While CRT, LatCrit and Latina Feminist Theory were used as the 

critical lenses for the study, the researcher specifically used Solorzano’s 

(1997, 1998) and Solorzano & Delgado Bernal’s (2001) proposed 

educational themed additions to the five tenets of CRT as guides in 

categorizing the themes from the interviews. According to Fernandez 

(2002), while there have been a number of scholars who have adopted 

CRT methods and theoretical frameworks in educational research (Ladson-

Billings, 1998; Ladson-Billings & Tate, 1995; Lynn, 1999; Parker, 1998; 

Solorzano, 1997; Tate, 1997), Solorzano’s research heighten awareness on 

how these tenets were applicable to the oppressive environment of higher 

education (Fernandez, 2002).    

CRT/LatCrit Tenets (Solórzano, 1997, 1998; Solorzano & 

Delgado Bernal 2001). 

(1) Centrality of race and racism and intersectionality with other 

forms of subordination.  
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All CRT and LatCrit research within education must centralize race 

and racism, as well as acknowledge the intersection of race with other 

forms of subordination.  Solorzano and Delgado Bernal (2001) state that 

class and racial oppression cannot account for oppression based on gender, 

language, or immigration status.  CRT and LatCrit frameworks consider 

social justice to be a legitimate struggle to eliminate all forms of 

subordination on the basis of race, gender, language, generation status, 

sexual preference, and class (Matsuda, 1996).  According to Solorzano and 

Delgado Bernal 2001, it is at this intersection of race, class, gender, 

language, and immigration status that some answers to theoretical, 

conceptual, and methodological questions related to the under-

representation of Latinos in higher education can be answered and thus 

provide answers to the challenges face by Latinas.  How did race, racism 

and its intersection with gender and class in the lives of these Latina 

administrators affect their personal and professional experiences? 

(2) Challenging the Dominant Perspective.  

A CRT and LatCrit framework in education challenges the 

traditional claims of the educational system to objectivity, meritocracy, 

color-blindness, race neutrality, and equal opportunity.  Critical race and 

LatCrit theorists challenge the predominant frameworks used explain 

Latina educational inequality.  CRT and LatCrit theorists argue that these 
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traditional paradigms act as a camouflage for the self-interest, power, and 

privilege of dominant groups in U.S. society (Calmore, 1992).  CRT 

research works to challenge dominant narratives, often referred to as 

majoritarian stories. By highlighting the diverse experiences of the Latina 

administrators, the Latinas’ experiences challenge the common belief that 

Latinas are a monolithic group with homogenous experiences and 

expertise.  Through CRT and LatCrit research the experiential knowledge 

of Latinos should be viewed as an asset, a form of community memory, a 

source of empowerment and strength, and not as a deficit.  Experiential 

knowledge is often passed on to them by their family through storytelling, 

family histories, biographies, scenarios, parables, cuentos (stories), 

chronicles, and narratives (Delgado, 1989; 1995; Olivas, 1986).  Through 

the interviews of the Latina administrators, the study hopes to give voice to 

the personal and professional experiences of these Latinas in order to assist 

other Latinas in the higher education administrative pipeline.  The study 

also hopes to give the institutions of higher education additional 

information on how to help Latinas succeed in higher education and 

become successful administrators.   

(3) Commitment to Social Justice.  

Social justice must always be a motivation behind CRT research. 

Transforming the higher education experiences of racially marginalized 
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groups such as Latinas requires the development of a racially diverse and 

conscientious higher education administration. This can only occur, 

however, if institutions of higher education and their administrators are 

equipped to address the needs of Latinas. According to Solorzano & 

Delgado Bernal (2001) the defining characteristic CRT is a strong 

commitment to social justice.  

4) Valuing Experiential Knowledge.  

A CRT and LatCrit framework values the experiential knowledge 

of Latinas.  CRT and LatCrit scholars believe in the power of story. 

Building on to the oral traditions of many indigenous Communities of 

Color around the world, CRT research values the experiences and 

narratives of People of Color when attempting to understand social 

inequality. CRT and LatCrit call for a deeper understanding of the 

historical factors that have affected and continue to affect their lives and 

educational experiences.  All data in this study was collected through 

qualitative interviews. This research project centers on the experiences and 

narratives of the Latina administrators.  In the analysis of Latina 

administrators it is essential to incorporate the experiential knowledge of 

the women by drawing from oral history data through storytelling, 

testimmonios, cuentos, and narratives (Bell, 1987; Carrasco, 1996; Olivas, 
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1990: Solorzano & Villalpando, 1998; Solorzano & Yosso, 2000; Delgado 

Bernal & Villalpando, 2002; Villenas & Deyhle, 1999). 

(5) Historical Social Context/Being Interdisciplinary.  

The final tenet of CRT research is to be interdisciplinary.  CRT 

scholars believe that the world is multi-dimensional, and similarly research 

about the world should reflect multiple perspectives. This study will utilize 

theory, empirical research and personal narratives from different resources 

and participants to build an understanding of the varied personal and 

professional experiences of the Latina participants.   

According to Creswell (1994), one of the merits of conducting a 

qualitative study to examine the lives of individuals is that it is exploratory 

and thus allows, the researcher  to listen to the study participants and build 

a picture of who they are based on their own ideas, thus increasing the 

amount of relevant literature available (Creswell, 1994). These five tenets 

are extremely useful in engaging the voices of Latinas and strengthening 

their voice in higher education. In this study CRT, LatCrit and Latina 

Feminist Theory were part of the theoretical lens, and critical to the study.  

Chapter Summary 

Due to the shortage of literature focusing on Mexican American 

female students, faculty, and administrators, this chapter examined the 

literature on the higher education experiences of Latinas from varying 
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origins such as Mexican American, Mexican, Puerto Rican, Cuban, 

Dominican, etc.  In addition, the literature review included a summary of 

the historical barriers and obstacles to the advancement of Latinas in post 

secondary education as students, faculty, and administrators.  This chapter 

also provided an overview of the importance of using Critical Race Theory 

(CRT), the Latino Critical Race Theory (LatCrit) and the Latina Feminist 

Leadership Theory as critical lenses for examining the personal and 

professional experiences of Latinas/Mexican American females in a 

qualitative study. 

Chapter III examines the methodology of the study, including 

research design, participants and data collection and analysis. 
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CHAPTER III 

Methodology Introduction 

This chapter describes the methodology chosen and rationale for 

the theoretical framework for this study. The methodology chapter also 

defines and discusses the qualitative research and why it is appropriate for 

this study.  In addition, the chapter includes a review of the problem and 

research questions, information about the research design and data 

collection.  

The purpose of this study is to examine the personal and 

professional leadership experiences of Latina university administrators of 

Mexican American descent from data gathered in recorded interviews.  

The study also addresses how the personal and professional leadership 

experiences of these Latinas have shaped who they are as leaders.   

Latinas/Mexican American females represent a significant 

percentage of the higher education enrollment population and a large 

portion of the workforce.  Yet limited research exists on the roles Latinas 

play as leaders.  Will Latinas in leadership positions in higher education 

institutions still remain a phenomenon in the millennium?  It is important 

to understand the emerging leadership qualities of Latinas.  Significant 

studies on the leadership of Latinas especially studies on Latina 

administrators of Mexican descent in higher education are missing from 
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the literature, thus research examining this segment of the population will 

make a contribution to the higher education literature.  Information derived 

from examination of the interview data is crucial in constructing accounts 

of leadership achievement and success of these women.  It is the intent of 

this study to highlight the women’s leadership successes as a means to 

identify and name strategies and factors that may assist Latinas in the 

future as they pursue their higher education goals and administrative 

positions.  According to the 2000 U.S. Census Bureau Report, increasing 

the participation of Latinas in leadership positions in higher education is an 

important aspect of recruitment and retention of Latinas to higher 

education institutions.  Yet, while institutions of higher education focus on 

increasing the Latino enrollment in higher education compared to the shift 

in U.S. population demographics, there are very few Latinas of Mexican 

descent who hold leadership administrative positions.   

Research Questions 

The study seeks to answer two central questions: What personal 

and professional leadership experiences have impacted the 

Latinas/Mexican American female participants as administrators? How do 

the personal and professional experiences of these Latinas shape their 

leadership skills? The study will be guided by Latina Feminist Theory, 

Critical Race Theory, and Latino Critical Race Theory. According to 
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Latina Feminist Theory, Critical Race Theory, and Latino Critical Race 

Theory, women’s leadership is very different compared to men regardless 

of the woman’s ethnicity.  Based on both a cultural and feminist 

framework, the study aims at addressing the following additional 

questions.   

1.  How have these Latinas’ life experiences helped them in seeking and 

acquiring administrative leadership positions? 

2.  How have these Latinas’ personal experiences influenced their 

definition of leadership? 

3.  How have these Latinas’ professional experiences helped them in 

seeking and acquiring administrative leadership positions? 

4.  How have these Latinas’ professional experiences influenced their 

definition of leadership? 

5.  What have these Latinas learned from their personal leadership 

experiences? 

6.  What have these Latinas learned from their professional leadership 

experiences? 

7.  How do these Latinas interpret the meaning of leadership? 

8.  How do these Latinas feel their leadership experiences compare to the 

experiences of other Latinas’ in leadership positions? 
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9.  Who in these Latinas’ professional lives has or have influenced their 

leadership skills? 

10.  Who in these Latinas’ personal lives has or have influenced their 

leadership skills? 

The sample of participants for the study was purposefully selected.  

The participants were chosen based on their ability to meet the criteria 

needed to address the study’s research questions.   

Latina Participants 

The primary participants for the study were Latinas of Mexican 

descent holding the following administrative positions:  chancellor, vice 

chancellor, associate vice chancellor, president, vice president, associate 

vice president, provost, vice provost, associate vice provost, and dean.  A 

list of potential participants was initially generated by reviewing the 

websites of all public four year institutions of higher education in Texas 

and New Mexico. The researcher evaluated the personnel directories and 

organizational charts of the four year institutions of higher education in the 

two selected states for potential participants. Additional potential 

participants were recommended to the researcher by colleagues and the 

researcher’s committee chair. The participants’ list was exclusive to 

Latinas of Mexican descent in the predetermined administrative positions. 

Once a list was generated, the researcher reviewed the websites of the 
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potential participants for contact information, biographical information and 

curriculum vitaes (CVs) for triangulation purposes.  Since each of the 

participants who responded were self identified as Mexican American, it 

was not necessary to use the CVs to verify that the individuals met the 

studies’ ethnicity criteria.  Individuals that were to the researcher were 

contacted by email and mail respectively.  Initial contact included a study 

introduction and an invitation to participate in the study. If there was no 

response, then the researcher contacted the individuals through a  call.  

Due to the limited number of Latinas in higher education administrative 

positions, the researcher accepted all Latinas that responded.  For the 

purpose of the study and to maintain a degree of confidentiality, the 

individuals selected for the study were referred to as “Latina Participant 

(LP1) 1, 2, 3, etc. or simply as the Latina during the transcription of the 

interviews.  The participants were assigned pseudonyms after the 

transcription of the interviews was completed. 

Through a preliminary review of four year public institutions of 

higher education in Texas and New Mexico, the researcher initially 

identified nine Latina administrators who appeared to meet the criteria of  

the study.  After additional research of the institutions’ websites and with 

suggestions from colleagues and the researcher’s  chair the list of 

participants increased to fourteen potential participants.  Contact 
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information for each potential participant was gathered from the 

participant’s respective institution’s website.  The contact information 

included the following: correct name of participant, title, email address, 

mailing address, office location, telephone number, administrative assistant 

contact information, biographical information and CV if available.    

To maintain the confidentiality of the participants and the name of 

the institutions, the Latinas and institutions were assigned identification 

codes during the interview and transcribing process.  The Latinas were 

referred as LP1, LP2, etc. or simply the Latina.  The institutions were 

referred to as “Institution of Higher Education (IHE)1/T,” “IHE2/T,” etc. 

or simply as the IHE.  In the Results Chapter the participants were 

assigned a pseudonym and the institutions were identified as the IHE 

(Institution of Higher Education). 

Through the interview and demographic questionnaire information 

from the participants was gathered about their early life experiences, early 

mentors or role models, higher education experiences, early administrative 

experiences, and family experiences.  These data were collected from Fall 

2010 through Spring 2011.  Table 1.1 indicates the titles and codes 

assigned to the participants who were invited to participate in the study. 
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Table 1.1  

 

List of Potential Study Participants   

 

Title Code University Code 

Vice President LP1 IHE1T 

 

Associate Provost LP2 IHE2T 

 

Associate Provost LP3 IHE3T 

 

Dean LP4 IHE4T 

 

Assistant VP LP5 IHE5T 

 

President LP6 IHE6T 

 

Associate VP LP7 IHE7N 

 

Executive VP & 

Provost 

LP8 IHE 8N 

Vice President LP9 IHE9T 

 

President  LP10 IHE10T 

 

Senior Associate VP LP11 IHE11T 

 

Interim Provost & 

VP 

LP12 IHE12T 

Chief of Staff LP13 IHE13T 

 

Vice President LP14 IHE14T 

 

 

LP – Latina Participant Code, IHE – Institution of Higher Education Code 
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Triangulation Participants (TP) 

For triangulation purposes, secondary participants (TPs) were 

identified who were able to speak to the leadership role of the study’s 

participants.  The list of individuals for triangulation purposes were 

requested from the Latina administrators who agreed to participate in the 

interviews.  The researcher requested referrals to these individuals from 

the primary participants during the interview. To maintain the 

confidentially for the triangulation participants, these individuals were 

assigned identification codes during the interview and transcription 

process.  In the narrative of the research report the triangulation 

participants were identified by pseudonyms.   Their specific institutional 

affiliation was also kept confidential.  Institutions were referenced as IHE. 

Solicitation of contact information for the triangulation participants 

included names and contact information such as email addresses, mailing 

addresses, and telephone numbers. The researcher attempted to achieve 

triangulation through the secondary interview of individuals who attested 

to the leadership of the Latinas.  These individuals were important to 

verify and clarify the leadership qualities of these Latinas as well as 

provide additional examples of personal or professional experiences.  The 

sample of triangulation participants consisted of at least one TP for each 

participant.   
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The triangulation participants (TPs) were sent an introduction and 

invitation to the study via e-mail and mail. If the TP did not respond, then 

the researcher attempted to contact the TP by telephone. The e-mail, letter 

and telephone call explained the purpose of the contact and referenced the 

referral from the Latina administrator.  Several of the Latina participants 

contacted the triangulation participants by email and copied the researcher 

on the email.  After a positive response from the triangulation participant 

was received, each  TP was contacted to schedule either a face-to-face or a 

telephone interview, depending on the TP’s preference, location, and time 

constraints.  All triangulation participants chose a telephone interview. 

Research Design 

A qualitative method of research was utilized in this study.  This 

method was determined to be the most useful for this study because the 

methodology allows for an in-depth, interactive understanding of the 

participants in the context of their positions (natural setting) (Denzin & 

Lincoln, 2003).  Taylor and Bogdan (1998) advocate this methodology to 

“empathize and identify with…people…in order to understand how those 

people see things…develop concepts, insights, and understandings from 

patterns in the data rather than collecting data to assess preconceived 

models, hypotheses, or theories.”  In this study, the researcher focused on 

the research questions that requested information from the Latina 
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administrators’ on their perceptions of the personal and professional 

experiences that contributed to their leadership. Qualitative research 

allowed the researcher to study the participants in their natural setting and 

thus assisted in understanding and/or interpreting phenomena in terms of 

the meaning people bring to them (Denzin & Lincoln, 2003).  The 

researcher attempted to capture the individual Latina’s own experiences, 

feelings, beliefs, and explanations of personal and professional leadership.  

This qualitative study used the Critical Race Theory, Latino 

Critical Race Theory, and the Latina Feminist Theory as the critical lenses.  

These theories were used in order to gain an in-depth understanding of the 

personal and professional experiences that have impacted the Latinas’ lives 

and their administrative positions. Creswell (1998) suggests that 

researchers use social theories as a means of understanding, describing and 

explaining how people experience the world.   

  Latina Feminist Theory and CRT/LatCrit are associated with the 

critical theory paradigm.  Research from this paradigm typically seeks to 

explore the study of domination, oppression, alienation, and struggle 

within institutions, organizations, and social groups for the purpose of 

transformation and social change (Creswell, 1998).  Latina feminist theory 

and CRT/LatCrit are appropriate frameworks for studying Latinas because 

many traditional theories are general and do not consider multiple 
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identities and roles.  In addition, these theories are useful for articulating 

Latinas’ leadership experiences and explaining encounters with race, 

gender, and social class in these experiences (Soloranzo, 1998).  

Data Analysis 

The process of data analysis involves “bringing meaning and 

insight to the words and acts of the participants in the study” (Marshall & 

Rossman, 1989).  Hence, each interview was audiotape-recorded and later 

transcribed verbatim.  Transcripts were proofread against the audio tape 

and corrected.  Archival data was collected for each participant through 

online research of available CVs, biographies, and news releases.  Data for 

analysis was derived from the interview transcripts, CVs, biographies, 

news releases, and notes taken by the researcher.  A thematic analysis was 

used to uncover distinct and dominant themes.  The researcher specifically 

used Solorzano’s (1997, 1998) and Solorzano & Delgado Bernal’s (2001) 

proposed education themed additions to the five tenets of CRT as guides in 

categorizing the themes from the gathered data.  Transcripts were coded 

using constant comparative analysis in which data will be assigned to an 

emergent open-coding scheme (Strauss & Corbin, 1990).  As an internal 

validity check, information from the CVs, bios, and news releases of the 

participants was compared with the participants’ interview transcripts, the 

demographic questionnaire and the researcher’s notes.  If the researchers’ 
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time frame permitted and the research participants were agreeable, as an 

additional cross-check, feedback was requested from the participants’ to 

ensure the accuracy of the transcribed data. 

Data Collections 

This study was conducted in six phases.  In phase I, a pilot study 

was conductewith a Latina administrator on the researcher’s campus.   

The pilot study was conducted in December 2010 prior to 

scheduling the first primary Latina participant interview. The Pilot 

interview Latina administrator was not of Mexican American descent, but 

was very interested in being part of the study and agreed to assist the 

researcher.  The pilot study allowed the researcher to finalize the contact 

process, the structure of the questions in the demographic questionnaire, 

the primary participant guide, and the triangulation participant guide.  It 

also gave the researcher a sense of the part the researcher played in the 

interview process.  After evaluating the pilot study results and making 

necessary changes to the data gathering process and the documents, copies 

of the interview guide and triangulation participant guide were made.  

In phase II, a final list of eligible study participants with contact 

information was generated.  The researcher prepared a notebook binder 

with each potential participant’s preliminary information categorized by 

the assigned code.  The researcher also prepared a preliminary 



Texas Tech University, Rosa Gallegos, August 2012  

 

88 

 

 

contact/interview schedule for the potential participants.  The 

contact/interview schedule was arranged by geographical area and 

proximity to the researcher’s home.  The contact/interview scheduled was 

used as a guide in scheduling the interviews.  Priority in scheduling each 

interview was given to the study participant’s preference in regard to the 

interview date, time and location.  Then the Latina administrators 

identified as potential participants were contacted according to the 

researchers’ preliminary contact/interview schedule.  All the potential 

participants within 6 hours from the researcher’s home were contacted 

first, and then the remaining Latina participants were contacted according 

to the contact/interview schedule.   

The introduction and study invitation emails were sent out first 

followed by the mail invitations.  The researcher allowed approximately a 

week before a second email was sent.  After one week if no response was 

received from the second email invitation, a telephone call to the Latina’s 

office soliciting a conversation was made.  Only one telephone call was 

made to the Latina’s office.  If the Latina was not available, a message was 

left with the researcher’s contact information.  The message referenced the 

email and the study. If the Latina did not respond, the Latina’s name and 

contact information was taken off the study’s participant list.  Due to 

funding and time limitations the researcher decided to schedule interviews 
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with those Latinas who responded, and then determine if calls to none 

responding Latinas were needed for additional interviews.  In phase III, 

interviews were scheduled and conducted.   

Latina Participant (LP) Interviews 

 Once a response was received from the initial email and/or mail 

each Latina who agreed to participate in the study was sent a letter 

outlining the process for the interview.  The letter included a consent form, 

a coded demographic questionnaire form and a coded self addressed 

stamped envelope.  If the Latina requested an electronic version of the 

documentation an email was sent with the following attachments: a 

demographic questionnaire in Microsoft Word form for the participant’s 

convenience and a consent form in PDF form. The electronic demographic 

questionnaire form could be returned by email and the consent form had to 

be printed/scanned and either emailed/mailed or faxed back to the 

researcher prior to the interview.    

From the interviews and completed demographic questionnaires 

information was gathered about the Latinas early life experiences, early 

mentors or role models, higher education experiences, early administrative 

experiences, and family experiences. Through the review of website bios, 

CVs, and the demographic questionnaire the researcher had basic 

background information about the Latinas to assist with the interview 
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process. The majority of the interviews were scheduled through the Latina 

participant’s administrative assistants.  Several of the interviews were 

scheduled by the Latina participants. The majority of the interviews were 

scheduled for a Monday or Friday, which allowed the researcher at least 

one day of travel time for each location. All of the interviews were initially 

scheduled for 45 minutes, but the majority lasted between 60 to 90 

minutes.  The length of all the interviews was extended by the Latina 

participants who were quite anxious to share their personal and 

professional experiences.   

Triangulation Participant (TP) Interviews. 

All triangulation interviews were conducted by telephone.  Each 

interview was initially scheduled for 20 minutes.  All triangulations 

interviews were scheduled after the interview of the Latina participant.  

The majority of the triangulation participants were contacted by the 

researcher.  One triangulation participant was contacted by the Latina 

participant and the researcher was copied on the email.  The triangulation 

interviews lasted approximately 10 – 20 minutes. All of the triangulation 

participants were very supportive of the Latina administrators and felt each 

of the LP’s contributions was essential to the success of the institution.  

The triangulation participants for one of the LPs did not respond to the 

invitation to participate in the study thus were not interviewed. 
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Phase IV of the study consisted of transcription and clarification of 

data gathered through the interviews and demographic questionnaires.  The 

researcher had all the Latina participants’ interviews transcribed. The 

researcher was assisted by an undergraduate student who volunteered to 

assist with the transcription of the triangulation interviews.  The student 

transcribed six triangulation interviews.  It took the student approximately 

one week to transcribe each triangulation interview.  Transcription of all 

the LP interviews was completed at the end of July 2011.   

Phase V involved the coding and analysis of the data.  In Phase VI 

the researcher drew conclusions and compared the data gathered to the 

available literature. 

Phase I 

Pilot Testing the Process 

To assess the effectiveness of the interview questions for the 

primary participants, a pilot interview with a Latina administrator from the 

researcher’s institution was conducted prior to the interviews with the 

study’s participants.  The researcher used the same process to identify the 

pilot study participant as that of the study’s Latina participants.  Upon 

evaluation of the Latina’s bio on the website, it appeared that the Latina 

met all the criteria for the study.  Contact with the individual for the pilot 

study was made under similar circumstances; i.e. introductory e-mail as 
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well as a letter was mailed.  The email and letter were sent out the first 

week of December and the Latina responded the same day.   The Latina 

administrator self identified as not of Mexican American descent, but 

wanted to assist the researcher. Thus the researcher scheduled the pilot 

interview.  Questions for the pilot interviewee were identical to those 

developed for the interviews with the study’s primary participants.  The 

pilot study allowed the researcher to gather useful data on the structure of 

the interview and allowed the researcher to practice her interview style.  In 

addition, the outcome of the pilot interview assisted in the wording and 

sequencing of the questions for the study’s protocol thus improving the 

flow of the conversation and enhancing the clarity of the questions. After 

termination of the pilot interview and an analysis of the researchers notes 

from the pilot interview, it was determined that none of the questions 

needed to be changed so it was not necessary to submit new Institutional 

Review Board forms.  The researcher did change the order of the questions 

after the pilot interview.  The change allowed for a smoother transition 

between the questions. 

The Demographic Questionnaire is divided into three sections. 

In Section I, the questions 1 through 5 request information on the 

participant’s current position.  Then in Section II, the questions 6 and 7 

request basic family and educational information. Finally, in Section III, 
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the questions 8 through 10 request information on the career path of the 

participant. 

Demographic Questionnaire 

The questionnaire included 9 questions which took the research participant 

approximately 20-30 minutes to complete. The questionnaire is made up of 

questions that addressed the personal and professional background of the 

primary research participants.  It allowed the researcher to create a 

preliminary profile of the participants.  The data collected through the 

questionnaire was used to help develop a preliminary profile and initiate 

the interview process with the Latina through the review of the information 

provided.  The researcher hoped that the questionnaire would assist the 

participants in reflecting on their personal and professional leadership 

experiences.  For confidentially purposes, all the questionnaires prior to 

being mailed to the participants were assigned a participant identification 

code and an institution identification code.  To assist in ensuring 

confidentiality, the participants were instructed to return the questionnaire 

in the coded envelope.  The unique code was assigned to all documentation 

connected to each participant.  The researcher attempted to remove the 

participant names and institution names from all the documentation.   
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Phase II 

Primary Participant Selection 

The researcher sought Latina administrators, who held leadership 

positions in a public four year institutions of higher education.  The 

Latinas’ administrative positions needed to be a dean or above and the 

administrators needed to have at least one full-time staff member.  The 

researcher generated a list of administrators from the websites of six public 

four year institutions in New Mexico and Texas.  The administrators held 

positions as chancellors, vice chancellors, presidents, vice presidents, 

provosts, vice provosts, and deans.  After the individuals were identified, 

the researcher contacted each Latina administrator by email and mail.  

Once a positive response was received the researcher sent the Latina a  

demographic questionnaire, consent form, and requested an interview time.   

Phase III 

Interviews 

Interviews were the main method of data collection for the study.  

Stake (2000) explains that the interview “is the main road to multiple 

realties.”  The interviews were conducted between late fall 2010 and late 

spring 2011.  All interviews followed a semi-structured format.  Gillham 

(2000), states that the semi-structured interview format is the most 

valuable form of interviewing.  It allows the richest single source of data.  
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Merriam (1998) also notes that it allows the researcher to respond “to the 

situation at hand, to the emerging worldview of the respondent, and to new 

ideas on the topic.”  The interviews followed a detailed protocol with 

open-ended, predetermined questions that focused on the dialogue on 

addressing the study’s research questions.  Questions were asked of each 

respondent in a systematic and consistent way; however, participants were  

allowed freedom to digress.  The researcher attempted to probe beyond the 

participants’ answers (Berg 2004) to obtain clarification or further details 

where needed. 

The researcher traveled to the institutions of six of the participants 

to conduct the interviews in the offices of the Latina administrators. Due to 

scheduling conflicts one interview was conducted as a telephone interview.    

The face-to-face interviews with the six participants allowed the researcher 

to experience “social interpretations.”    According to research on face-to-

face interviews, this type of interviewing allows the researcher to receive 

verbal and non-verbal information from the participants.  Through the 

face-to-face interviews, the researcher was able to develop a deeper 

understanding of the message being communicated by the participants.   

The researcher utilized a standardized open-ended questioning style 

during the interviews.   According to Gall, Gall, and Borg (2003) an open-

ended interview, “involves a predetermined sequence and wording of the 
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same set of questions to be asked of each participant in order to minimize 

the possibility of bias.”  The researcher developed a set of questions for an 

interview guide that was utilized during each interview.  In addition to the 

open-ended questions, an informal conversational interview technique was 

used.  This type of interview technique allowed the researcher to build a 

natural interaction with the interviewee and establish rapport. In order for 

the researcher to better understand and uncover the true beliefs and 

interpretations of the participants, it was important that the interviews 

appear as natural as possible. 

Each interview was recorded with an audio tape-recorder after 

consent to the taping was obtained from each participant.  The researcher 

also took notes during the interview to capture any insights or distinct 

statements by the participants.  Merriam (1998) notes that interview notes 

allow the investigator to monitor the process of data collection as well as 

to begin analyzing the information itself.  Immediately following each 

interview, the research wrote down reflections and included insights and 

general impressions gained from the interview.   

During the interview the researcher used each participant’s code 

number to identify the interview. Although the master transcripts and 

audio tapes may contain the names of the interviewee, the researcher made 

every effort possible to remove “any elements that may indicate the 
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subjects’ identifies” (Berg, 2001) from all the working copies of typed 

documents, handwritten notes, and emails/mail, etc.  Throughout the 

dissertation narrative the participants were identified by a pseudonym.   

Interview Guide 

The face-to-face interviews and optional telephone interviews with 

each Latina participant and triangulation participant were guided by an 

interview guide/script.  The interview guide/script included four sections 

of the interview protocol. Section I includes all the identification 

information such as the Latina participant’s identification code, institution 

identification code, and location/time of interview. Section II is the 

introductory statement.  The introductory statement contains an overview 

of the study, the two general research questions, and logistics of the 

interview.  Section III contains six demographic review questions. Section 

IV contains the 11 interview open ended questions.  The questions are 

divided into two parts:  personal experience and professional experience. 

Phase IV 

Transcription and Clarification of Interview Data and Demographic 

Questionnaire Information 
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Phase V 

Coding and Analyzing Interview Data 

After the researcher completed each interview, each recorded 

interview was transcribed and typed.  By typing out each of the interviews 

the researcher was able to study each comment and statement made by the 

research participant.  It allowed for the coding of common themes.  

“Coding is a progressive process of sorting and defining and sorting those 

scraps of collected data that are applicable to your research purpose 

(Glesne, 1999).” Once the transcriptions were complete and the data was 

clumped together, the researcher was able to develop an organizational 

framework that connected to the available literature.  When the “data 

clumps” are sub coded, they allowed the management of the interview 

information into meaningful strings themes and ideas that were used to 

contribute to the research on Latinas.   

According to Merriam (1998) the data collection and analysis must 

be a simultaneous process in qualitative research.  In qualitative research, 

it is important that the researcher understands how to analyze the primary 

data gathered from the interviews with the data gathered from the 

triangulation respondents.  In this qualitative study, the presentation of the 

findings included direct quotes from the Latinas along with a comparison 

of the personal and professional leadership experiences of the participants.  
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Common themes were discussed and evaluated.  The researcher drew 

conclusions and when possible the researcher connected the results to the 

available literature. 

Trustworthiness of Data 

Thick description and member checking were the methods used to 

establish trustworthiness of the data in this study.  Thick description 

provides a detailed, rich, and vivid depiction of the participants and/or the 

setting under study (Lincoln & Guba, 1985) and enables the reader to 

make decisions regarding transferability of the data to other settings 

(Creswell, 1998).  The researcher attempted to gather very detailed and 

descriptive information through notes.  The face-to-face interview is the 

optimal way to gather this type of data.  It is important that the researcher 

gathers data that honestly portrays the individual being interviewed.  

Through the triangulation interviews the researcher was able to see the 

Latina participants from the perspective of others that worked with her.  

Member checking allows the participants to test interpretations, findings 

and conclusion for accuracy.  If time permitted and the Latina participant 

was in agreement, to insure accuracy the participants were allowed to 

review the interview transcriptions.  These reviews allowed for accuracy.   
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Confidentiality 

Prior to utilizing the instrument for formal data collection, the 

researcher obtained approval from the Texas Tech University Institutional 

Review Board Protection of Human Subjects Committee ensuring that the 

data collection procedures and the demographic questionnaire as well as 

the interview questions met Federal regulations by not jeopardizing the 

rights and welfare of human subjects.  Confidentiality was guaranteed and 

institutional names and names of the participants were used for mailing 

purposes only.  The decision to protect the confidentiality of respondents 

was selected over anonymity because of its practical use in follow-up 

(Burns, 2000) as well as the fact that assuring anonymity is more costly 

and might create a false sense of concern that the respondents are being 

tricked in some way, thereby discouraging response (Dillman, 2000).  The 

researcher placed (in plain sight) an identifying number on all the 

documentation associated with the specific participant thus the participant 

was not asked to provide a name on the demographic questionnaire.   This 

process permitted a means to track returns and engage in additional 

contacts if warranted.  The participants were assured that neither their 

names nor their institution’s would be used in any printouts or reports and 

that their answers would be completely confidential (Dillman, 2000).  

Direct quotes were assigned pseudonyms.  Upon return of the completed 
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demographic questionnaire, completion of the interview, completion of the 

transcription, and return of transcription review the participant’s names 

were deleted from the mailing list and never connected to their answers in 

any way beyond the data analysis by the researcher.  All documentation 

will be destroyed one year after the researcher’s dissertation is completed. 

Phase VI 

The Data Analysis and Results will be discussed in Chapter IV, and 

Critical Race Theory/LatCrit and Latina Feminist Theory will be discussed 

in Chapter V.  Finally, Chapter VI will include the summary, the 

discussion, the implications, suggestions and the conclusions of the 

research for the study. 

Chapter Summary 

This chapter examined the methodology used for the study and 

described in detail the research design, participant selection, and data 

collection and analysis procedures.  This chapter also outlined ethical 

considerations and safety protocols applied to the research and the 

participants.  Chapter IV describes the participants involved in the study 

and the results of the data collection. 
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CHAPTER IV 

Data Analysis and Results  

 

The most important development task facing women today is the formation 

of identity, for it is in the realm of identity that a woman bases her sense of 

self, as well as her vision on the structure of her life.  Identity incorporates 

a woman’s choices for herself, her priorities, and the guiding principles by 

which she makes decisions.  

 

Josselson (1987) 

 

Chapter Four presents the findings of the study, Latina 

Administrators in Four-Year Public Universities:  A Study in Adaptability.  

The purpose of this study was to examine the personal and professional 

experiences of Latina university administrators of Mexican descent from 

data gathered in recorded interviews.  The study sought answers to two 

central questions, “What personal and professional experiences have 

impacted the Latinas of Mexican descent participants as administrators?  

How do the personal and professional experiences of these Latinas shape 

their leadership skills?  Ten additional questions guided the research.  

These questions were designed to help identify the personal and 

professional experiences of these Latinas which have shaped who they are 

as leaders in higher education.  
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Additional Research Questions   

Leadership and Comparison 

1. How do these Latinas interpret the meaning of leadership? 

2. How do these Latinas feel their leadership experiences compare 

to the experiences of other Latinas’ in leadership positions? 

Questions on Personal Experiences 

1.  How have these Latinas’ personal experiences influenced their 

definition of leadership? 

2.  What have these Latinas learned from their personal leadership 

experiences? 

3.  Who in these Latinas’ personal lives as or have influenced their 

leadership skills? 

4. How have these Latinas’ life experiences helped them in 

seeking and acquiring administrative leadership positions? 

Questions on Professional Experiences 

1. How have these Latinas professional experiences influenced 

their definition of leadership? 

2. What have these Latinas learned from their professional 

leadership experiences? 

3. How have these Latinas’ professional experiences helped them 

in seeking and acquiring administrative leadership positions? 
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4. Who in these Latinas’ professional lives has or have influenced 

their leadership skills? 

Purpose of Study Threefold   

The first purpose of the study presented in Chapter IV was to 

describe the personal and professional experiences of the Latinas of 

Mexican descent participants that propelled them toward their current 

administrative positions.  The interview narratives provide a descriptive 

synopsis of each Latina participant based on the following documents: 

demographic questionnaire, online university website biographies, 

Curriculum Vitaes (CVs), researcher interview notes, and the triangulation 

participant interviews.  For confidentiality purposes the researcher 

attempted to remove all names from documentation.  Then the findings 

from the face-to-face interviews and telephone interviews with the Latina 

Participants (LPs) according to the two topic areas were addressed.  The 

experiences of these women based on their answers to the interview 

questions are represented in extensive quotes to reflect the commonality 

and diversity of experiences of the Latinas represented in this study.  

The second purpose of the study presented in Chapter V, is the 

analysis of the findings from the interviews through the lens of the five 

tenets of the Critical Race Theory (CRT) and the Latino Critical Race 

Theory (LatCrit) The analysis of the personal and professional experiences 
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of these Latina of Mexican descent administrators focused on finding 

evidence of the reflective or non-reflective undertones of the five tenets of 

CRT and LatCrit.  Also presented in Chapter V is the third purpose of the 

study which is to find the Latina feminist connection between the Latina 

administrators’ experiences  The final section of Chapter V gives voice to 

the thoughts the Latinas wish to convey to young Latinas in order to 

highlight problem areas in higher education.       

Information derived from analysis of the interview data was crucial 

in constructing contextual accounts of these women’s personal and 

professional experiences which are part of who they are as successful 

administrators.  It was the intent of this study to highlight the familial, 

cultural, social, educational, and professional aspects that created the 

identity of these women as a means to identify strategies that may assist 

Latinas in accomplishing their higher education goals and then pursue 

successful administrative positions.  The analysis of the data was guided 

by a cultural and feminist lens through the use of Latina Feminist Theory, 

Critical Race Theory (CRT) and Latino Critical Race Theory (LatCrit).  As 

an emerging population of leaders in all areas of society, it is important to 

understand the personal and professional aspects that makeup the 

leadership identity of Latinas of Mexican descent and their success as 

administrators in higher education. 
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The researcher collected the data by conducting face-to-face 

interviews and telephone interviews through the use of interview guides. 

The individual interviews with each Latina participant (LP) were 

conducted during spring 2011 and constituted the primary source of data.  

In addition interviews with individuals (triangulation participants – TPs) 

with whom the LPs had a substantial working and personal relationship 

serve as triangulation data sources. The decision as to who would be the 

triangulation participant (TP) was at the discretion of the Latina 

participant. The Latina participants (LP) interviewed consisted of seven 

individuals: six Latinas from Texas and one Latina from New Mexico. The 

group of TPs consisted of six individuals from Texas.  While the New 

Mexico Latina participant provided contact information for two potential 

triangulation participants, neither of the TPs responded to the interview 

invitation.  To maintain the confidentiality for all the TPs involved, the 

researcher did not pursue the New Mexico LP for additional TP names.  

The researcher reviewed the Latina participants’ respective institutions’ 

websites to search for Curriculum Vitaes (CV), biographies, fact sheets,  

news releases, and organizational charts which complemented and verified 

the interview findings. The triangulation participant interviews and 

document (demographic questionnaire, CVs, biographies, fact sheets, news 
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releases, and organizational charts) information were used to create the 

Latina participants’ profiles. 

Prior to all participants’ (LPs & TPs) interviews the researcher 

conducted a pilot study which assisted the researcher in understanding the 

pattern for the interviews. After the pilot study the researcher contacted 

potential research participants and scheduled interviews.  Profiles and 

emergent themes were developed based on data gathered from 

documentation, the Latina participant (LP) interviews and triangulation 

participant (TP) interviews. The overarching story of these administrators 

is that these Latinas who through their personal and professional struggles 

discovered the importance of their Latina identity to their chosen 

profession and are dedicated to assisting others in understanding the 

valuable and extremely essential contributions made by Latinas of 

Mexican descent to higher education and to society as a whole. 

Summary of the Latina Administrator Participants  

The following findings are based on a document search conducted 

over a period of a year between May 2010 and May 2011.  Documents 

were retrieved from the Latinas’ institution’s websites. The documents 

included the Latina participants’ (LPs) biographies, Curriculum Vitaes, 

news releases on LPs, institutional fact sheets, and organizational charts. 

The only document requested from the LPs was the demographic 



Texas Tech University, Rosa Gallegos, August 2012  

 

108 

 

 

questionnaire.  Five LPs completed and returned the demographic 

questionnaire.  Two LPs did not return the demographic questionnaires.  

The researcher made a personal request for the demographic questionnaire 

during the interview. If the demographic questionnaire was not returned, 

then a final email request was made.  If no response was received from the 

email request, the researcher did not make any other requests for the 

demographic questionnaire.  

Professional Summary of Latina Administrators 

The purpose of this section is to provide a brief biographical, 

educational, and professional summary of the study’s seven Latina 

participants (LPs).  As indicated previously, participants were chosen 

purposefully based upon their gender, website information on ethnic 

background, position as an administrator, and the geographic location of 

their university.  Pseudonyms were used to protect the identity of the 

participants.  The Latina participants interviewed consisted of one 

Associate Provost, one Dean, three Vice Presidents, one Senior Associate 

Vice President, and one Chief of Staff.   According to the data, the career 

paths taken by these women to their respective administrative positions 

were very diverse.  These women began their career path to higher 

education administration through faculty positions, K-12 teaching and 
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administrative positions, and various community businesses such as law 

offices, advertising, and sales.  

The researcher initially sent an introduction and an invitation for 

the study to fourteen Latina administrators of Mexican descent in Texas 

and New Mexico.  Once the Latina administrators agreed to participate in 

the study, a study consent form and a Demographic Questionnaire along 

with instructions were sent.  The fourteen females were selected based on 

the findings from the internet research conducted by the researcher 

following the study’s criteria and suggestions from the researcher’s 

committee chair as well as colleagues. All contact information for the 

Latina participants (LPs) was gathered from their respective institutions’ 

websites. Eight Latinas accepted the invitation to be interviewed for the 

study, but only seven scheduled interviews and were interviewed.  Of the 

seven Latinas that were interviewed only five completed and returned their 

demographic questionnaires.  Thus this study is reflective of the following: 

six face to face interviews with Latina administrators of Mexican descent, 

one telephone interview with a Latina administrator of Mexican descent, 

five completed demographic questionnaires, institutional website 

documents, and six telephone interviews with triangulation participants 

(TPs).   
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Preliminary Sample Selection 

After a preliminary review of the websites of thirty-two Texas 

public four year universities and seven New Mexico public four year 

universities, the researcher identified nine Latinas which appeared to fit the 

study’s criteria from online CVs, online bios, fact sheets, news releases, 

organizational charts and university website information.  Emails and 

letters were sent to the nine preliminary sample Latinas of Mexican 

descent.  Five responded and four did not. After additional online research 

of journals, position announcements as well as suggestions from 

colleagues and the researcher’s committee chair the names of five 

additional Latinas of Mexican descent were added to the list of potential 

participants.   

Contact information for the additional Latinas was gathered from 

their respective institutions’ websites.  Then emails and letters were sent to 

the five additional potential Latina participants of Mexican descent.  Only 

three of the five Latinas responded and agreed to participate in the study.  

Due to scheduling conflicts only two of the three Latinas were interviewed.  

Out of the initial sample of the nine Latinas - five responded and 

agreed to participate in the study.  There were four Latinas from Texas and 

one Latina from New Mexico.  Four prospective Latinas did not respond to 

the emails or letters.  Telephone calls were made to several of the Latinas 
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that did not respond and messages about the study were left with 

administrative assistants. Due to time and funding constraints the 

researcher and with agreement from the dissertation committee chair, it 

was decided to continue the study with the seven Latinas.  No further 

contact was attempted with the Latinas who did not respond. Table 1.2 and 

Table 1.3 lists the pseudonyms, codes, invitation dates, invitation 

responses, and interview dates for the Latina participants who were 

researcher selected and the Latina participants recommended by the 

researcher’s chair and colleagues. 

Table 1.2   

 

Latina Administrator Invitation and Interview Schedule:  Researcher  

 

selected 
 

First 

 Group 

Code Study  

Invitation 

Response Interview  

Date 

Gomez LP1 12/2010 Yes 

 

1/2011 

Face to Face 

 LP2 12/2010 

 

                 No  

Dominguez LP3 12/2010 Yes 

 

2/2011 

Face to Face 

 LP4 1/2011 No 

 

 

Torres LP5 1/2011 Yes 

 

3/2011 

Face to Face 

Calderon LP6 1/2011 Yes 

 

3/2011 

Face to Face 

 LP7 2/2011 

 

No  

 LP8 3/2011 

 

No  

Rosas LP9 4/2011 Yes 

 

4/2011 

Face to Face 

LP – Latina Participant code 
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Table 1.3 

   

Latina Administrator Invitation and Interview Schedule: Chair &  

 

Colleague Recommended 

 
Second 

 Group 

Code Study 

 Invitation 

Response Interview 

 Date 

Ramos LP10 4/2011 

 

Yes 5/2011 

Telephone 

 LP11 4/2011 

 

No  

 LP12 4/2011 

 

No  

Holguin LP13 4/2011 

 

Yes 5/2011 

Face to Face 

 LP14 5/2011 

 

Yes 

 

interview 

cancelled 

LP – Latina Participant code 

 

 Interviews with the seven Latina participants (LPs) were held 

during the months of January, February, March, April and May 2011; each 

interview lasted approximately 60 to 120 minutes.  Six interviews were 

conducted face-to-face in the office of the specific Latina participant, tape-

recorded, and transcribed.  One interview was conducted as a telephone 

interview due to the researcher’s scheduling conflicts, limited funding and 

time limitations.  The telephone interview was tape recorded and 

transcribed.  The researcher used an interview guide and followed a semi-

structured format.  Reflective notes were recorded immediately following 

each interview.  The researcher’s notes were useful in capturing 

impressions gained during the interview as well as casual observations of 

the office surroundings and human interactions.   The notes also aided the 
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researcher’s memory while writing the narratives and the observations 

added to the Latinas’ profiles and personal charisma. 

Summary of Triangulation Participants (TPs). 

 

The interviews with the secondary group of participants 

(triangulation participants – TPs) were designed for triangulation purposes 

as well as to verify and provide a multiple dimension to the profiles of the 

Latina participants (LPs).  A recommendation for a triangulation 

participant was requested from each of the Latina participants.  Six LPs 

provided the name and contact information of one secondary participant 

(triangulation participant – TP).  One LP recommended two individuals 

and provided their contact information. Of the eight potential triangulation 

participants two did not respond to the invitation to participate in the study.  

In order to maintain the confidentially of the TPs’ participation the Latina 

participant (L) was not contacted for an additional recommendation.  Each 

TP that responded had an established working and personal relationship 

with the respective LP.  Of the six triangulation participants interviewed, 

several were sent an email by the Latina participant referencing the study 

and requesting their participation.  The researcher was copied on the 

emails.  The remaining triangulation participants were contacted by the 

researcher.  Each TP was contacted via e-mail to explain the purpose of the 

study and to formally schedule a time for the interview.  All of the 
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interviews were conducted via the telephone.  The triangulation interviews 

lasted between 15 and 25 minutes and followed a semi-structured format 

with an interview guide.  The responses during each of the interviews were 

audio recorded and then transcribed.  The triangulation participants 

consisted of one Vice Provost, one Professor, one Associate Dean, one 

Provost, one Chief Operations Officer, and one President. There were three 

female TPs and three male TPs. 

The introductory period of each interview was designed to build 

rapport with the triangulation participant.  After briefly reviewing the 

intent of the study and the interview, individuals were asked to confirm 

their position and give some background on their relationship with the 

Latina participant. The interviews focused on obtaining responses to the 

following main questions: 

 1.  Describe the leadership effectiveness of LP name? 

2.  Do you feel that the ethnicity of LP name has influenced her 

leadership perceptions? Please explain your answer. 

3.  How do you feel the career path of LP name has influenced her 

leadership skills? 

In their responses the triangulation participants were asked to elaborate on 

each answer and provide examples. 
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Overview of Latina Participant (LPs) Profiles 

 

The following section provides a summary of the Latina 

participants’ profiles.  All the respondents (Latina participants-LPs & 

triangulation participants-TPs) are referred to by their pseudonyms or 

respective titles; however, no specific institutional affiliation is revealed.  

Each of these women exhibited dedication to their jobs and a desire to 

remain in their current position.  Each followed different paths to their 

administrative positions, four through faculty ranks, two through human 

resources/k-12 teaching and administration, and one from the 

community/k-12 teaching and administration.  The majority of the women 

did not actively pursue their leadership positions, but were pursued and 

encouraged to accept their current administrative positions.   

Upon reflecting on their decisions to move into an administrative 

position, all of the Latina participants agreed that for them accepting a 

leadership position was not about gaining power, but providing a service to 

their constituencies.  They have some common aspects in their personal 

backgrounds and diverse work experience which have enabled them to 

attain leadership positions where the knowledge of many areas is 

important.  They all strived to make their work environments inclusive, 

productive and reflective of their personalities. In addition, it was quite 
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evident that for each LP it was essential to balance the responsibilities of 

her personal life and professional life.   

While working on their doctorates, several of the Latina 

participants (LPs) were married, maintained a household, and raised their 

children.  A number of the women are now single parents.  One woman 

stressed the importance of spousal support in her success as an 

administrator in a leadership position.  All the LPs expressed the difficulty 

that women with children encounter in attempting to complete an advanced 

degree.  According to the participants, there are still many individuals in 

higher education, staff, faculty and administrators alike, who do not 

comprehend the obstacles and road blocks faced by women working on 

undergraduate and graduate degrees.  There is especially the lack of 

understanding of the stresses and difficulties faced by Latinas which are 

amplified because of the “double jeopardy” effect.   In the “double 

jeopardy” effect the characteristics of a Latina’s identity (e.g., gender and 

social class) increase racial discrimination and the hostilities experienced 

in environments which consider the Latina characteristics as subordinate to 

the characteristics of the dominant group (Solorzano & Delgado Bernal, 

2001)  Table 1.4 lists the Latina participants  and triangulation participants 

who were interviewed for the study. 
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 Table 1.4  

 

Final List of Latina Administrators and Triangulation Participants  

 

Note. Pseudonyms are used for all the Latina administrators (LP) and the 

Triangulation participants (TP).  TWI-Traditionally White Institute, HSI-

Hispanic Serving Institution   

 

 

Latina Participants’ Profiles 

 

Participant I – Dr. Gomez:  (G). 

 

After a nationwide search in 2007, Dr. Gomez was selected to her 

current position.  Dr. Gomez holds a vice president position in traditionally 

white university with over 36,000 students in a metropolitan area of Texas.  

Latina  

Participants  

(LP) 

Education 

Level 

Title Institution 

 

Triangulation  

Participants 

(TP) 

Title 

Dr. Gomez  

(G) 

Ed.D.  Vice  

President  

TWI 

 

Dr. Woods Vice  

Provost 

Dr. Calderon 

(C) 

 

Ph.D.  Associate  

Provost 

HSI  Dr. Smith Professor 

Dr. Torres 

(T)  

 

Ed.D. Dean HSI  Dr. Guzman Associate  

Dean 

Dr. 

Dominguez  

(D) 

 

Ph.D.  Vice  

President 

HSI No Response None 

Dr. Rosas  

(R1) 

 

Ph.D. Interim 

Provost   

Vice 

 President  

HSI Dr. Ruiz Provost 

Mrs. Holguin 

 (H) 

 

MA Chief  

of Staff 

TW Mr. Cook Chief 

Operations 

Officer 

Dr. Ramos 

 (R2) 

 

Ph.D. Vice  

President 

HSI Dr. Kirk President 



Texas Tech University, Rosa Gallegos, August 2012  

 

118 

 

 

She has held this position for three years and was a director at another 

institution before being named vice president at her current institution.  In 

her interview Dr. Gomez stressed the fact that her current position is only 

the second administrative position she has held in higher education.  She 

also explained that she had to move to another institution in order to 

advance in her chosen area.  Her administrative background includes the 

positions of associate director, and consultant.  Dr. Gomez has degrees in 

Educational Administration and Human Resource Development.  She was 

a first generation college student.  

Interview Setting.    

 

 The interview took place in Dr. Gomez’s office. The invitation to 

Dr. Gomez was sent in December.  She responded within a week from 

receiving the invitation. Shortly after the response, Dr. G’s assistant was 

contacted through email and an interview was scheduled for January 2011 

at 9:00 a.m. The interview took place in between semesters so the campus 

was very empty. Upon arriving at Dr. Gomez’s office, I was informed that 

Dr. Gomez was running late for the interview.  

After about ten minutes Dr. G arrived.  She came in apologizing for 

being late.  Dr. G made a couple of comments to her assistant, and then 

introduced herself and apologized for being late.  She asked that I come 

into her office to start the interview. I quickly introduced myself and 
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explained the purpose of the interview and the study. Dr. Gomez’s desk 

was very clean and there were no personal items in the office.  The whole 

office had a very sleek, modern, and professional feel about it.  The seating 

area was made up of seats that resembled desks.  Dr. Gomez sat in one 

desk and I sat in another.  While settling in for the interview, Dr. Gomez 

made herself some tea.  Dr. G sounded congested and  offered to postpone 

the interview, but she wanted to continue with the interview since I had 

traveled.   

The interview was scheduled for forty-five minutes, but it lasted 

approximately ninety minutes.  She stated that she was happy to assist with 

the dissertation topic and felt it was important to share her experiences to 

assist other Latinas. At the conclusion of the interview, I thanked her and 

asked for the name of a triangulation participant (TP).  She didn’t hesitate 

to give me a name.  She had not completed the demographic questionnaire 

so I explained the importance of the questionnaire.  She agreed to complete 

the questionnaire and would send it to me within the next few weeks.  Dr. 

Gomez expressed the importance of the research being conducted on 

Latinas and felt honored to be included.  At the conclusion of the 

interview, I interjected my deep appreciation for her time and I shared my 

admiration for her and her educational leadership as a Latina. 
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Reflections on the Interview. 

 

  Dr. G was kind and generous with her time and her disclosure of 

her personal feelings of various topics.  Even though she was ill, she did 

not want to reschedule the interview which gave me a sense of honor.  Dr. 

G was not shy and did not have any problems answering the questions and 

expressing her opinions.  She appeared to be very comfortable with her 

story and was appreciative of her story being told.  

With  Dr. G being ill I expected that the interview would be short, 

but  Dr. G did not having any problem with using  the entire interview 

time. I could tell that she was quite congested but regardless her answers 

were very articulate and intelligent.  During the interview her body 

language communicated both confidence and competence in her position. 

She was focused and maintained great eye contact as she spoke.  She spoke  

with passion and compassion about the issues that Latinas continue to face 

in higher education.  I found her to be very insightful and felt we 

connected as Latinas.  I could easily see her as mentor and role model for 

any Latina.  As she explained how she came to her position, it was quite 

obvious that she was proud of her accomplishments and wanted people to 

understand the hard work she had put into her education and professional 

experience.  She sounded very confident and quite capable of handling the 

institution’s environment.  In addition she did not have any problems 
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letting me know that she was a Lesbian and the fact that the lifestyle 

choices of students is an area that institutions of higher education are 

failing to adequately address. There were several topics that caused her to 

become a little tense such as the university politics and family dynamics.  

She expressed that at this point she was quite content and happy to be in 

her position..  She looked forward to making a difference in the 

institution’s culture.   

  Triangulation participant interview (TP) for Dr. Gomez. 

Dr. Gomez selected her supervisor Dr. Wood as the triangulation 

participant (TP).  The triangulation participant’s telephone interview was 

scheduled as soon as the name and contact information was received.  The 

triangulation telephone interview consisted of the following three 

questions: a) describe the leadership effectiveness of Dr. Gomez, b) do you 

feel the ethnicity of Dr. Gomez had influenced her leadership perceptions?  

Please explain your answer, and c) how do you feel the career path of Dr. 

Gomez has influenced/shaped her leadership skills?  In their responses the 

triangulation participants were asked to elaborate on each answer and 

provide examples. 

Dr. Wood, the triangulation participant for Dr. Gomez, expressed 

the importance Dr. Gomez’s background has played in Dr. Gomez’s ability 

to make a difference in influencing the culture of the institution.  Dr. Wood 
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spoke about how Dr. G’s leadership style is suited to the duties and 

responsibility of her position as a vice president.  

In responding to the question, describe the leadership effectiveness 

of Dr. Gomez, Dr. Wood stated, “I find her to be a very effective leader.” 

and “She is collaborative rather than authoritarian in her style.”  Dr. Wood 

explained how Dr. G’s collaborative style allowed her to move the team 

forward in a non-adversarial manner.  “Her stance in leadership is very 

much a collaborative leadership style one where she brings a lot of people 

to the table and works with the team as a whole to move forward.”  She 

provided an example of Dr. Gomez’s leadership.  “She has done a really 

effective job to helping the campus to ask some hard questions without 

putting them in an adversarial frame. She is really good at facilitating 

difficult conversations.”  In speaking on how Dr. G’s ethnicity has played 

a role in her leadership, Dr. Wood relayed how Dr. G’s ethnicity gave her 

a sense of authenticity needed in her administrative role. “Her ethnicity has 

influenced her leadership style. It adds another element of validity to that 

process.  I also think that the approach she takes comes from the 

understanding of the need to include all voices, which I think probably 

includes some personal experiences as well as education and professional 

experiences. In responding to the question on how she felt the career path 

of Dr. Gomez had influenced/shaped her leadership skills, Dr. Wood felt 
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that Dr. G’s wealth of experience made her well suited for the duties and 

responsibilities of her position.  Dr. Wood explained how Dr. Gomez had a 

real depth of experience and both her passion and her career path were in 

her area as a professional.  Dr. Wood also stated, “She has a real strong 

grounding both in the legal end of that and the facilitative as well as the 

culture climate end of that. I think we’re really lucky to have someone in 

that office that is able to kinda of bridge both the formal and the cultural 

aspect of that whole arena.” 

Participant II – Dr. Calderon (C) 

 

Dr. Calderon is the associate provost of a Hispanic serving 

university with over 22,000 students in a metropolitan area of Texas.  She 

has held this position for three years and was an associate dean at the same 

institution before being named associate provost.  Her administrative 

background also included the positions of full professor and department 

chair at the same institution.  Calderon has a doctorate and was a first 

generation student. 

Interview Setting. 

 

The interview with Dr. C was scheduled for 9:00 a.m. in her office 

during Spring Break. I arrived at Dr. C’s office about 10 minutes early. I 

walked in and asked the receptionist to confirm my appointment with Dr. 

C.  Upon checking Dr. C’s appointment calendar, she informed me that 
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due to another meeting the appointment was moved to 10:00 a.m. and was 

asked to return.  When I came back for my 10:00 am appointment, I was 

told that Dr. C was still in a meeting and if I could wait, she would be out 

soon.   

There were several meetings going on so the reception area was 

rather busy.  Dr. C completed her meeting about 10:30 a.m.  She was 

informed that I was waiting for her.  I did not recognize her from her 

website photo.   She walked over to me and I introduced myself.  She 

began asking questions about my study as we walked to her office.  She 

seemed very excited and anxious to get started with the interview.  She 

apologized for being late and mentioned some of the projects that she was 

working on.  Seeing that we were starting the interview late, I asked 

whether she wanted to continue with the scheduled interview time.  She 

said that she didn’t have anything else on her schedule so we could take as 

long as we needed.  As we walked into her office, right a way I could tell 

by the number of books and papers on her desk that she was still very 

much an academic.  She had a few personal items on her desk but most of 

the desk was covered with files and paper work.  She also had several 

stacks of books on the floor.  

Instead of sitting behind her desk she sat across from me at a small 

table attached to her desk.    As I begin asking her the research questions, 
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she was very intent in providing concise and sincere answers.    During the 

interview, an assistant provost came to the office door to ask about a 

meeting.  I asked if I should leave and was told no it would just take a few 

minutes.  The interaction between Dr. C and the assistant provost was very 

informal.  They talked and joked about a meeting and the fact that Dr. C 

had a tendency to be late and miss meetings.  The interview went over the 

scheduled 45 minutes.  At the conclusion of the interview, I interjected my 

deep appreciation for her time and I shared my admiration for her and her 

educational leadership as a Latina.  I also requested the name of her 

triangulation participant (TP).  Dr. C said that she would have to think 

about whom she would recommend and would email the name and contact 

information to me at a later date.  Dr. C had completed and returned her 

demographic questionnaire prior to the interview. 

Reflections on Interview. 

 

Dr. C comes across as a very energetic individual.  She speaks with 

a lot of energy and has an intense and directness to her speech pattern, but 

at the same time is very boisterous and has a loud laugh.  She was very 

curious about my topic and was excited about the fact that another Latina 

is going to complete her Ph.D. soon. She came across as a person that does 

not hide her feelings and prides herself in being opinionated, honest and 

straight forward with everyone. This was evident from her interaction and 
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conversations with her co-workers.  She did not have any problem with 

being herself in front of me.   During the interview she spoke about the 

importance of expressing her feelings in order to maintain her health.  Dr. 

C gave a very thoughtful, focused and energetic interview. She was poised, 

confident and direct.  She had great eye contact during the whole 

interview.  In addition, after each question she spent time contemplating 

her answer and then provided personal examples.  During the interview she 

showed her strong and intense commitment to making a difference by 

hitting the table with her fist.  She demonstrated her inquisitive nature by 

spending a few minutes asking me about my study and how I developed 

my research in addition she inquired about my personal background.   She 

was direct and approached many of the questions with a dark sense of 

humor, and then laughed to show that she was joking.  She wasn’t overly 

cautious about her answers. She was not concerned about what she might 

say or if she was going to offend anyone by her comments.  Everything she 

said was very down to earth and was truly from the heart.  Dr. C was also 

very kind, generous with her time, and displayed a deep sense of passion 

throughout the interview.  She has an extreme commitment to her area of 

specialization and continues to research and publish. 

 

 



Texas Tech University, Rosa Gallegos, August 2012  

 

127 

 

 

Triangulation participant (TP) iview for Dr. Calderon. 

Dr. Calderon selected a colleague as the triangulation participant 

(TP).  The triangulation participant telephone interview was scheduled as 

soon as the name and contact information was received.  The triangulation 

telephone interview consisted of the following three questions: a) describe 

the leadership effectiveness of Dr. Calderon, b) do you feel the ethnicity of 

Dr. Calderon had influenced her leadership perceptions? Please explain 

your answer, and c) how do you feel the career path of Dr. Calderon has 

influenced/shaped her leadership skills?  In their responses the 

Triangulation participants were asked to elaborate on each answer and 

provide examples. 

Dr. Smith the triangulation participant for Dr. Calderon, described 

Dr. Calderon as a true feminist.  She spoke about Dr. C’s tremendous drive 

to change the obstacles and barriers for women in higher education.  She 

also expressed how Dr. Calderon’s ability to deal with issues in a direct 

and honest manner have had a positive affect on the institution.   

In responding to the leadership effectiveness of Dr. Calderon, Dr. Smith  

 

spoke about how Dr. Calderon has a very personal and caring as well as  

 

diplomatic and charming elements to her leadership.  Dr. Smith stated,  

 

“She interacts with intensity and care.”  Dr. Smith recounted how Dr.  

 

Calderon’s leadership style is well suited to dealing with difficult  
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department situations.  “I remember there were a couple of faculty  

 

members that probably needed to keep their office hours, do their syllabus  

 

on time, and you know just obey/ comply with the rules of teaching in the  

 

university.  And rather than kind of let it slide, she would actually confront  

 

them about this. Not publicly but to their faces and so I think that  

 

demonstrates that she is willing to take on potentially [confrontational],  

 

difficult problems rather than throw them under the rug. Dr. Smith  

 

described Dr. C was very concerned about violence against women.  Dr.  

 

Smith stated, “I think she’s consistently a feminist in all the good  

 

meaning of the word.”  She relayed how Dr. Calderon was in her  

 

understanding an advocate of the reproductive rights of woman and the  

 

rights of woman to control their bodies.  In reflecting about Dr. Calderon’s  

 

ethnicity and her leadership role, according to Dr. Smith, Dr. C “has a very  

 

grass roots oriented style that emphasizes relationship buildings, a style  

 

that celebrates being a woman, being a mother, and so I think that she  

 

meshes with the style of some of the effective Latina public officials in  

 

Texas.”  Upon responding on Dr. Calderon’s career path and her  

 

leadership style, Dr. Smith explained how Dr. C had been able to develop  

 

her leadership skills through her various positions.  Dr. Smith relayed how   

 

even though Dr. Calderon is an effective administrator and is well suited  

 

for the position, being an administrator has limited her individuality. “I  

 



Texas Tech University, Rosa Gallegos, August 2012  

 

129 

 

 

guess one of the things I see and this is a little bit of a down side is the  

 

higher she goes in administration the less able she is to speak loudly and  

 

eloquently for justice because she has to be careful that people don’t mix  

 

up her role as a high level administrator with herself as a person.” 

  

Participant III – Dr. Torres (T) 

 

Dr. Torres is a dean in a college at a Hispanic serving university 

with over 22,000 students in a metropolitan area of Texas.  She has held 

this position for seven years and has been at the same institution for over 

30 years.  Her administrative background includes the position of 

department chair and associate dean.  Torres has degrees in Elementary 

education/reading, supervision and administration, and curriculum and 

instruction/bilingual education.  She was a first generation college student. 

Interview Setting. 

 

Dr. T’s interview was scheduled in her office.  The interview was 

conducted during Spring Break.  When I walked into the reception area, 

there were several individuals asking about Dr. T.  After informing the 

assistant about my appointment, I was informed that Dr. T was still in a 

meeting and I was asked to take a seat.  After about 35 minutes, Dr. T 

walked in. She was already speaking to someone so I was not able to 

approach her about our meeting.  Then another assistant came out and 

asked if I was waiting for Dr. T.  Dr. T came out at the same time and over 
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heard the information about my appointment.  She quickly apologized and 

told me that she was still very interested in the interview.  I quickly 

introduced myself and gave her the information about the interview.  She 

had not completed the Demographic Questionnaire.  I told her that she 

could complete it after the interview and mail it to me.  I made sure that 

she was ok with the taping and begin my first question.  The interview was 

conducted at a meeting table in her office.  While her office was very 

spacious there was paperwork over all the furniture.  She had files, books, 

and notebooks on her desk, chairs and on the table. She had a few personal 

items on the window sills and on her desk.  During our interview she was 

told about a telephone conference call that was waiting.  She told her 

secretary that the interview was important and the telephone call would 

have to wait. She was very intent on letting me ask as many questions as I 

needed.  I was a little concerned about taking to much of her time so I 

completed my questions as quickly as possible.  At the conclusion of the 

interview, I interjected my deep appreciation for her time and I shared my 

admiration for her and her educational leadership as a Latina.  I also 

requested the name of her triangulation participant (TP).  Dr. T provided 

the name and contact information for the TP.   
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Interview Reflections. 

 

During the interview Dr. T came across as a very trustworthy and a 

genuine individual. Dr. T is a very soft spoken and thoughtful individual. 

After each question she contemplated before giving her answer.  At one 

time she couldn’t remember the name of a program she attended so she 

went to her computer and printed out a copy of her CV.  She wanted to 

correctly identify the program.  Everything she said was low key, but yet 

very profound.  She was generous with her time and displayed a deep 

sense of humility throughout the interview.  Even though the door to her 

office was open during the interview, she was not concerned about anyone 

listening to the interview. She used language that was comfortable for her.  

She used both English and Spanish responses and colloquialisms.  She was 

very focused and committed to the work she is doing, especially in serving 

the local communities.  She was raised near her institution and has always 

wanted to work with her “gente.”  She was very comfortable with her story 

and is appreciative of it being told.   With over 30 years of experience my 

interview with Dr. T barely touched the surface of her experiences in 

higher education. 

Triangulation participant (TP) interview for Dr. Torres. 

 

Dr. Torres selected a colleague as the triangulation participant 

(TP).  The triangulation participant telephone interview was scheduled as 



Texas Tech University, Rosa Gallegos, August 2012  

 

132 

 

 

soon as the name and contact information was received.  The triangulation 

telephone interview consisted of the following three questions: a) describe 

the leadership effectiveness of Dr. Torres, b) do you feel the ethnicity of 

Dr. Torres had influenced her leadership perceptions? Please explain your 

answer, and c) how do you feel the career path of Dr. Torres has 

influenced/shaped her leadership skills?  In their responses the 

Triangulation participants were asked to elaborate on each answer and 

provide examples. 

Dr. Torres selected Dr. Guzman one of her assistant deans as the 

triangulation participant.  Dr. Guzman expressed that Dr. T is one of the 

few Latinas who has made a tremendous difference in her area locally and 

nationally.  She spoke about how Dr. Torres’ soft spoken demeanor has 

given her the ability to command attention from others without putting 

them on the defensive.  She explained how Dr. T’s culture is a part of 

everything she does in her personal and professional life. In responding to 

the first question on Dr. Torres’ leadership effectiveness, Dr. Guzman 

relayed how Dr. Torres’ effectiveness as a leader comes from the 

continuity Dr. T has shown as a dean, her selfless commitment, and as a 

stalwart supporter of one of the most controversial educational programs at 

their institution.  Dr. Guzman stated, “You have other Latinas but they 

don’t have to be standing up and fighting for kid’s rights all the time. They 
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don’t have to constantly be on guard relative to policy or implementation 

of dual language programs across the nations and that’s what this woman 

does.”  Dr. Guzman went on to explain how Dr. T’s incredible knowledge 

and passion for developing and building programs for the education of 

under represented children is inspirational. Dr. Guzman stated, “When I 

talk about selfless, people like her don’t think about themselves.  She sees 

it as a higher cause beyond oneself.”   When reflecting on Dr. Torres’ 

ethnicity and leadership, Dr. Guzman described how for Dr. Torres 

ethnicity was not something to be checked off, but for Dr. T her Mexican 

culture is embedded and deep in her individuality and is very visible in her 

leadership. “I mean she’s very much a first generation Mexican in a way in 

terms of how we like to describe ourselves and you know that whole 

generosity and the focus on people and helping them out.”  Dr. Guzman 

explained how some people at the institution may not consider Dr. Torres 

effective in the traditional definition. But according to Dr. Guzman, Dr. 

Torres is very effective in how Dr. T has come to terms with her leadership 

style and how she uses her personal leadership qualities as an 

administrator.  Dr. Guzman stated, “In Dr. Torres’ world there is nothing 

more important than the human being and the human element.  I’ve seen 

her make decisions that you know some of us would have questioned or 
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whatever, but it’s done again in a very humanistic, very caring type of 

way.”   

Participant IV – Dr. Dominguez (D) 

 

Dr. Dominguez is the vice president of a Hispanic serving 

university with over 24,000 students.  The interview was scheduled in her 

office at 9:00 am in February.  Dr. Dominguez has been in her current 

position for four years.  She has held positions as faculty, department head, 

associate dean and associate provost.   She has degrees in early childhood 

education, educational psychology, and curriculum and instruction.  She 

was a first generation college student. 

Interview Setting. 

The interview took place in the office of Dr. Dominguez.  When I 

arrived, I introduced myself to the receptionist and informed her of my 

appointment with Dr. D.  I arrived about 5 minutes early so I was asked to 

take a seat.  After about 5 minutes, Dr. D walked out of her office and 

introduced herself.  She began asking me about the study and about my 

background.  She explained that she was just finishing up some paperwork 

for an afternoon meeting.  She also looked somewhat different than her 

online photograph.  Dr. D was dressed very colorful and a lot of jewelry.  

She looked very Latina.  Her office decor reflected her pride in her culture 

and family.  It was very colorful and she had several personal items on her 
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desk and bookcase.  It felt very personal and comfortable, but yet it was 

neat and very orderly. 

She informed me that she was originally from the West Texas area 

and was very comfortable with that part of Texas.  We talked about the 

similarities in our family background.  We both came from a migrant 

family background.  After I informed her about details of the study and 

thanked her for the time, she assured me that she was very excited to assist 

with the study and had set aside at least two hours for the interview so I 

could take my time.  She explained how she was acquainted with my 

dissertation chair and felt that assisting me with my study was an aspect of 

her mentoring responsibilities.   

  In answering the research questions Dr. Dominguez revealed that 

she felt very vulnerable in her present position.  She was very concerned 

about the institution’s commitment to diversity and felt her position was a 

target for individuals who do not see diversity and equity as important.  

She became very anxious when she explained that equity and diversity 

many times was just lip service.  During the interview she expressed her 

intensity and personal commitment to her position and the importance of 

the mission of the office.  She expressed the need to always explain and 

defend her position and the important role of her office to the institution. 

At the conclusion of the interview, I interjected my deep appreciation for 
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her time and I shared my admiration for her and her educational leadership 

as a Latina.  I also requested the name of her triangulation participant (TP).  

Dr. D completed the Demographic Questionnaire during the interview and 

provided several names and contact information for the triangulation 

participant. 

Interview Reflections. 

 

In speaking with Dr. Dominguez, it is quite evident that she likes to 

know a little about individuals before she talks to them.  Before the 

interview was started she had asked several questions about the study and 

my background.  She has a very familial demeanor about her.  She has a 

conversational style of communicating and it felt like I was speaking with 

a family member.  We connected through various commonalities in our 

background. She is very poised, confident and direct. In answering the 

questions, she took her time to reflect and provided personal examples.   

She comes across as an individual that multitasks very easily.  During the 

interview she answered a telephone call and checked her calendar without 

losing her train of thought.  She appeared very competent and comfortable 

in her role.  Dr. Dominguez displayed a sense of courage in her personality 

especially at a vulnerable period in her position.  She is very committed to 

her work and it is evident that serving students is a top priority.  She sees 

her position as a way to insure that equity is available to everyone. Dr. D is 
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a strong Latina and I’m quite confident that she will not shy away from 

any issues regarding her administrative position and office. 

Triangulation participant (TP) interview for Dr. Dominguez. 

Dr. D provided the contact information for two colleagues.  Neither 

of the individuals responded to the invitation to participate in the study.  In 

order to maintain the confidentially aspect of the triangulation interviews 

additional names were not requested from Dr. D. 

Participant V – Dr. Rosas (R1) 

 

Dr. Rosas is the Interim Provost and Vice President of a Hispanic 

serving university with over 19,000 students in Texas.  She has been at the 

same institution for 33 years.  She moved from a faculty position into an 

administrative position in the Office of the Provost. She was a first 

generation college student. 

Interview Setting. 

The interview with Dr. Rosas (R1) was scheduled in April in her 

office at 8:00 a.m. I was going to be in the area so instead of waiting the 

one week for her to respond to my email, I called her office to see if I 

could schedule a meeting during the week of my trip.  She had a trip 

schedule for the same week, but she graciously accommodated my request.  

She agreed to an early morning meeting prior to her departure time for her 

trip. I got to her office a few minutes early and the staff was just walking 
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in.  I was informed that Dr. R had not arrived yet so I was asked to wait. 

When she walked in she immediately walked over to me and introduced 

herself.  I introduced myself and gave her a brief overview of the study.  

She asked me to come to her office.  We sat at a table in her office.  Her 

office was very professional and neat.  She had a few personal items on her 

desk.  I explained my study and gave her an overview of the questions.  I 

wanted to get to the questions as quickly as possible due to the time 

constrains. During the interview she informed me that she knew several 

individuals at Texas Tech.  

Much like Dr. T, Dr. Rosas has a great amount of experience in 

higher education.   She expressed her concern about some of the financial 

issues that many of the institutions were dealing with at this time.  She 

explained that the administration had just appointed a new provost and she 

was expecting some changes to also take place at her institution.  As acting 

interim provost she was looking forward to returning to her regular 

position as a vice provost.  She also mentioned during the interview that 

she was looking forward to retiring very soon and another of her concerns 

was the fact that there wasn’t another Latina in the administration to take 

her place.  

 Dr. R1 was very gracious with her time and felt the study was 

necessary.  She felt there were many issues with the promotion of Latinas 
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in higher education.  As one of the few Latina administrators at her level, 

she had spent a large amount of time looking for Latinas in administrative 

positions to mentor.  At the conclusion of the interview, I interjected my 

deep appreciation for her time and I shared my admiration for her and her 

educational leadership as a Latina.  I also requested the name of her 

triangulation participant (TP).  Dr. Rosas had not completed her 

Demographic Questionnaire.  She assured me that she would complete it 

and mail it back to me.  She would also send the name of the triangulation 

participant. 

Interview Reflections. 

Dr. Rosas came across as very professional and serious individual.  

She is very concerned about how the financial status of higher education is 

affecting Latino students at this time.  Her wealth of experience in higher 

education has given her an excellent insight into the issues that higher 

education will continue to face in assisting Latinos in succeeding in higher 

education.  She was very poised and confident during her interview.  She 

spoke with great compassion and pride about her family and her goals as 

an educator. Like the other Latinas she was thankful for being included in 

the study and felt more studies on Latinas were needed.  She was very 

confident in everything she was saying during the interview.  She was very 

direct and professional during the entire interview. 
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Triangulation participant (TP) interview for Dr. Rosas. 

Dr. Rosas selected her supervisor as the triangulation participant 

(TP).  The triangulation participant telephone interview was scheduled as 

soon as the name and contact information was received.  The triangulation 

telephone interview consisted of the following three questions: a) describe 

the leadership effectiveness of Dr. Rosas, b) do you feel the ethnicity of 

Dr. Rosas had influenced her leadership perceptions? Please explain your 

answer, and c) how do you feel the career path of Dr. Rosas has 

influenced/shaped her leadership skills?  In their responses the 

Triangulation participants were asked to elaborate on each answer and 

provide examples. 

Dr. Rosas provided the name of her supervisor, Dr. Ruiz, the 

provost as the triangulation participant.  Dr. Ruiz did not have an extensive 

relationship with Dr. Rosas, but was already acquainted with her reputation 

before they met.  He spoke about how Dr. Rosas received a standing 

ovation during a recognition ceremony for staff with extensive years of 

service to the university.  He also described how she is well known 

through out the state and she is always called upon as an expert on various 

educational issues.  He also explained how her ethnicity has enhanced her 

skills as an educator. 
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In responding to the first question on Dr. Rosas’ leadership  

 

effectiveness, Dr. Ruiz expressed how Dr. Rosas’ thirty years of  

 

experience at the university and her extensive knowledge of higher  

 

education has made her a good leader.  Dr. Ruiz stated, “She is very well  

 

know throughout the state of Texas as a leader.  As one of the leading  

 

administrators for the university, she is called upon from the court and the  

 

board in Austin or the regions to the overall university system to take  

 

leadership roles in committees and things of that nature because she is just  

 

an exceptional leader.”  Dr. Ruiz praised Dr. Rosas’ skill in working  

 

effectively with groups and her ability to create results for the institution  

 

and the university system.   

 

In reflecting on whether Dr. Rosas’ ethnicity influences her  

 

leadership, Dr. Ruiz explained how Dr. Rosas’ ethnicity enhanced her  

 

skills as an administrator, as an academic leader, and as a faculty member.   

 

Dr. Ruiz stated, “I think that ethnicity has been important, but it hasn’t  

 

been the primary or the leading factor and it certainly doesn’t’ color or  

 

adversely impact her decision quite the contrary, her ethnicity allows her to  

 

see things from a broader perspective from multiple angles that other  

 

people are sometimes not able to see.”  Dr. Ruiz relayed how Dr. Rosas is  

 

recognized as a incredible human being and an excellent educator.  In  

 

speaking about Dr. Rosas’ career path and her leadership, Dr. Ruiz  
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explained how Dr. Rosas’ wealth of experience in her career path as a  

 

leader in higher education has provided her the opportunity to be a senior  

 

vice provost and the interim provost. 

 

Participant VI -  Mrs. Holguin (H) 

 

Mrs. Holguin is the Chief of Staff of a traditionally white university 

with over 30,000 students Texas.  She has been at the current institution 

and in her present position for two years.  She has held the following 

administrative positions in her past institutions Chief of Staff, Affirmative 

Action Director and Director of Diversity. She has degrees in English, and 

Human Resources Development.  She was a first generation college 

student. 

Interview Setting. 

 

The interview with Mrs. Holguin was scheduled in April in her 

office.  The interview had a very business and official atmosphere.  The 

researcher conducted the interview at Mrs. H desk across from her.  She 

did not appear very relaxed at beginning of interview.  She came across as 

very guarded and talked more of professional aspects of her position.   The 

approach and flow to the interview was not as easy going as the other 

interviews.  It took a while for her to get comfortable with the interview.  

Mrs. H is the only administrator who does not have a Ph.D., but yet she 

holds a very important position at her university.   
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According to Dr. H being the Chief of Staff involves being in tune 

with the vision of the president. Her position requires that she have a close 

relationship with the university president.  She is privy to many closed 

door discussions regarding university policy.  Since Mrs. H’s career path 

began outside of the higher education environment and much of her 

professional experience comes from a variety of businesses, her views of 

various higher education issues were a little different than the other LPs.  

She also felt the study was important.  At the conclusion of the interview, I 

interjected my deep appreciation for her time and I shared my admiration 

for her and her educational leadership as a Latina.  I also requested the 

name of her triangulation participant (TP).  Dr. R had completed and 

returned her Demographic Questionnaire. 

Interview Reflections. 

 

The Interview with Mrs. Holguin had a more business like tone and 

was more formal.  Initially the interview felt very guarded and controlled.  

Mrs. Holguin did not let her guard down until the end of the interview.  

Toward the end of the interview, her tone became more relaxed and 

personable.  She began to open up and provide more personal examples.  

There was a different feeling about the interview compared to the 

interviews conducted in Hispanic Serving Institutions.  She displayed a 
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very serious and professional demeanor. I got the feeling that she wanted 

to make sure that she painted the university in a positive light.   

Triangulation participant (TP) interview for Mrs. Holguin. 

 

Mrs. Holguin selected a colleague as the triangulation participant 

(TP).  The triangulation participant telephone interviews were scheduled as 

soon as the name and contact information was received.  The triangulation 

telephone interview consisted of the following three questions: a) describe 

the leadership effectiveness of Mrs. Holguin, b) do you feel the ethnicity of 

Mrs. Holguin had influenced her leadership perceptions? Please explain 

your answer, and c) how do you feel the career path of Mrs. Holguin has 

influenced/shaped her leadership skills?  In their responses the 

triangulation participants were asked to elaborate on each answer and 

provide examples. 

Mrs. Holguin selected her colleague, Mr. Cook as the triangulation 

participant  Mr. Cook described Mrs. Holguin as someone who has a 

unique ability in assisting various university constituencies in 

understanding difficult concepts.  He emphasized how her training in 

human resources is important in dealing with controversial issues.  He also 

explained how as a Latina, Mrs. Holguin has a very different perspective in 

comparison to his own which is very useful in a university setting. 

 

 



Texas Tech University, Rosa Gallegos, August 2012  

 

145 

 

 

In responding to the first question regarding Mrs. Holguin’s  

 

leadership effectiveness, Mr. Cook spoke about the importance of her  

 

position and how impressed he is on her ability to multitask. “I’m  

 

impressed that she’s able to keep all those balls in the air all at one time  

 

and without letting something drop.” Mr. Cook recounted an example of  

 

Mrs. Holguin’s consensus building skills and ability to listen to the  

 

opinions of others. “One of the other things that I think she does really  

 

well [is] in situations [of building] consensus, I think it’s important that  

 

whenever we are faced with a difficult situation that you try to build  

 

consensus as much as possible and I think that she does it. She’s very  

 

effective at doing that.  And making everyone walk away feeling like they  

 

have won and the ultimate decision may not be always what they agree  

 

with, but they at least feel like their voices were listened to and that they  

 

were able to express their opinions.”  

 

In discussing how Mrs. Holguin’s ethnicity influences her  

 

leadership skills, Mr. Cook explained that he had noticed that Mrs.  

 

Holguin views things very differently.  “I don’t know how much of that  

 

has to do with the fact that she’s Latina but you know we see issues  

 

differently. I don’t know, but she sees things differently than I do.” He  

 

spoke about how Mrs. Holguin’s perspective is different, but her views  

 

do not come across as controversial. Her perspective is unique and adds  
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to discussions in committee meetings. “I think she sees things differently  

 

than several of the other cabinet members at times and sees things  

 

differently not in a controversial way, but in a way that we hadn’t looked  

 

at or hadn’t thought about necessarily that issue or reaction and I think that  

 

she [brings] a lot to the table in that regard and especially like for me.”  

 

In reflecting on Mrs. Holguin’s career path and her leadership, Mr.  

 

Cook felt Mrs. Holguin’s background enhanced her skills as an  

 

administrator. “I mean there’s no doubt that her legal and her HR  

 

background have helped her tremendously in the position that she holds  

 

right now.  I think that she’s learned how to handle difficult situations,  

 

difficult personnel issues and she’s really been able to help us with those  

 

sorts of issues.”  Mr. Cook felt that Mrs. Holguin’s dynamic personality  

 

and unique experiences helped her relate to diverse individuals. “She has a  

 

lot to offer and she’s one person you really don’t want to make mad either.   

 

I know that all of her experience especially in the HR aspect of it, you  

 

know it helps her relate to people better.  It helps her relate to situations  

 

and to be able to understand things more than I think the people that don’t  

 

have that experience are able to.” 

 

Participant VII – Dr. Ramos (R2) 

 

Dr. Ramos is the Vice President of a Hispanic serving university 

with approximately 7,000 students in Texas. She has been at the current 
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institution for eleven years.  She was promoted from Executive Director of 

Enrollment Management to Vice President.  Dr. Ramos joined her present 

institutions from administrative positions in the local school district.  She 

holds degrees in Secondary Education, Education administration and 

Educational Administration. She was not a first generation college student. 

Interview Setting. 

 

The interview with Dr. R2 was conducted as a telephone interview 

in May.  Due to funding and time constraints, the researcher was not able 

to travel to Dr. R2’s campus.  She was very gracious in granting a 

telephone interview.  Due to telephone interview the questions were sent to 

Dr. R2 in advance so that she would be able to prepare.  This would help 

with the time constraint or just in case the telephone call was lost.  By 

having the questions Dr. R2 could also send additional information to the 

researcher by email.  Being my first telephone interview it took a little 

more planning and staging to make sure that the telephone call would not 

be interrupted and the recording would be audible.  The telephone 

interview was somewhat shorter then the personal interviews. The 

researcher called the office of Dr. R2 and was immediately transferred to 

Dr. Ramos’ extension.   

Dr. R2 was very gracious on the telephone.  She was very concise 

in her answers. She was very concerned about how she maintained the 
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professional atmosphere of her office and the importance of being an 

effective administrator.  She expressed her admiration for her supervisor 

and mentor.  She was very happy to be included in the study and felt that 

studies on Latinas were important to changing the culture of higher 

education.  At the conclusion of the interview, I interjected my deep 

appreciation for her time and I shared my admiration for her and her 

educational leadership as a Latina.  I also requested the name of her 

triangulation participant (TP).  Dr. R had not completed her Demographic 

Questionnaire.  She assured me that she would complete it and mail it back 

to me. 

Interview Reflections. 

 

Not being able to see the participant limited the impressions of the 

researcher.  The participant came across as very confident and personable.  

She answered all of the questions.   

Triangulation participant (TP) interview for Dr. Ramos. 

  

Dr. Ramos selected her supervisor as the triangulation participant 

(TP).  The triangulation participant telephone interview was scheduled as 

soon as the name and contact information was received.  The triangulation 

telephone interview consisted of the following three questions: a) describe 

the leadership effectiveness of Dr. Ramos, b) do you feel the ethnicity of 

Dr. Ramos had influenced her leadership perceptions? Please explain your 
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answer, and c) how do you feel the career path of Dr. Ramos has 

influenced/shaped her leadership skills?  In their responses the 

Triangulation participants were asked to elaborate on each answer and 

provide examples. 

Dr. Ramos selected her supervisor Dr. Kyle as the triangulation 

participant.  Dr. Kyle described Dr. Ramos as one of the most talented and 

competent administrators on the university campus.  He felt that Dr. 

Ramos’ administrative leadership is an innate ability.  According to Dr. 

Kyle, regardless of her ethnicity Dr. Ramos’ performance as an 

administrator would be outstanding. He also explained that Dr. Ramos is 

definitely a Latina in all aspects. 

In responding to the question on Dr. Ramos’ effectiveness, Dr.  

 

Kyle expressed how committed Dr. Ramos is to her staff and the  

 

responsibilities of her position.  He considers Dr. Ramos to be one of the  

 

most effective individuals he has met in his career in higher education. “If  

 

you ask me to list all the effective leaders that I’ve ever known, I would  

 

say that I would put her in the top five. She is an extra ordinarily effective  

 

leader and by effective leader I mean somebody who gets people to do  

 

what they would rather not do and like it as they are doing it.”  

 

In reflecting on Dr. Ramos’ ethnicity and her leadership, Dr. Kyle  

 

felt that in regard to Dr. Ramos’ ethnicity, there was not a relationship  

 



Texas Tech University, Rosa Gallegos, August 2012  

 

150 

 

 

between the two, even though in his view, Dr. Ramos was very much a  

 

Mexican in all regards.  “I think she is just an extra ordinary human being.  

 

I don’t see the fact that she is a Mexicana.  Hispanic in the sense that she is  

 

funny to talk to and her sense of humor is very Mexicana.  I don’t see  

 

anything ethnic specific that accounts for that. It absolutely is part of her  

 

background, but I don’t see anything Hispanic about that.” 

 

Dr. Kyle explained that Dr. Ramos has a tremendous ability to lead.   

 

He recounted how he was impressed by her skills as an administrator for  

 

the school district and has done great job in her currently administrative  

 

position. “She was an unbelievable coach. Then she was in charge of  

 

textbook sales.  She ran that unbelievable well and then she worked for one  

 

of the school districts.  I stole her from the school districts to come over  

 

here and head up our enrollment management plan and she is the one that  

 

turned it around.”   

 

Research Question Findings 

The following section provides the findings from the interviews 

according to the two main topic areas that were addressed.  Initial 

questioning focused on gathering demographic information from each 

respondent in order to create a general profile.  As mentioned in the Latina 

participants’ profiles to maintain a degree of confidentiality, the LPs were 

assigned a code and a pseudonym.    
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Research Questions 

As presented in Chapter One and Three, this dissertation study was 

guided by the following two over arching questions:  What personal and 

professional experiences have impacted these Latinas as administrators?  

How do the personal and professional experiences of these Latinas shape 

their leadership skills?  In addition, the researcher used the following ten 

additional questions to explore the personal and professional experiences 

of the Latina participants.  These questions were used to allow the LPs to 

reflect and assist them in expressing which experiences influenced or 

enhanced their administrative and leadership skills. All of the LPs 

acknowledged that they have thought about how the responsibilities of 

their administrative positions intermingled with their leadership 

responsibilities to their various constituencies on and off campus.  None of 

the LPs expressed that they did not feel like leaders.  

On reflecting on their administrative positions in higher education, 

the LPs were in agreement in several areas.  They agreed that their initial 

career paths were not to climb the higher education administrative ladder.  

Each LP also recalled how at a young age they learned the importance of 

an education in changing their lives and the lives of others.  They learned 

through their higher education experiences and professional experiences 

that there were other opportunities available to them and felt a need to take 
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on the challenges. They also expressed the difficulty as Latinas of having 

to navigate an environment that continues to function according to the 

dominate groups’ expectations and needs which sets higher standards for 

minorities especially Latinas.  As Latinas they have found a way to 

succeed by honoring their culture through the integration of their personal 

and professional experiences in an environment that is not changing as 

quickly as the Latino demographics. 

  Even though all of the Latina participants were raised in Mexican 

American families with traditional Mexican culture influences, their 

personal demeanors were different.  There were some commonalities in the 

way they integrated their culture influences with their administrative roles 

and their individuality.  Overall in responding to the research question their 

interpretation of leadership and on comparing their leadership experiences 

to other Latinas, there were some common themes that emerged.  The three 

overall themes that emerged from the seven Latinas were 1) true leadership 

is not about the individual and real power is not found in the position, but 

how the individual shares her leadership qualities with others, and the 

ability to empower others without being afraid to lose personal 

empowerment, 2) to feel successful you have to be true to yourself and 

honor where you come from, and 3) a Latina in a leadership position has to 

be able to bring all personal and professional experiences together to excel 
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in an environment that still follows the old adage that “as a minority you 

have to be twice as good as everyone else.” 

Through the analysis of the data on the research question 

comparing leadership experiences of Latinas, the researcher found five 

emergent themes:  1) there is a limited number of Latina administrators of 

Mexican descent in Texas and New Mexico, 2) interaction among Latina 

administrators is limited to formal gatherings such as conferences, 

workshops, training, etc., that cater to Latinos, 3) the experiences of 

Latinas is similar due to continued stereotypes and racism, 4) these Latinas 

had a similar mission to make a difference for their “gente,” and 5) most 

Latinas continue to find strength in family or extended families. 

Researcher’s perception of LPs’ Demeanor. 

During the interviews each of the participants was perceived by the 

researcher to have a very distinct demeanor in the way each of the Latinas 

presented herself. All of the Latina participants were very personable and 

welcoming.  They were all very honest and straight forward in answering 

each of the researcher’s questions.   

Dr. Gomez even though she was ill at the time of the interview 

came across as being very challenged by the environment of the institution.  

All her responses were very well thought out and intense but yet very 

sensitive in the way she described her experiences and how she responded 
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to challenges.  She appears to have spent some time thinking about her 

position as a Latina in a “White” dominated environment.    

Dr. Dominguez’s demeanor came across as very traditional and 

feminine.  She had a sense of urgency about her duties and responsibilities. 

During the interview she became emotional about the somewhat precarious 

standing of her position and her office.   

Dr. Torres is a very soft spoken and petite Latina with an unending 

wealth of knowledge and experience.  Every comment made by Dr. T was 

a testament to her years in higher education.  

 Dr. Calderon was somewhat the opposite of Dr. T.  Even though 

Dr. C appears to have a very dominant and authoritative personality, she 

also has a great sense of humor.  Dr. C is very enthusiastic and action 

oriented.   

Dr. Rosas’ demeanor was very professional and caring.  Her 

intelligence and overwhelming dedication to the academic success of 

Latino students was very evident.   

Similar to Dr. Rosas, Dr. Ramos’ priority was the success of her 

students.  Dr. R2 came across as a very people oriented individual with a 

strong commitment to the empowerment of others especially her staff.  

Even though her telephone interview was somewhat shorter than the 
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interviews with the other LPs, Dr. Ramos came across as every dedicated 

and sympathetic to her “kids” higher education experiences. 

Mrs. Holguin is dedicated to the duties and responsibilities of her 

position.  She came across as very professional and authoritative.  She 

appeared to be very connected to every aspect of her office.    

Latina Administrators’ Leadership Interpretation 

RQ1:  How do these Latinas interpret the meaning of leadership? 

This section reports on the responses of the Latina participants 

(LPs) to the questions on their interpretation of the meaning of leadership.  

According to researchers, a Latina’s understanding of leadership is very 

different compared to the traditional leadership definition ascribed to by 

the dominant culture.  The LPs’ leadership interpretations were very 

dependent on how they connected their culture to their identity as leaders.  

Another factor was their career path into higher education.  There appeared 

to be a clear distinction between the LPs whose career path began in the 

business world instead of academia.  The distinction came across in how 

the Latina participants viewed their commitment to the responsibilities of 

the position and the commitment to the responsibilities to their 

constituencies such as students, faculty, and community.   

There were some commonalities.  All the Latina participants (LPs) 

agreed that leadership for a Latina is personal and real leadership is about 
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how various aspects of an individual’s identity are portrayed and the 

opportunities provided for others.  According to the LPs, to be successful 

as Latinas, it is important to understand that they are different and then 

accept those differences.  Latinas have to accept the influences of their 

culture and allow their sense of pride to influence their decisions. For all 

the Latinas, it was essential to be themselves and to be true to their values. 

Culture Connection to Identity. 

Dr. Gomez acknowledged that the decisions she makes as an 

administrator are very personal.  As a leader she functions by making 

decisions based on her personal perspectives. In understanding and finding 

strength in the values instilled in her as a child, she has been able to 

overcome society’s stereotyping to find her place in higher education.   

It is personal, emotional and passionate.   My motivation to do this 

work comes from a core identity that I have.  I believe that there 

[are] dynamics in the Latino culture that had a big impact on me 

growing up.  I think I do this because it comes from a piece of my 

core identity where I understand about difference.  Not just in a 

superficial way like you look different or we come from different 

backgrounds, but what does it actually means to live, to try to carve 

out your existence from among all the ways these other people see 

you and so there is something that is fundamentally personal about 

my work. It’s about fairness.  It’s about accepting people that are 

different from you, but then not treating them differently because 

of it. (47-53) 

 

           Dr. Dominguez emphasized how her background and cultural 

experiences allowed her to have a different perspective of things. 
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Understanding where she comes from and implementing her individuality 

into her leadership style is important especially as a Latina.  

Another important aspect of my leadership is that I never forget 

where I came from.  And I think that creates for other people a 

sense of authenticity.  I am who I am.  I’m not going to be 

pretentious.  I’m not…I don’t play this role of you know I’m better 

than you because I’m in this role.  I mean it doesn’t matter whether 

you’re the janitor, whether you’re, you know, my graduate 

assistant, whoever, I’m gonna treat you with the same level of 

respect that I treat my colleagues. (274-279) 

 

Effectiveness determined by Constituencies. 

Dr Ramos explained that even though leadership is as diverse as 

people, there some basic characteristics that everyone expects a leader to 

have.  For Dr. Ramos, leadership is a privilege given by the people around 

her.  

Leadership is just as diverse as people are around the world.  I do 

believe that leadership takes on different meanings.  But under that 

leadership characteristics are easily visible to the keen eye. I think 

leadership characteristics include such things as responsibility, 

good character, compassion, intuition, dedication, hard work 

knowledge skills, all those characteristics are important. But it is 

how these skills are projected to the people around you that really 

allows people to lead. The opportunity or privilege to lead others is 

something that is learned.  You can put people in leadership roles 

but that doesn’t mean that those who are to report to that particular 

leader are going to follow. (4-11) 

 

Dr. C believed that her leadership role was not about her.  It is 

about insuring the success of others:  “One of the things I think in being a 

leader it is not about you so one of the things I tell people is “Yoyos” need 

not apply to these jobs. This is not about you, it is about others.” (22-26)     
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According to Dr. T, a true leader helps others to develop their self  

 

empowerment. Real leadership is based on a person’s ability to bring a 

group of individuals behind a common mission or goal that will improve 

the environment or change their situation.  

“For me part of leadership is part of bringing people together 

behind a vision and a mission and any activity that you think that 

you want to carry out.  For me it is, how do we serve others.” (16-

20) 

 

Dr. Torres went on to explain that as a leader you have to 

understand how your experiences come together to make up your 

leadership style.  Then use all those experiences to develop a mission to 

changes the lives of others. She explained that as a leader you have to 

build partnerships that work toward the same mission of service to others.  

It is important to understand how your experiences define who you are and 

create your individuality. 

It’s been I think a multitude of experiences, but bringing all of 

those together in a way where you began to define who you are 

[and] how you lead.  For me collaboration is big.  Partnerships are 

big.  (100-102) 

 

           Defining Own Leadership. 

 

In reflecting on her interpretation of leadership, Mrs. Holguin 

explained that to be a good leader an individual has to understand the skills 

needed by a leader, but at some time the individual also needs to feel like 

she is a leader.  An individual needs to see herself in a leadership position 
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and can only do it by understanding her strengths, weaknesses and 

expectations.   

And I think for some they may define it differently.  But I think 

there is always an underlying foundation of confidence in one’s 

self, respect in one’s self and therefore respecting others.  (52-54) 

Our culture Latinas…women…me for instance, I tend to be very 

nurturing and that doesn’t need to have a negative connotation in 

the work place. I think you know with a project or whatever you 

do. If you love where you work and you nurture a project through 

to its end or you nurture your staff to be the best they can be.  I 

have found that I give very positive feedback and very positive 

relationships develop from that.  (81-82) 

   

           Dr Gomez shared that as a young Latina she was not aware of the  

 

responsibilities of a leader or the work that was needed to be in a 

leadership position.  She just noticed that individuals in leadership 

positions led a different lifestyle. 

The only thing I thought about leadership back then was I started to 

see how the people who were in leadership positions made more 

money and then I thought, well I wanna be there.  But I didn’t have 

an understanding of the responsibilities of leaders or the work that 

leaders did I just saw that that was the way that people got a better 

life, you know.  (315-319) 

 

            In reflecting on her childhood, Dr. Dominguez found that many of 

the things that she learned as a child influenced who she is as an 

administrator.  Many of the LPs agreed that leadership qualities are 

something that are innate.  Many individuals are born with leadership 

qualities that are enhanced later in life.   

I really believe that leaders are born not made.  And I really feel, I 

mean if you go back far enough, and you see how I was as a child.  
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I’ve always been a leader.  I didn’t recognize that but I mean I can 

go back and look at various  not that I had the cognitive kind of 

more academic definition of what a leader is.  (218-221) 

I really think that some of those things that have allowed me to lead 

in a certain way are kind of inborn.  It was always there.  It’s part 

of my personality. (230-232). 

 

Not in Position/Power or Privilege but Passion for Cause. 

 

According to Dr. Dominguez, the idea of being in a leadership 

position was not a conscious process for her either.  It was the idea of 

changing the lives of others that she found interesting. 

I don’t think it (leadership) was a very conscious process for me.  It 

was not like “Oh, I’m going to be in the leadership role.” In order 

to be able to do it so I see it was never that.  For me it was pursuing 

an area of study, pursuing a profession that would allow me to 

focus on kind of social justice issues, creating equity, providing 

opportunities in education.  All of those things became very clear to 

me that was the path I needed to follow. (104-108) 

 

Much like the other Latinas, Dr. Rosas and Dr. Torres did not have 

a goal of being in an administrative leadership position.  “I have never 

sought to be in positions. I have just done what needed to be done.”   

            

Similar to Dr. Dominguez, Dr. Rosas found her educational goal 

early in life from her own educational experiences.  As an administrator 

she has dedicated her mission to making a difference for Latino students.  

Dr. Rosas recalled the moment she felt the passion to dedicate her life to 

educational service to others.   

To me leadership begins with having a purpose having a mission a 

desire to do something and as a Latina/as a Mexican American 
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woman my mission my purpose was to help the Mexican American 

person.  I mean that in its broadest sense to help improve the 

opportunities to help improve the lot of Mexican Americans in this 

state in this region. That passion for me started at a very young age. 

I was still in school in public school when I saw the need for one to 

become educated and to help.  (2-7) 

 

            Dr. Rosas also expressed how for her leadership was not in the  

 

administrative position, but in the individual’s passion for a cause. 

 

I don’t thing leadership is about positions.  I could be the president 

of this university and not be effective.  I think leadership is about 

personal power.  And personal power has to do with this dream this 

passion this vision that you have.  (37-40) 

 

Summary Leadership 

 

The Latina participants (LPs) leadership style was very dependent 

on their personal experiences and their ability to blend those experiences 

with their professional roles.  They also agreed that the portrayal of the 

various cultural aspects of their identity and the translation of those aspects 

to their constituencies defined their leadership effectiveness.  The LPs 

cultural identity allowed them to implement their individuality into their 

leadership style.  The lack of privilege provided Latinas an opportunity to 

create leadership options beyond the expectations of the dominant group. 

Their leadership abilities developed through their strength in overcoming 

stereotypes in their personal and early educational experiences.  Many of 

the Latina participants (LPs) felt their early childhood leadership initiatives 

were the foundation for their leadership skills. The Latinas were able to 
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overcome early educational discrimination and rose above the expectations 

of their early educators.  

For the LPs, status or power was not as important as maintaining 

their integrity and personal values through their work ethic. Through their 

personal experiences, these Latinas created their own leadership 

opportunities in an effort to achieve and excel both academically and 

professionally.  They understood there was a lack of opportunities for 

Latinas and were not willing to wait. For some Latinas in challenging 

traditional roles they began to create their leadership style.  Their natural 

collaborative leadership styles allowed these Latinas to easily empower 

others as mentors.  Their commitment to family was demonstrated in their 

work environments through the development of strong relationships.  They 

mentioned the importance of helping others by empowering them to 

achieve.   

The majority of the participants expressed the need to establish a 

nurturing environment in the workplace for themselves and their 

employees to allow for learning and growth.  Another strong component of 

the Latinas leadership was the need to be productive through inclusive 

effort involving developing and mentoring leadership in the Latino 

community. Their cultural values and strategies supported their leadership 
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values and strategies creating a strong foundation that allowed them to 

resist the pressure to assimilate. 

Comparison of Leadership  

RQ2:  How do these Latinas feel their leadership experiences compare to 

the experiences of other Latinas in leadership positions? 

In comparing their experiences with those of other Latina 

administrators, the majority of Latina participants (LPs) agreed that there 

are very few Latina administrators especially in Texas and New Mexico.  

Because there are such few Latinas in similar administrative positions, it 

was difficult for the LPs to compare the experiences of Latinas in similar 

positions.  According to the LPs the majority of their interactions with 

other Latinas were during conferences or leadership programs that catered 

specifically to Latinos.  Due to the limited experience with other Latinas, 

many of the Latina participants (LPs) provided examples of their 

interactions and experiences with Latino males or interactions with their 

White colleagues male and females.  

Strength in Maintaining Values but Clash with Dominant Group 

Dr. G expressed that for Latinas unlike their White colleagues, 

cannot and do not want to give up their individuality.  For Latinas strength 

is found in being true to their values and will not sacrifice it to be part of 

the status quo.  According to Dr. G, many of her decisions much like other 
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Latinas are made from a personal standpoint and she is always aware that 

all her decisions have a personal consequence to her constituencies.  Dr. G 

relayed that most women do not understand even to this day, that they are 

still not in charge especially on the campuses of higher education. 

It would be great if it wasn’t personal and I can see my peers, 

especially my white peers. They’re not ever in that vulnerable place 

because they can easily separate themselves from their work and I 

don’t think it’s true of most minorities in leadership positions. I 

don’t think it’s true of most women, but  what I have observed is 

that women who don’t fundamentally understand that they’re still 

not in charge will get burned. Women who ascend to the 

president’s role, you know, there’s more of them now, but you 

always have to report to somebody. We lost a president. The 

woman who hired me, she lasted only four and a half years because 

she didn’t fundamentally understand that it was still not her way 

because she’s a woman and this is still an industry that’s led by 

men. (80-91) 

 

According to the literature, the higher education system is 

structured to limit the access of privilege and power to Latinas.  Dr. D. 

explained that the idea of her limited privilege and power is something that 

she is always aware of in her role.   While there may be some Latinas who 

may assume otherwise, she is quite aware of her limitations as a Latina 

administrator in the educational system.   

Well quite frankly if you’re a person of color and you’re in a board 

room you have probably less power than others. That’s the reality. 

That’s the problem. So I never, I’m never gonna fool myself into 

thinking that I have as much power as everybody else cause the 

reality is that I don’t. Maybe some people deal with that in a 

different way and they don’t care that that’s the reality and or they 

put that aside. And maybe they assume that they have as much 

power as everybody does and they just do their thing but I’m 
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always conscious of the fact that I don’t.  (340-346).  

 

Dr. Ramos stated that as Latinas complete their education and enter 

the workforce their values and views are clashing with the expectations of 

society.  Latinas entering educational professions today want to be 

accepted, but also want to be in charge.  The conflict between Latinas and 

society creates an emotional dilemma for Latinas.  Latinas bring their 

passion, culture and a commitment to changing the higher education 

environment.  They want to be accepted for who they are as individuals 

and their unique perspectives.  They want to be given an opportunity to 

make decisions that will change higher education.   

What I do see is that Latinas want to be accepted but they want to 

be in charge.  And so there is this clash of what society is telling 

them what they can do and be and where they are caught from an 

emotional standpoint but I do think we will overcome and I do 

think we will continue to grow.  (169-172) 

 

According to Dr. Gomez, politics play a major part in the higher 

education system.  In order to continue in higher education, it is necessary 

for Latinas to understand the leadership strategies of their White 

colleagues male and female.  She explained that White men confront issues 

head on and white women work behind the scenes. White women see 

everyone as competition especially Latinas.  This makes it difficult for 

Latinas to enter a political system when they don’t understand the rules of 

the game.  Dr. G explained that for Latinas, underestimating the strategic 
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leadership styles of their White colleagues makes it difficult to be part of 

the major discussions and the decision making process taking place in 

higher education. 

I mean I hate to talk in generalities, but white women in leadership 

positions are very strategic thinkers.  They wouldn’t have gotten 

there had they not have been able to be that.  So they work 

completely behind the scenes all the time and if you weren’t behind 

the scenes with them, you’re gonna end up getting wacked.  It’ll be 

a surprise.  (128-135) 

 

In evaluating the decision making style of Latinas, Dr. Gomez 

explained that while the majority of Latinas enter the professional world 

with caution, White women take more risks.  This difference in 

professional attitude maybe due to the stereotypes that society has imposed 

on Latinas. 

I think Latinas have a tendency to be more collaborative and more 

accommodating and white women just don’t lean that way. They 

don’t lean to collaboration or accommodation. As a matter of fact, 

accommodation to a white woman is a weakness and white women 

feel a privilege that we don’t feel, so that plays out in different 

ways like for instance, they might take more risks. They might get 

more opportunities because if you feel as privileged, you’re not 

going to take as many steps.  You know, you’ll be more cautious 

about your steps. A lot of white women at this level throw caution 

to the wind. They feel like they have arrived. I’m never going to 

arrive. There’s no arrival. I always have to be cautious because 

they’re always going to remind me that I’m not them. (381-391) 

 

According to Dr. G, while the stereotypes endured by Latinas have 

caused Latinas to struggle, the same stereotypes have made Latinas 

fighters.  These same stereotypes have given Latinas the strength to 
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overcome adversity.  Dr. Gomez explained that because of the lack of 

privilege, Latinas have developed a “guttural fight” mentality that has 

allowed them to survive. 

I’m not as privileged as they (White women) are and it plays out in 

our interactions, but I will tell you that I think that if you’re more 

cautious and you’re more aware of what the rules are.  You have a 

tendency to stay longer. This sounds awful to say, but I think we 

can take more crap for a longer time because that’s what we do. 

You know, so some white women don’t have that kind of 

constitution and they don’t have that kind of constitution because 

they’re privileged. They’ve never had to have that kind of, you 

know, the same kind of guttural fight that we do. (400-401). 

 

Much like many of the other LPs, Dr Gomez felt that collaboration 

was an important aspect of the Latina working environment.  According to 

Dr. G, true collaboration is not part of the makeup of the women in the 

dominant group.  She explained how her experience has been that while 

White women many boast of their collaborative initiatives, but true 

collaboration is not an aspect of their working environment.  The White 

woman’s working environment is more aggressive and authoritative in 

nature, while Latinas are more accommodating and more collaborative.   

I don’t believe we’re gonna be privileged. We’re not going to get 

the automatic privilege that white women have and because we 

don’t have the privilege, we have to operate differently, but 

because we operate differently, we’re gonna stick around longer.  

You know, because that means that you don’t take as many risks. 

That means you don’t get your head lopped off, you know, and it 

also means that you can be smarter about what you’re doing and I 

believe that collaboration and occasionally accommodating people 

is a good thing. It’s a kind and caring thing to do. So in general, 

just for me personally, I try to lean towards my discomfort like I 
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want to be more aggressive. I want to be more authoritative 

because I know that I lean in the other way naturally, but that’s not 

all bad either. I will also say that I think white women start out 

leaning in the aggressive authoritative corner and they could stand 

to learn how to be more accommodating and more collaborative. 

(412-425) 

 

Stereotypes/Demonstration of Leadership 

 

            Dr. D reflected on how even though she has always felt she had the 

ability to be a good leader, sometimes the environment caused her to doubt 

her leadership.  She described her doubts as the “ultimate imposter 

syndrome.”  She relayed how she uses the self-doubt to push herself to 

improve as a leader. It also keeps her from taking her leadership for 

granted.  Dr. Dominguez expressed the same awareness of the 

consequences of her decisions as an administrator.    These feeling of self 

doubt may all be a result of the stereotypes society has imposed on Latinas. 

You know that whole sense of stepping up even though you feel 

like you're not worthy. Stepping up and doing the job when 

opportunity presents itself. Especially when people think that you 

are, and that's happened repeatedly in my life that I think I’m not 

prepared, I’m not ready, I’m not worthy,  you know, somebody else 

should do this, not me.  I mean the ultimate imposter syndrome 

(laughing) you know eventually they're all gonna find out that I 

really am not all about that and not ready and not as capable as they 

think I am.  And I think that I’ve always had some kind of self-

doubt. But it's also allowed me to push myself in a completely 

different way when I lead. I don’t take my leadership for granted. I 

take my leadership very seriously. And so I’m very mindful of how 

I lead.  (266-274). 

 

           Dr. D also explained that while many Latinas are culturally 

different, many times stereotypes generalize their individuality.  Since 
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stereotypes are society and dominant group created, these stereotypes 

many times are interpreted at the whim of the dominant group.  Dr. 

Dominguez has experienced instances when stereotypes were not only 

applied differently across gender lines but also across economic levels.  

Many times privileges are extended to economically advantaged 

individuals and according to Dr. D, give certain Latinas privileges not 

shared by all Latinas. 

She’s a close friend of mine. We’re culturally very different and 

she comes from privileged. She’s intergraded herself very well into 

the administration. She’s very close to the president. So you know 

and she struggles a little bit in that she’s new but I think that so this 

whole privileged thing it’s not just the cultural thing but it’s also 

the privileged thing. She comes from money and it’s a very 

different scenario. (469-473) 

 

Dr T has worked with many other deans in higher education and 

has found that many fall into the trap of being overcome by intimidation.  

Her advice to them is to fight back by doing good work and making good 

decisions.  She explained that these individuals need to find strength in 

their ability to be good leaders.  According to Dr Torres racism still exist 

in higher education and there are many administrators who do not have 

problems voicing racist comments.  She explained that for her, it is 

important to not feel defeated, but to find strength in good work and in 

making a difference.   

I never thought I’m a poor Hispanic woman.  I never felt intimidate 

me.   I strive with challenges.  The provost also being a white male 
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when he first came on board, he started to say you are going to 

have a difficult time as a dean. I thought fine I strive on challenges.  

Fine I’m not beaten. I’ll out live him. I strive on challenges. As a 

Hispanic I’m a survivor. I have been challenged as a Latina.  I 

think he tried in every way. I think some Latinas may perceive their 

positions as power.  I think that is what I have found the most in 

other Latinas.  They feel they have the power to do things.  I’ve 

never seen my position ever as being in a position of power 

although it probably is.  You don’t have to think in those terms. 

I think some of the deans that I’ve spoken to that are Hispanic. I 

think they feel very intimidated sometimes and for good cause. I 

don’t get any funding. I don’t get any support.  Well you know just 

hang in there. But instead of striving within that intimidation and 

saying I’m going to be stronger.  I’m going to fight back in ways 

not like I have been defeated.  I’m going to fight back by 

continuing to show that I’m doing good work. So well either one 

extremely, people feeling like it’s a position of power and others 

feeling like the odds are very much against them. Like they are not 

going to thrive, they are going to lose people are after them. (317- 

338) 

 

Create/Redefine Own Paths 

 

           Dr. Calderon like many of the other LPs has set high standards for 

herself and when dealing with others makes her expectations known. She 

explained that as an administrator she focuses on data and not on “chisme” 

(gossip).  She sees herself as a role model on what she expects from others.  

Dr. C considers herself as a problem solver.  She felt that it is important to 

have data that indicates a need for change and possible solutions for the 

problems in question. Dr. C wants people to understand how to make real 

changes.  She wants people to develop solutions. 

When people that come here, like I have a problem.  Ok, what is 

your expected solution?  What is the outcome and if you don’t have 
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one, I don’t need to meet with you.  If you are going to come to 

bitch and moan, I’m like no. You can hear that anywhere.   

That’s right I’m very…(hits the table to emphasis point)….I get 

right to the point.  I’m very structured.  I see myself as a mixture 

(quantitative and qualitative).  I want facts.  Manage me in facts not 

chisme (gossip).  Give me the real data here not the gossips not the 

chisme.  I’m a problem solver.  I’m definitely a problem solver.  I 

have solved a lot of problems for this university that have been 

major.  I have…I think I get the problem solved and move forward.  

I care about the reputation of the university.  If there is a problem 

here...The degrees the students are devalued. And that to me is very 

important. I try to be a good role model. I try to model the kind 

behavior that I want other people to embrace. I’m very quick to call 

people on the carpet when they are not fully on board on what we 

are doing here.  If you complain about our students then you don’t 

need to be here and maybe this not the university for you.  (197-

211). 

 

According to Dr Torres, for her what works best is concentrating 

on what she is doing at the moment.  She admitted that she has never set 

goals to far in advance.  It is important to do what needs to be done at the 

time and do it well. 

I kind of don’t project in five years. I want to be a dean or whatever 

I said.  I always look at my options that are right in front of me and 

I made decisions at the time.  What is the best way to go and I said 

so if the opportunity comes.  I’ll have to see at that point in time 

whether that is what I want to do and he said fine I’m 

recommending you to be acting dean.  And then he came back and 

resigned. (153-159) 

 

Seen as Competition  

 

According to Dr. Torres, the competition between Latinas and 

White women continues to widen.  While Latinas feel it is important to 



Texas Tech University, Rosa Gallegos, August 2012  

 

172 

 

 

provide all women with opportunities for advancement, Dr. T has found 

that many times the courtesy is not returned.  

I think the gap between White women and Latinas is widening.  

She had asked me to be her mentor when she was coming up for 

tenure and then she went to the provost office. I named her as 

assistant dean and associate dean and I mentored her and gave her a 

tremendous opportunity to publish with me. They (White women) 

can’t see a Hispanic female in a position higher than they are.  

(382-385) 

 

 

   According to Dr. T, as a young Latina it was difficult to find other 

Latinas as mentors because so many were struggling to maintain their 

positions or overwhelmed by researching for tenure.  Then there were the 

Latinas, who were confused and lost their individuality by falling into the 

trap of following the power. 

The dean of science who is Hispanic is always directing herself to 

the white men.  She has learned the game.  Unfortunately, it 

doesn’t matter how much I have reached out to her.  You know 

when she first came I invited her to lunch.  It doesn’t matter how 

much. You know I have invited her out to lunch.  I said lets do this 

every other month, but nunca (never).  But of course she is always 

hanging out with the White male the dean of liberal arts.  There is 

nothing that I can do to get this women to say let’s collaborate let’s 

work together because she has learned the game.  (353-359) 

 

In her interaction with other Latinas and women, Mrs. Holguin has 

found that many times Latinas even though considered capable of 

leadership positions are not afforded opportunities from those in leadership 

positions.  Society has not provided Latinas with the same privileges given 
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to women from the dominant culture.  According to Mrs. H. competition 

has kept women from working together and learning from each other.   

I am trying to think about my interactions with women.  I think we 

(White women and Latinas) think very differently.  We are not 

raised with the concept of white privilege in mind. That anything is 

ours to have.  I grew up with the concept of that I have to work 

very hard for everything that I have.   I am entitled to nothing.  

That anything that I achieve is because of course I was given the 

opportunity but also because of my hard work.  Where as, I’m not 

sure that is the mind set that other women have.  I may be 

completely wrong in that but I just based on my interaction with 

those women that I have had. That is where I gather that.   

.   You know I try to do my home work and do things better so that I 

can feel like that I deserve to be in this position that you know 

anyone that sees me and right or wrong that is how I grew up.  And 

I think that we all or most of us most Latina women grew up with 

that mind set.  There are some out there who have the confidence 

from the get go you know, but I think there is somewhat of a gap. 

Maybe there are misunderstandings on both sides about that.  I 

don’t know but I don’t think we make a real effort, women in 

general.  You know there is always that competitiveness. You 

know because we are all fighting to get to the same place.  I think 

that we hold sometimes each other at arms length somewhat.  I 

have gone to conferences where we women try to get closer and 

bond about these things.  But it is something that is part of the way 

that we’ve all grown.   And it is hard to narrow that divide. (251-

276) 

 

Mrs. Holguin felt that as Latina leaders it is important that Latinas 

continue to work on their weakness and identify their strengths.  According 

to Mrs. Holguin being a leader means having confidence in yourself and 

understanding who you are as an individual.  All of an individual’s 

experiences are the foundation of who you are.  An individual can only 
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make a difference when you know who you truly are and can use it to 

make a difference. 

You know everybody’s experiences are different and I think for 

some they may define it differently. But I think there is always an 

underlying foundation of confidence in one’s self, respect in one’s 

self and therefore respecting others.  I think that it is so important 

for me that I empower my staff to be able to learn everything there 

is to learn and some leaders may find that a little bit…they are a 

little fearful of that because all of a sudden there is a fear that it 

takes some of their power away and gives it to others, if they give 

them all the knowledge that they may have on a day to day basis. I 

on the other hand feel like if I empower others, that makes me a 

stronger person that can now surround myself with a lot people 

who know a lot of things.  Know what I know, but hopeful acquire 

even more knowledge elsewhere and that’s important to have staff 

that know even more than you do because you are going to have a 

very successful organization. I think with other Latinas or leaders 

place more importance of different aspects of leadership.  Whether 

it is you know the ability to communicate.  Whether it is patience in 

how you conduct yourself, your expectations of your staff.  By the 

way one point that I am rather weak in is patience.  I want things 

done quickly. There are those attributes those adjectives that can 

describe a leader…great communicator…patience…humble. You 

know that some leaders may be stronger at than others.  

But by and large I think most of us have the same thought in mind 

that we continue to go to whether conferences or leadership 

seminars or I was in the governor’s leadership development 

program.  Because we have to continuously work on our 

weaknesses and help and identify our strengths within ourselves 

and help others to identify their weaknesses and their strengths. I 

think that the foundation is very similar. We do want to help each 

other and we want to become more aware of ourselves and where 

we need to improve.  And we need to continue that education of 

what is the best leader out there.  

And I can only speak for myself I have observed others and they 

have their own unique ways to be able to interact with the males in 

higher education. Our culture, Latinas…women…me for instance, I 

tend to be very nurturing and that doesn’t need to have a negative 

connotation in the work place. I think you know with a project or 

whatever you do.  If you love where you work and you nurture a 
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project through to its end or you nurture your staff to be the best 

they can be. I have found that I give very positive feedback and 

very positive relationships develop from that. But in any leadership 

position you are going to interact with a lot of white males.  My 

facilitating skills or how I approach those based on watching the 

different work places.  How males interact.  How they like to 

interact. What they see as someone who they respect might act.  I 

kind of go down that path. You know that I treat them with 

professionalism and respect.  (51-92) 

 

Limited Interaction with other Latina Administrators 

 

For Dr. Rosas (R1) one of the major issues is finding Latinas 

especially Mexican American females in higher education administrative 

positions.  Those Latinas who have made it to upper level positions have a 

similar passion and dream to make a difference in their community.   

I think that there is a connection between my definition of 

leadership and other Latinas.  I think a lot of the Mexican 

American leaders have the same passion they have the same dream 

the same vision. They are struggling.  They do it in different ways.  

I do it through education.  Others do it through the legal ground. 

Other do it through demonstrations but I think at the core we are all 

about the same thing. (32-36) 

 

Dr. R1 relayed how the Latinas don’t fit in the traditional 

leadership model so many times are not selected for faculty or 

administrative positions by search committees.  She explained how this 

type of hiring keeps the number of Latinas in higher education low.  She 

also stated how there is also a shortage of Latinas in such administrative 

position as presidents and provost, while there is a large number in student 

affairs. 
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Part of it is that the people on search committees.  The people who 

are making those decisions who to hire in those positions are still 

using the traditional model it hasn’t changed.  Well one of the 

things that if you are looking at women administrators in higher 

education in Texas, you will be hard pressed I believe because I 

participate in a lot of activities around the state  you will be very 

hard pressed to find many Mexican American females in higher 

education in academic affairs.  The majority of them are in student 

affairs not in academia.  (195-201) 

 

In higher education, Latinas still do not have enough role models.   

According to Dr. Rosas, there is still a lack of support for young Latinas.  

Young Latinas are still falling into the trap of being stereotyped.  Many 

young Latinas today do not understand the importance of being 

professionals in order to be taken seriously.   Latinas need to be strategic in 

competing with others on an even playing field.  Dr Rosas stated that 

young Latinas are not being prepared to be leaders.  Young Latinas are 

being confused by the individuals who are available as role models 

I must say that this game that we are talking about playing is not a 

personal game and I don’t think that the personal aspect should be a 

part of it.  I think it is an intellectual and professional game that 

you have to play and that is one of those things that I have always 

kept in the fore front. I need to be intellectually and academically 

on the same or at par and on the same level as them.  And 

sometimes I see a lot of young women who want to get to the top 

who think that the way to get to the top is to be the female instead 

of to be intellectual and academically prepared.  And I’m not sure 

that we have preparation programs in leadership that give young 

Mexican American females the perspective of what it is that you 

need to do to advance in your career and in what the name of the 

game is and how you get there.  I don’t think those are there 

because if you look at who is preparing you women for leadership 

it is not Mexican American women that are preparing.  (173-186) 
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Young Latinas 

In speaking about their interaction with young Latinas, overall the 

Latina participants (LPs) felt young Latinas have a better understanding of 

the opportunities available to them with a higher education degree.  Where 

the LPs disagreed was whether young Latinas have a clear understanding 

of the political and racist underlying system of the dominant group.  While 

some young Latinas may be aware of these aspects of the higher education 

system, they may be confused on how to avoid being caught up in the 

system. 

Young Latinas Better Understanding of Opportunities 

According to Dr. G, young Latinas today are much more aware of  

  

the opportunities available to them.  Young Latinas just need assistance in  

 

understanding the rules and how to navigate the problem areas.  As a  

 

young Latina, Dr. G felt quite inadequate in her understanding of issues  

 

beyond her local surroundings.  She explained that the world of Latinas  

 

today is very different than the world she experienced as a young Latina.   

 

I think they’re (young Latinas) much more aware of the workplace 

and because it’s not the fight any more about should you go to 

school.  I think we’ve passed that.  Yes, they should go to school, 

but then now it’s about what do you want to do.  You know, so 

think about what’s important to you and I think they’re having 

those conversations earlier than the people my age.  It was never 

important for me to actually do anything.  I was doing good just to 

convince my parents that I should work.  You know, so they didn’t 

actually have any expectations that I would do anything.  So I think 

the expectation is different now.  I also think that there are more 
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Latinas that are gonna contribute to the welfare of their house hold.  

So in other words, they’re gonna see the potential of the income 

cause I do think there is this strong connection to family.  I don’t 

see many women who sacrifice that in the Latino community.  

White women sacrifice it (family) all the time, but I don’t think 

that’s true of Hispanics. (335-347) 

 

Dr. G recounted how as a young Latina she had to make 

opportunities and felt the need to rebel against traditional family 

expectations in order to take advantage of those opportunities.  According 

to Dr. G, young Latinas today struggle with determining which 

opportunities to take.  Many young Latinas have access to many resources 

and opportunities that many times they are overwhelmed with making a 

choice and then making a commitment.    

I think they (young Latinas) understand the struggle.  They 

understand the struggle earlier and I think they’re also much more 

aware of the world.  They see the things that are happening in 

Mexico, immigration and it just wasn’t all that visible when I was 

twenty.  My world was really small.  Their world is much bigger.  

They have access to much more information. I think they see 

personal struggle.  I think they see national struggle and global 

struggle a lot more.  There’s much more emphasis on service and 

helping others.  I think that they see more.  I think their struggle is 

going to be different because there weren’t that many options for 

me growing up.  I had to make options.  Well, as soon as they come 

to college, well there are thousands of options, so that’s a different 

struggle.  Trying to find your self amongst all of what’s possible.  I 

think that’s a definite struggle and actually one that I don’t feel all 

that competent to help with.  I didn’t have many options. (351-363) 

 

Dr. D felt that young Latinos are much more advanced and 

knowledgeable about higher education and the world, than when she was 

at that age.  They don’t question the opportunities available to them as 
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young leaders. According to Dr. D,  we can learn from young Latinos.  We 

can learn not to question our abilities as much.   The stereotypes in society 

have caused many Latinas to question their abilities. 

I already see it in the students that I work with. My goodness, gosh 

if I had some of their skills when I was coming up in their age my 

God I would have ascended much sooner or I would have looked at 

my leadership role completely different. They don’t question it in 

the same way that I feel like I’ve questioned my leadership role. I 

don’t think that they’ll fall into it the same way I fell into it. I mean 

there’s gonna be much more deliberate.  

They’re amazing. These students are amazing. They’re able to 

develop their leadership skills when they’re undergraduates. I mean 

we have amazing student leaders on this campus. You know I was 

working with the student group and the president of that group in 

fact was very helpful during the town hall last night and yeah they 

wanted to do so much you know they wanted to be involved and 

the president actually served on panel last night with the town hall. 

And you know he had the students making posters, and he posted 

on face book, you know that we were having this town hall and so 

they did this video on Youtube and they posted it on facebook. And 

to make sure that it would viral and everybody knew and I’m 

thinking oh my God, I would, these kids are going to be so 

amazing. And they’re gonna think about leadership in a completely 

different way. Whereas with us, we had no, we couldn’t see anyone 

in those roles and we’ve kind of had to define it as we went along 

for them. They’re defining it now and I love working with those 

students. Because not only am I instrumental in assisting them see 

themselves in a leadership role at my level and beyond, but you 

know I’m learning from them as well about what is important.  And 

you know anytime you’re a mentor you’re also a mentee so I think 

there’s that dual benefit that we gain from each other and that you 

know I see them as amazing. I mean they just don’t question it.  It’s 

so natural for them. It’s not been natural for me. It’s been a 

struggle. So God I hope so. (416-437) 
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Dr. Ramos (R2) relayed how young Latinas do not face the same 

struggles, but there are still not enough enrolling in higher education and 

even less going on to graduate school 

No, young Latinas are not meeting or feeling the same struggles. I 

just don’t see enough of them.  That would be my answer.  I don’t 

see them struggling like we did from the sense that I will never 

forget (143-145). 

The hard work was so much driven by the fact that there are so few 

of us. If we don’t set the example for these young ladies that are 

coming up the pipelines. We have the responsibility to instill in our 

young Latinas that we can do it and if we don’t set the example 

then it is just more talk.   I tell my girls all the time because if you 

don’t do it, who is?  And if you don’t do it now when are you going 

to do it.   And I tell them the truth.  It is not easy if it were easy 

everyone would have one but you are smart enough. I think that is 

the key thing because we grow up thinking.  Latinos don’t think we 

are smart enough. We don’t think we can. We don’t think there is 

money out there and we don’t always have family support.  It is 

difficult because we have family responsibility. When you take all 

those things off the table and say just do it.  It is not going to be 

permanent.  The struggle is not going to be permanent.  You are 

closer to the end than you are to the beginning. You have already 

invested many years of your life to your education. You only have 

four more and as you do that and as you share that experience the 

light bulb goes off slowly. And I certainly do believe that our world 

will change as we become more educated that is my mission. (233-

247) 

 

Need Assistance in Defining Needs When Navigating System  

The LPs agreed, it is important that Latina leaders help young 

Latinas understand the unspoken rules of higher education.  Dr. G stressed 

the importance of helping others especially Latinas understand how to 

navigate higher education. Help them understand the unspoken rules of the 

dominant group. According to Dr. G, as a young Latina it was difficult to 
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find someone to help you understand the higher education environment.  

Much like many Latinas, Dr. G had to figure out higher education the hard 

way by trial and error.   

Well, I want to tell them what the rules are.  I generally end up 

there.  Here’s what you have to do.  Here’s where the tension is.  

Here’s, you know, if I can help people understand what the rules 

are, they won’t get caught up in it so often. That’s the position that 

I take.  If you tell me that this is what you really want, I’ll help you 

navigate to get there and I’ll tell, you know, so I think I could be a 

really good. I think I could be a really good coach, you know, 

because I had to sorta come by hook or crook.  I had to like figure 

it out and that’s why.  That’s really not necessary anymore because 

there’s a lot of people who know more about what the rules are and 

they don’t tell you what the rules are.  So, I feel like that’s 

something that I could do and I do it.  I do it pretty often, but 

there’s just not that many.  The numbers are still pretty low. 

There’s potential.  There’s potential for the numbers to be good, 

but they’re not.  (367-378) 

 

Dr. C felt that it is her responsibility to help her students see 

themselves beyond their front doors.  She also relayed the need to help the 

faculty and administrators to see the talent in Latino students and provide 

different perspectives. Dr. C recounted how, as a Latina administrator 

many students and community members believe administrators can make 

changes very easily.  They don’t realize that there are many things that are 

not under her control.   

You know what, let me tell you a lot of young people here are short 

changing themselves. They are very talented people.  We have 

extremely hard working people.  But they want every opportunity 

to happen here in this community and it’s not.  I have so many 

students tell me I want a Ph.D in political science. I’m like we 

don’t have one and you know what we are not going to get one. 
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Not right now. I know that because I now the politics in the system 

and I know the politics in Austin.  Do I wish that we could, of 

course I do, but its not a reality so instead they get at Ph.D in 

educational leadership. They get an Ed.D or they get another 

master’s. You are short changing your community. They are short 

changing themselves and they are going to be miserable. (326-333) 

 

The Latina participants (LPs) are attempting to assist students in 

making decisions based on who they are as individuals, and what they 

expect in the future. Dr C explained the importance of helping family to 

understand how to navigate the higher education system.  In order to be 

successful in higher education students have to bring their families along 

with them on their educational journey. 

We need to look at the role of women in the academic world.  And 

you are right many women fall through the cracks.  That is why I 

think I am so lucky everyday. I wake up truly appreciative of 

everything I have because sometimes you are not at the right 

department, you’re not in the right university, and you’re not in 

right community. Your family situation is complicated. And so if 

you have all of these stresses you are not going to be successful.  

And so you need to pick and choose wisely your partner. You need 

to socialize your family into helping you be successful and maybe 

you know that very prestigious university that you are at maybe 

that is not the one for you or the community college maybe that is 

not the one for you or the state university maybe that is not the one 

for you.  

So I think that one of the things that I’m trying get people to think 

about when they go on the job market look at everything so that 

you make the best decision. It is kind of like going to buy shoes. 

They are great shoes. They look pretty they are fashionable.  The 

color whatever but you know when it doesn’t quite fit right. You 

can wear them and at the end of the day. You are like my GOD my 

feet are killing me whatever and maybe you are doing long term 

damage to your feet. But you’ll wear them again the next day. Ok, 

don’t do that.  We have to make sure that things go well because 

then you become a complainer you become unhappy you become 
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miserable and things don’t work out.  And you need to also 

socialize your family into the enterprise.  This is all part of being a 

leader.  (252-269) 

 

Dr. C provided examples of how she personally feels when an 

environment is not right for her.  She explained that individuals need to 

pay attention to their feelings so they can live with their decisions.  She has 

learned to pay attention to her feelings and her body when making 

decisions.  This personal understanding comes from knowing and 

understanding herself and her values.  

I went to Fort Collins Colorado several years ago to interview for a 

position.  And I can honestly tell you that the minute that I set foot 

on the ground and I looked around. I’m like this place is not for me. 

And it was the hardest thing for me to go through that interview 

because even if I was offered this job I will not take it.  

It just did not feel right.  I have a very visceral kinda of you just 

feel it.  The university was beautiful and the kids and the snow 

capped mountains.  It just did not feel right. I had a feeling in my 

stomach.  I was like no. They were saying if you were to come 

here. I was like I’m not coming here. (346-352) 

 

Dr. C also explained how it is very natural for Latinas to try to 

teach children values and traditions.  Unfortunately, she felt that in this day 

an age it is difficult to do everything and complete a degree in higher 

education and a profession.  She relayed how many of the stresses for 

Latinas comes from trying to be everything to everyone.  According to Dr. 

C, sometimes Latinas have to learn to take short cuts and choose what is 

more important and what is going to make the biggest difference. 
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One of the things that is very stressful for us because on the one 

had we want to teach our children Spanish we want to teach our 

children certain values and we want to teach our children certain 

food and certain traditions.  And how do you continue like for 

example to make tamales for Christmas because we want our 

children to have the tamalada experience .and at the same time how 

do you negotiate work and the professional and so they talk about 

some strategies  There are some things we have to say. How can I 

take short cuts so that these two world come together otherwise you 

are going to loose your mind.  (421-428). 

 

According to Dr. T, many young Latinas may be aware of social  

 

and global issues, but do not understand the “undertones that exist in a  

 

university.”   

 

I don’t think they (young Latinas) really understand what obstacles 

they will face in the future. Sometimes they are oblivious to the 

undertones that exist in a university. The bias that you are always 

considered less.  I don’t think so and I don’t know what we are 

doing to educate people. You excel and you do your best.  You 

have to deliver to that passion especially to Latinas. You have to be 

sure to bring them along.  We all have to be role models the stakes 

are too high and there are too many people against us. (372-376) 

 

According to H, being a good leader involves having confidence in  

yourself, but an individual also needs training.  She explained how young 

Latinas sometimes don’t understand the skills needed in leadership.  She 

felt that believing in your leadership abilities is just the beginning.   An 

individual also has to work on acquiring leadership skills. 

Unless you are very strong and very confident you can’t do it 

alone.  You need that team.  You need at least one person. Faculty 

members, who ever it is that is going to support you along the way. 

I don’t think young women understand the skills needed. If they 

haven’t gone through any type of education process about what 

leadership is about. And you cannot sum up leadership in a few 
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adjectives or words.  It is also about experience and the things you 

have gone through. But, I think not having a good understanding of 

it….No…You know it is that much tougher because it is all about 

if you feel. If you picture yourself in a room and you see it 

mentally and you see that you are a strong person. You may not 

call yourself a leader just yet, but you feel confident so those are 

some of the words that make up a leader.  I think then it is a little 

bit easier but not having someone really to tell you ok these are the 

things that you need to do to be successful. These are the things. I 

don’t think that it can happen as easily. And you know you may be 

able to say it to someone but that person may not believe it or that 

person may say I don’t have those things.  And if you don’t believe 

in yourself it’s not gonna work. (217-234) 

 

Importance of Role Models and Mentors 

  

As a nontraditional student, Mrs. H found it difficult to navigate the 

higher educational system.  She felt that she would have benefited from 

having a mentor to help answer some questions for her and help her avoid 

some of the obstacles.  She expressed that in higher education some of the 

obstacles are the faculty who still struggle to understand the needs of 

diverse students. 

I agree Latinas do not know how to work the system. The politics 

they are a tough thing. I think white students do in general have a 

leg up on Latino students.  In that they learn from their parents the 

political game that everyone plays, whether it is how to get into 

college navigating the system, and interacting with faculty.  I was a 

nontraditional student and It was too intimidating for me interact 

with faculty and to go visit a faculty member in their office let 

alone a department chair  and a dean and of course  you know I 

matriculated much earlier. I think there is still some of that out 

there especially if you come as a first generation student.  It doesn’t 

mean that you can’t acquire it if you have the right mentoring if 

you have the right person to  help you but there are so many 

students and only so many faculty and still the faculty out there. 

(190-200) 
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Mrs. H described how young Latinas sometimes lack the 

confidence to see themselves accomplishing their goals.  She explained 

that it is a mentor’s responsibility to help young Latinas to see their long 

range goals.  Then to see the leadership qualities they exude and how these 

skills will help them accomplish their goals. 

So someone that young, someone who has just graduated, yeah it is 

that much tougher for them to really conceptualize. I just visited 

with a new recruit from Laredo. A young Latina came with her dad 

and her little sister just so energized and excited. I see her all. I 

look at her and think this is a potential leader. There is no doubt in 

my mind that this person is a leader just by the confidence that she 

exudes.  She may not know it but it’s conducive upon someone to 

say you know you have all these. You can go anywhere with that.  

It doesn’t always have to be Latina women that can be role models 

it can be anybody but just saying the right things and doing the 

things that you need to do for them can get them there. (241-250) 

 

According to Dr. Rosas (R1) the major struggles young Latinas 

face is their understanding of how to move up the professional ladder.    

Dr. Rosas has found that many young Latinas are not being directed into 

educational paths that will lead them to administrative positions such as 

presidents, provosts, etc.  She explained that the channeling of young 

Latinas away from high level administrative positions, eliminates the 

diverse perspectives needed in the decision making structures. 

So where are we going to find them to mentor the faculty. If you 

really look around the country there are not very many because I 

have looked.  When we are searching for a position, I have looked 

to see who I can tap because we have to increase the faculty 

positions in terms of Mexican American women.  There is not 

enough.  There are very few most of them are in education and we 
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have to increase that and then it is from those populations that you 

are going to get the potential administrators eventually and across 

the country you know.  There are very few all you have to do is 

look at the statistics of where you know Mexican American 

females are getting their PhDs and where they are going  in terms 

of faculty positions.  We have a few here at (name omitted) we 

have just two or three in science in math and in engineering.  I 

think we have one or two in engineering.  We have three or four in 

math or science.  That’s it and then we don’t know if will be 

moving into administration. They themselves do not have 

aspirations to be administrators.  They love their teaching and they 

are focused on their teaching and research.  And that’s wonderful 

of them.  They are excellent women.  We have two or three in 

social and behavioral science.  We have a handful we have the 

most in education but in other disciplines, we hardly have any so 

I’m always searching.  You know when ever a search is going on 

I’m always searching for Mexican American women that I can 

recommend.  (227-245) 

Because I belong provost group I’m the only Mexican American 

female…Hispanic…Where ever they are being channeled they are 

being channeled into student affairs divisions not academic affairs 

we need Mexican American Provosts and they are not there. I’m 

one of a handful.  I think most women are going to allowed to be 

channeled and I think what we need to be doing is encouraging and 

that is what I was saying  is like I’m looking around and looking at 

our campus and who do we have in academic affairs at this 

institution whose a Mexican American female that could be 

mentored. (201-208) 

 

As a mentor Dr R1 has found that there are not enough Latina 

administrators to act as mentors for young Latinas.  As a mentor she is 

consistently looking for young Latinas to mentor. 

It is still white men and at best white women but not Mexican 

Americans.  And that’s true in most doctoral programs. And I think 

that is part…I’m looking for someone that I can look to mentor 

who would take my place when I leave. And I look around campus 

and I’m having a hard time finding someone and I’ve identified a 

couple Mexican American young women and eventually they will 

probably be there but they require a lot of mentoring yet I would 
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say there are probably some who are…but in general across the 

board I don’t think they are.  (186-194) 

 

Latino Males Struggling in Higher Education 

 

Dr. Ramos stated that today she sees more Latinas entering higher 

education than ever, but she sees less Latino males.  Dr R2 gave an 

example of a young Latina who is still struggling to help her family 

understand the importance of allowing her and her brother to attend 

college.   

Interestingly enough we did an interview about a month ago for the 

Latino leadership initiative that we have as a partnership with the 

(name omitted) School and we interviewed about 22 people. We 

had one young lady who is very smart very talented and really 

wanted to go and so we told her interview and she said I’m afraid 

to take the slot because I don’t think my father will let me go any 

way.  She told us of her brother who is taking the brunt of the 

father’s disgust of her going to school. He quit school and he is 

helping the family.  He is working and everything so that she can 

go to school because the father doesn’t think there is any remote 

value in her going to college. This was a month ago. It is still 

happening of course it happens.  We don’t see it as much though.  

(172-181) 

Today what I see Latinas outnumber the males at least in South 

Texas.  I think about 3 to 1.   I worry that there still aren’t enough 

of us because we are just starting to scratch the surface. And I do 

fear that there is a developing issue with the males. Males are 

shying away from education more than women.  (157-160) 

 

Summary Comparison 

 

The Latina participants (LPs) have not had many opportunities to 

interact and network with other Latinas at their level.  They agreed that the 

few Latinas in administrative positions continue to struggle with 
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stereotypes.  They felt that even today Latinas in all levels of higher 

education continue to create new paths.  They have found themselves as 

targets where their abilities and credentials as administrators and leaders 

are questioned by their White colleagues and Latino males.  While the LPs 

have worked on creating inclusive environments and empowering their 

staff, they have found that many of their colleagues continue to push 

personal agendas for power. Then for many of the Latinas the lack of 

institutional support for diversity initiatives has left them alienated and 

vulnerable.  In order to survive they continue to focus on assisting 

underrepresented students and using their cultural strengths to move 

forward in their professional goals.   

According to the Latina participants (LPs) young Latinas have 

more options and opportunities available to them.  They also have access 

to more educational resources.  The higher education decisions young 

Latinas have to make now days is - Do I want to attend higher education 

and which institution.  Young Latinas are more aware of the obstacles and 

struggles they will face and have the opportunity to seek out assistance.  

Young Latinas are more technologically aware and have more of global 

view.  According to the LPs the major obstacles for young Latinas are in 

underestimating the political system in higher education and the continuing 

stereotypes.   
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 Questions on Personal 

 

RQ1)  How have your personal experiences influenced your definition of 

leadership?  

In reflecting on how each of their personal experiences have 

influenced their leadership definition, three major areas were consistent in 

each of the Latina participants’ (LPs) lives:  1) the LPs identities are made 

up of their positive and negative personal experiences which are a 

combination of family and early educational experiences, 2) they cannot 

separate their professional life from their personal, and 3) in order to be 

successful they have to honor their culture’s influences in the decisions 

they make. 

Each of these women understands that as individuals everyone is 

influenced by their early experiences in life and the integration of these 

influences in their professional life.  An individual’s identity is made up of 

every personal and professional experience.  An individual cannot separate 

the personal from professional.  The Latina participants (LPs) tribute their 

success in higher education to the experiences provided by their families 

and their early educational experiences.  The LPs used positive and 

negative experiences from their lives to continue to move toward their 

educational, personal and professional goals.  They were motivated by 

honoring their personal and cultural backgrounds.  The LPs understand the 
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traditions of their parents and use their experiences within these traditions 

to change the lives of other Latinas.  These Latinas imbedded their 

personal experiences in their profession and used their personal cultural 

experiences to help others understand the importance of accepting 

differences.  They understand that they are successful in their profession 

because of their cultural differences.   

The following data are now presented in three categories 1) 

Personal Influencers, 2) Educational Influencers, and 3) Mentors/Role 

Models.  The Personal Influencers category includes data about the family, 

early home environment, childhood neighborhood, socioeconomic status, 

language, traditional roles, and discrimination experiences. The category 

on Education includes data on the parents’ educational attitude and 

understanding, early academic achievements, post secondary education, 

and extended family support including spousal support.  Finally, the 

category of personal role models and mentors is discussed. 

Home Environment   

For most individuals, the family structure is the major influencer in 

their understanding of society and their role in life.  Families also play a 

role in the establishment of a strong foundation upon which to pursue 

dreams, aspirations, and higher levels of education (Chahin, Villareal, & 

Viramontez, 1999).  The role of family in the lives of the Latinas studied 
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was essential in the development of their individuality and determination.  

For several of the Latinas, family was viewed as a structure of support and 

empowerment, and a source of strength in their pursuit of educational 

attainment.  For others, their family’s strong values and determination  

to provide for their children inspired them to strive for new opportunities 

through higher education degrees and working toward securing a place for 

Latinas in all professions in society.  Like all family structures, the 

Latinas’ families were greatly influenced by their environment. The 

families’ negative and positive experiences colored the world of the 

Latinas.  

Family/Culture Source of Strength & Motivation. 

All the Latina participants (LPs) agreed that they come from 

traditional Mexican American families who adhered to many of the 

traditions of their Mexican culture.  For some of the LPs their families’ 

traditional views did not become an obstacle, but a determining factor for 

their decisions to attend higher education.  While for other LPs the 

traditional gender roles were expected to be honored, so for these LPs 

leaving home to attend higher education was considered as rebellious 

behavior against traditional family expectations.  

For Dr. Gomez, the major personal influencers in her leadership 

was her deep understanding of the importance of culture to her family and 
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her inner drive to prove her natural abilities as a Latina.  She identified the 

combination of her culture and family dynamics as her core identity. Dr. 

Gomez explained that even though she rebelled against the traditional 

gender roles, she understood that those were the expectations of the times.  

Even though she understood her life was moving in a different direction, 

Dr. G felt that it was important to honor where she comes from.   

My motivation to do this work comes from a core identity that I 

have because I believe that there [are] dynamics in the Latino 

culture that had a big impact on me growing up .because I am the 

oldest daughter. I’m the second of four siblings. I have an older 

brother and I come from a very traditional Mexican American 

home.   

My father was very, very traditional Mexican American man who 

saw gender roles in very traditional ways. Women stayed at home. 

They took care of the family and they cooked and they cleaned. His 

mother, my grandmother’s a saint because I’m sure she is because 

she had 11 children. She woke up every morning, made breakfast 

for everybody, laid out their clothes, she never sat down. Very 

traditional sort of mom and my father never really moved away 

from that and so he felt like my role and my future was that. That’s 

all he could really see for me. (10-21) 

 

           Dr. Dominguez relayed how her family experiences made a big 

difference on her psychological health.  The understanding that their 

parents are humans who are also influenced by society and the stress of 

providing for a family helped the LPs understand how education would 

help them to change what their parents had to go through in their lives.  Dr. 

Dominguez, like many of the LPs took the best of what their parents could 

provide and enhanced her skills with a good educational foundation. 
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My father was very different from my mother.  My father was the 

person who was, you know, not as together as my mother and was 

very authoritarian. My father was an alcoholic, and he had a lot of 

issues…a lot of devils he fought all his life. My father is now 

deceased.  You know you have this person who’s very healthy and 

in terms of who, they are as a person and then you have someone 

who’s very dysfunctional.  And if I had grown up with just my 

father I would have been a very different person.  I don’t think it’s 

common with a lot of Hispanic families.  I think it’s probably more 

common when you’re talking about poverty.  That dysfunction 

occurs because well and especially when you think about the fact in 

my parents’ generation where my father had to be the bread winner. 

But my mother was the person who kind of kept things together 

and who taught me how to be purposeful, centered and deal with 

you know, work with integrity and be an honest person and you 

know gave me all those values that I think are important and carry 

me to this day. (176-187) 

 

Many Latinas saw their parents struggling to provide for their 

families and dealing with the difficulties of discrimination and racism as 

well as the expectations of the culture.   Dr. Dominguez, recalled how 

providing for the family was very stressful for both of her parents 

especially for her father.  She explained how her mother’s responsibilities 

were very different than those of her father. Her father had to deal with 

raising a family and fulfilling the cultural expectations of his father.  

According to Dr. Dominguez, many times the cultural expectations and  

adherence to traditional roles created a dysfunctional family unit.   

My mother worked after we were grown up.  And she helped you 

know in the fields, and I kinda think while we were growing up, 

but she didn’t have the same level of responsibility that my father 

had in terms of I mean there was a lot of pressure on him to not 

only support the family but my grandparents also lived with us. My 

grandfather was very authoritarian with my father and even though 
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my father was married and had his own family, my grandfather still 

called the shots where my father’s life was concerned.  So I think 

you know that creates for kind of a dysfunction if especially if 

you’re not a strong person.   

(187-194) 

 

While Mrs. Holguin’s childhood was very similar to many of the 

other LP’s background, her path to her administration position was 

somewhat different.  As a female working in male owned businesses she 

soon learned that she wanted something different.  From experiences as a 

child and young adult, Mrs. H was left with the understanding that as a 

Latina, she was not entitled to anything but only received opportunities 

through hard work and from opportunities given by others.   According to 

Mrs. Holguin, being considered an equal partner in her personal and 

profession life was a goal that she set for herself. 

I came from a very patriarchal family and I knew that wasn’t 

something that I wanted for my life whether it be marriage or 

someone who was my boss who treated me in that way.  In other 

words a woman who was someone just there to do their bidding.  I 

wanted to be someone who was kinda a partner who helped them 

achieve what they wanted to achieve. (4-8)  

 

Dr. Ramos (R2) came from a traditional family that supported 

traditional values but also taught her the importance of an education. From 

her family’s business she learned the value of money, time, collaboration, 

and hard work.  Dr. R2 reflected on how her entire family helped to 

understand the skills she needed to be successful.  She spoke about how 

both her parents worked endlessly to provide for their family and 
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contribute to their community.  Dr. Ramos recounted how determined her 

mother was to complete her own education in order to change the lives of 

Latino children.  From her family she learned the amount of work effort it 

takes to have a successful business.  Dr. Ramos learned the meaning of 

teamwork and how important everyone’s contributions are in 

accomplishing a goal. 

I grew up in a flower shop. And my mother was a school teacher 

and an elementary school principal and my dad worked for the air 

force base here and ran a ranch and helped my mother run the 

business. And so I was always multitasking.  My sister and my 

brother and I, we’d get home from school.  It was water the plants, 

sweep the car port and make sure that the boxes are emptied and 

take out the flowers and then do the homework and then have 

dinner and keep going.  At our house it was always everybody 

worked.   And so I think that that skill of team work was very 

prevalent in my home.  Because everyone had a role everybody had 

a job to do and if someone didn’t do their job that day that meant 

someone had to do more work.  So we were a struggling family 

trying to pull together a new business at a time when we were kids.  

And we all wanted to be successful. At a very early age I started to 

work.  (30-40) 

 

Dr. Ramos explained how understanding the behind the scenes 

relationship dynamics of the different genders and generations of her 

family allowed her to see beyond the visible traditions.  She relayed how 

Latino families many times do not speak about the cultural dynamics of 

family relationships.  The family dynamics are just understood and 

followed. 

We all grew up in matriarchs and our dads all thought they were in 

charge but we knew that our grandmothers and our mothers in the 
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room and you know behind the scenes were really very influential 

on our dads and our grandpas.  We knew that.  We also knew that 

we didn’t really talk about it.  We knew if we went to Abuelita that 

she could convince my dad of anything and it worked.  (160-165) 

 

Childhood Neighborhood – Latinas Learned from Environment 

 

Dr. Calderon relayed how her family’s support helped her to 

understand and find her career path early in her childhood. Her parent’s 

assistance in providing their children resources to learn and develop their 

interests motivated Dr. Calderon.  Her parents helped their children 

understand their culture through their environment.  Dr. Calderon felt that 

her parent’s way of helping their children entertain themselves helped her 

develop her individuality and understand what is important in life. 

No I never thought about the path.  [I] did not pin point a place in 

time.  I think what happened is I’ve always known I was going to 

study politics. Ever since I was very little my parents purchased 

these encyclopedias for children.  And I remember you know I 

grew up in a small town in southern (State Omitted).  There wasn’t 

really very much to do.  We didn’t have a movie theatre.  We didn’t 

have a bowling alley. I mean my life was playing outside. That is 

one of the things I think why I am still such an outdoors person.  

Because we used to go hike the mountain.  Go up the hill.  Go to 

the desert.  You know I was an outdoors person.   And my mother 

would throw us all out because she would cook.  She would clean 

the house.  She was like, don’t come in until lunch time so she 

threw you out and you had to entertain yourself. (89-98) 

 

Dr. Rosas like many of the other LPs learned early that education 

was important in making a difference in the lives of Latinos.  Even though 

many of the LPs grew up in small communities; they took advantage of the 

educational opportunities available to them. 



Texas Tech University, Rosa Gallegos, August 2012  

 

198 

 

 

Very early I became aware that education was the key to making 

the change to changing the lives of Mexican Americans.  In my 

community for example I grew up in a very small little town near 

(City Omitted).  And the community was approximately half 

Hispanic half Mexican American and half Anglo.  But because it 

was small community in the schools we had an opportunity to 

participate in everything. (7-11) 

 

Parent’s Education/Societal Understanding – Determined Educational  

 

Emphasis 

 

Dr. Gomez reflected on how while her mother understood the 

importance of education when it came time to support her higher education 

decision, she remained silent.  She explained how many of the 

opportunities she sought for her future were difficult to explain to her 

parents.  The opportunities available to her at the time were not what the 

family wanted for her so she chose to rebel and go on to higher education.   

My mom was more progressive and sent us to school and believed 

we should get a good education so I got this good high school 

education, but when it came time for college my father didn’t 

understand why I would want to go to college. This was around 

1968. Didn’t understand why college was necessary when I was 

just going to get married anyway, so why go to college and its, you 

know that sounds really strange right now.   

I really understood where my dad was coming from. It’s just that I 

was living in this, sort of, in between world where I understood the 

Mexican American family and the traditional gender roles, but I 

had been educated largely by white Europeans. I went to catholic 

school that was operated by nuns from Europe. It was a college 

prep program, so I felt like I was left with nothing. I didn’t really 

have any skills. The only thing I could really do is go to college. 

My father said no. That he couldn’t support that and my mother 

was largely silent, even though she had sent us to catholic school 

knowing that it was college prep. In that moment she couldn’t 



Texas Tech University, Rosa Gallegos, August 2012  

 

199 

 

 

speak for me. And then I rebelled and it sounds strange because I 

rebelled and went to college (laughs).  (21-35) 

 

Much like Dr. G, Dr. Dominguez also had to make a choice  

between following the wishes of her parents or enrolling in higher 

education.  Even without the support of her father, Dr. Dominguez knew 

that following her educational goals was something she was committed to 

doing.   

You know, I pursued that goal so that when my father said “No you 

can’t” I said “I finished high school” and I was one of two Mexican 

American kids in town that finished high school.  When he said 

you can’t go to college, I said I have to. And you know and I never 

questioned my father.  You know whatever he said was what was 

done.  I mean he was very strict.  And I said well whether or not 

you want me to I’m gonna go.  And so I proceeded to go to school 

to get my degree.  (147-153). 

          

According to Dr. Calderon, her early discovery of her educational 

interest provided her with an understanding of the economic disparity in 

society.  She credited her parents for maintaining a bi-national and bi-

cultural household which allowed her to develop curiosity about how the 

power in society is distributed among the different populations.   

I don’t remember how old I was maybe seven or eight and I read 

those encyclopedias one summer and in the encyclopedia was you 

know the universities and a liberal arts education and it had all the 

majors and I am like oh I like political science I like the power.  

And I think because I grew up in such a bilingual-binational-

bicultural household and my family would go to Mexico and you 

would see the children begging and you would see the difference 

the disparity in wealth in income and whatever.  And my father 

would say it is all political you have to understand politics and 

from that ok…I became a comparative political scientist at around 
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the age of four. I think you know I always knew I wanted to be a 

teacher that I did know. (99-107) 

 

Dr. T used her early educational experiences to empower herself to  

 

overcome challenges.  Dr. Torres recounted how even though she wasn’t 

allowed to speak Spanish in school she knew that she was quite capable of 

contributing to the teacher’s lesson.  She remembered how many of the 

stories told by her father and the pride he had in the culture provided the 

courage she needed to meet the higher education challenges.   She relayed 

how even now she is not intimidated by White men because of the pride 

passed on to her by her father.   

Almost to say you know I’m going to show them that I am a smart 

little girl. I could be teaching all these kids about everything that I 

know about history and about music and art. Because my dad was 

so tremendously proud of his language, and his culture and the 

ancestors, he used to talk to us about the great civilizations of our 

ante pasados and how the astrology was so advanced and the 

science and geometry and on and on.  I remember in class I could 

be teaching these kids all this stuff but since I don’t speak English 

they don’t allow me to say a thing. I’m going to show them that I 

am a smart little girl that I’m not a dumb little girl because I don’t 

speak English.  My dad gave us this tremendous sense of pride of 

our language, culture and ancestors. Even when I walk into that 

room with white men I am not intimidated.  I am a proud Hispanic 

and that we come from a proud and powerful history.  We come 

from that.  I always felt a tremendous sense of pride. These guys 

are not going to intimidate me at all.  I never felt intimidated.  (304-

315) 

 

Many of the LPs were encouraged to have pride in their 

background by their fathers.  They first learned about the valuable 

contributions made by their ancestors to the world by their father’s stories.  
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They also learned of the importance of following their passions regardless 

of the obstacles and the importance of their culture in achieving their 

goals.  Dr. Rosas recounted how her father’s stories were not only 

educational but also inspired her to develop a passion for education. 

And of course I came from a home where both of my parents.  

Mostly my father was a very stanch believer in the pride of being 

Mexican American descent so for entertainment because we were 

poor financially for entertainment he would tell us the history of 

Mexico.  He was a historian on his own.  He would tell us the 

history and so we would sit around in the evenings and he’d tell us 

stories.  And so his passion was also education so from a very 

young age when I was four years old I knew I was going to college 

because he told me that he wanted me to go to college.  (18-24) 

 

Mrs. Holguin like many of the LPs acknowledged that the views of 

the males in her life have helped her to understand how society and how 

the higher education system operates.  Understanding and seeing things 

from the male point of view allowed her to develop strategies that are 

inclusive of who she is as a Latina and a woman.  Like many of the Latina 

participants, Mrs. H expressed that she may not be accepted as a complete 

equal by the male dominated world, but she understands that as Latina her 

contributions are just as important and have made a difference. 

That is interesting that you would say that my dad right or wrong.  

This is one thing that he said to us…my dad growing up…he did 

not graduate from high school, but he was a very smart man. One 

thing he said to us… me and my brothers but I heard very clearly in 

growing up.  The white man, the whites are very successful in 

everything that they do.  They approach things. He didn’t use the 

word strategically. They approach things with a plan in mind.  We 

need to be more that way.  I would recommend or suggest to you 
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that ya’ll do the same that you watch and see how they approach 

things.  See how they do things because they are successful.  (155-

162) 

 

From her family Dr. Ramos learned the need to dedicate herself to 

her convictions.  She explained that from her family she learned that 

accomplishing a goal takes everyone focusing and working together to 

make a difference.  She praised her whole family for allowing her to grow 

up with a deep sense of pride in her culture and the understanding that 

education is an important part of her life.  

I also had very strong convictions in our house of the importance of 

an education.  So my grandmothers and my mother and my father, 

everyone, we just knew going to college was not an option it was 

like the 13
th

 grade.  It was the next thing.  I think those roles and 

my personal life and so my mother went and got her masters while 

she was already teaching and running the flower shop at the same 

time. I knew how important it was because I lived it. I would drive 

my mother to (city omitted) everyday in the summer so that she 

could go to school. My dad would stay at the flower shop and he 

would work at night.  A constant chaos of order at my house we all 

grew up with that.  (40-47) 

 

Dr. Ramos recalled how her family’s support and confidence in her 

abilities allowed her to overcome negative comments from educators.  She 

recounted an incident when a counselor commented negatively about her 

ability to succeed in college and how she reacted.  She also explained how 

negative comments by educators discouraged some of her friends from 

attending college.   

I remember one of my high school counselors told me that I needed 

to go to beauty school because I would never make it in college.   I 
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remember so vividly thinking that if I told my mother this.  She is 

going to have a fit that If I tell her that I’m not smart enough, I 

don’t know what will happen to me.  That fear drove me so much 

that I am where I am today. So what I did learn was never tell 

somebody that they can’t do something, because that negative 

could go both ways.   And I did have friends that were told you’re 

not college material and they never went. But my fear of failure to 

my family was far greater than that I just worked harder. (1119-

127) 

 

Language – Source of Maintaining Identity 

 

Two of the participants spoke about the importance their parents 

placed on their understanding and speaking of the Spanish language.  Even 

though the other five Latina participants did not provide any examples of 

their use of  Spanish in school, it was obvious during the interviews that at 

least four of the Latinas were bilingual.  Dr. Torres and  Dr. Rosas relayed 

how their fathers instructed them on the importance of learning and 

maintaining their Spanish language.   

(Dr. Torres)  A wonderful role model and how much I learned… 

And of course he used to say…A qui en la casa se habla Español.  

Solamente Español.  So I became bilingual because my dad insisted 

that at home we speak Spanish and Spanish only. As he said we 

learned English at school and Spanish at home.  All 9 of us kids are 

very fluent in Spanish as a result of my dad…and very good 

Spanish.  

 

(Dr. Rosas) And he taught me how to read in Spanish when I was 

just four or five. (25)   

 

Traditional Roles – Used as Motivation to Seek Own Path 

 

As a Latina/Mexican American female, Dr. Gomez had witnessed 

how her brothers received certain opportunities that were not available to 
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her.  She emphasized how unfair the differences were in her eyes and she 

wanted the same opportunities.  

And then I just saw that it was so patently unfair that my brothers 

got celebrated for doing the same thing that I wanted to do, but I 

was chastised for doing it because it wasn’t what Mexican 

American women do. (44-46) 

    

Dr. Gomez relayed how for some Latinos views about traditional 

gender roles ha not changed.  Regardless of the amount of assimilation that 

has occurred in Latino families, some individuals choose to remain in 

traditional gender roles.  She explained how some males are uncomfortable 

with females in leadership roles which limits the opportunities for Latinas. 

Well, and my brother’s the same now.  Even though I have two 

brothers and a sister, so there are two and two girls in our family.  

We all have advanced degrees.  We’re all enormously successful in 

whatever it is that we do, but even now my older brother still wants 

to determine how things need to be. In other words, he wants to say 

how things should be in a family.  Well, like, and I’m thinking wait 

a minute.  “Who died and made you God?” Because I’m just as 

valuable, you know, as you are, so I think there’s something about 

his that’s in the gender roles and the understanding of gender inside 

the community so even though there might have been a lot 

assimilation, you know, a lot of learning how to operate in all these 

different spheres, I think some of the gender dynamics stays with 

us.  Like how could a Latina end up in the position in which you’re 

over the men?  How can that be?  

(180-191) 

 

Dr. Dominguez expressed how the traditional roles of males and  

females are something that the Latina participants (LPs) had to contend 

with in making the decision to continue on to higher education. Dr. D. 

recounted how in many traditional Mexican American families, females 
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did not receive equal treatment as males.  Many of the LPs agreed that as a 

result they are stronger and have developed a reservoir of self confidence 

in themselves and their abilities.  Dr. Dominquez relayed how the 

treatment of her brothers while it may be deemed unfair to females, helped 

her create a strong foundation to over come obstacles.    

You know quite frankly I think some of it may be cultural in the 

sense that men play it.  You know have a different role.  First of all, 

at least in m y family men were cuddled.  You know, they have a 

different place than the women from day one.  Women are required 

to do certain things you know don’t you always help out, you work 

hard, you help your mom, you help with the cooking, you help with 

the cleaning, and you do those kinds of things.  

You’re not cuddled because you’re only five or six.  You do your 

share.  So in some ways some people may look at that and say well 

isn’t that horrible that you make your girls do that and boys, but in 

some…in my family I think it made the woman in my family 

stronger and the guys weaker.  And my brothers, you know, I’ve 

always felt like, growing up “why are, how come they have it so 

easy?”   

Just cause they’re boys and blah blah blah and you look at my 

sisters and myself, all of us have had a college education.  My 

brothers have not.  I have two brothers and there are six sisters.  

Just six girls..five sisters.  And all of us…all of the woman have 

had a college education.  The two guys do not.  My brother both 

my brothers do manual labor.  The woman do not…And so you 

know I think that the cuddling, that cultural cuddling a male 

doesn’t serve them in the end because they grow up with certain 

expectations.  It doesn’t strengthen their.  You know their psyche 

and their personalities.  It doesn’t strengthen them as a person. That 

is m y theory. (194-208) 

 

Socioeconomic Status 

Economic and Discrimination Struggles Made Stronger & Persistent 

At an early age Dr. D found that education would make a  
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difference in her life. She wanted to do something different than her 

parents.  Dr. Dominguez recounted how the manual labor endured by her 

parents was not a place for her and chose to rebel against the plans of her 

family.  

Oh sure, yeah well for one thing it’s like I said before it gave me 

the sense that you know, one education is the great equalizer force 

and I didn’t want to struggle in the same way that my parent had 

struggled. The other thing, I mean I think a very important thing 

that I think my background gave me was a work ethic because of 

my parents.   I saw my parent who worked very hard and so they 

would work from sun up to sundown.  To see them work so hard I 

mean I feel like I have it easy and in a sense that I don’t have to 

work physically hard.  (63-78) 

 

Dr. Dominguez reflected on some of the things she would do as a  

child to help her family and to show that she had initiative and as a female 

could be successful. 

I mean.  I can see myself.  I was telling my husband the other day.  

Sharing a story about my childhood, about my initiative and I told 

him you know, when I was little we were very poor and I would get 

up very early in the morning on a Sunday morning because we had 

a VFW hall not that far from my house and they would have dances 

on Saturday nights.  And I was telling him I would get up on 

Sunday morning and go hunt for you know change in the parking 

lot.  Because I know that people were drinking and having a good 

time and they would put your know their hands in their pockets and 

they would lose their change.  And I told him I would always find 

money that I would come home and share with my brothers and 

sisters. (221-228) 

 

Discrimination & Racism – Struggles Made Stronger 

 

In discussing a negative experience with a teacher in her childhood,  
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Dr. Dominguez appeared to still feel emotional about the experience.  She 

explained that she has carried this experience with her through out her 

career.  The results of this experience still affected her in some way.  Like 

many of the other LPs Dr. D turned a negative experience into a positive.  

When I was seven, I had an experience where I was discriminated 

against by a teacher.  And I can even recall kind of the thinking 

before that happened about.  I had a very good experience in the 

first grade with a teacher that I truly loved who was very 

compassionate and who was very patient because I couldn’t speak 

English when I started the first grade and never punished. (She 

became emotional.)  Could tell by voice that it still bothered her)  

She never penalized me for not being an English speaker and 

provided opportunity for me to advance in her classroom in spite of 

the fact that I couldn’t speak English.   

So I mean I had a cousin.  I went to a small rural school where 

there was first and second grade were joined and my cousin was a 

year older and she was in the second grade so she’s actually in the 

same classroom as I was so you know I was in the first grade she in 

the second so she made sure I sat next to my cousin, would 

translate for me.   

I had a very good year my first year of school, very positive.  We 

moved from the little town into (City Omitted) and I don’t know if 

you know (City Omitted).  Which is like a little farming 

community it has one store, one gas station that was it.  So we 

moved from (City Omitted to City Omitted) and then I had to go to 

a bigger school.  And my second grade teacher, I’m still thinking 

that all teachers are the same. 

My second grade teacher was very different from my first grade 

teacher.  I didn’t realize that she was prejudice.  I just realized that 

she treated me differently and that my experiences with her were 

not good.  And that I was not the only one that she treated 

differently.  Once I took note that she treated all the other Mexican 

kids differently and it was before the schools were integrated so 

there were only Mexican kids and Anglo kids in the classroom.  

And the Mexican kids were always…she would yell at us, she 

would. (109-128) 

 

Dr. Dominguez spoke about the lack of compassion and respect  



Texas Tech University, Rosa Gallegos, August 2012  

 

208 

 

 

received from some educators in her early educational experience.  She 

explained that many Latino children continue to have similar experiences.  

She recalled how instead of being motivated to learn she found herself 

being intimidated and shamed by the teacher’s behavior.  Dr. Dominguez 

explained because of early educational discrimination experiences, she had 

to empower herself to be successful.  She had to see beyond the 

discrimination and focus on her educational goal of assisting students 

facing similar situations. 

She was very mean.  Almost to this day, I remember one time when 

a book fell off her desk or something and everybody jumped. 

Everyone was spooked and she laughed and I though that was so 

odd that she would laugh.  She would rather say, I’m sorry don’t be 

scared or whatever.  I mean we were second graders.  So anyway 

and so there was kind of like I started to notice those things which 

really puzzled me about her.  And then the turning point come 

when I had been sick for a week with the flu and I came back the 

following Monday.  And we had a test on roman numerals on that 

Monday.  Of course I missed that whole week before I knew 

nothing about roman numerals.  And she knew that I had been ill so 

I come back and of course I did very poorly.  I flunked the test and 

she passes out the tests and the second day or the third day. 

Sometime during the week, she brings me up in front of the class 

and she proceeds to pull my dress and skirt up and she paddles me 

in front of the whole class. It was a very humiliating for me.  I 

never told anybody.  I never told my parents.  My mother new 

knew until I was an adult.  I told her and she was like. She was 

angry.  She was upset.  She didn’t understand why I hadn’t told her.  

I think it was just the feeling of being puzzled by it and feeling 

some shame around it because you feel like you must of have done 

something really horrible to have that happen.  It wasn’t until I was 

an adult that I understood that this was injustice that this person had 

done against me, but I also knew that I never wanted any child to 

every experience that. And that’s really what got me to go into 
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education.  And so I knew at that point that I had to go to college, 

and I had to get my degree so that I could be a teacher.  (129-247) 

 

Dr. T recalled an especially significant moment from her childhood 

that defined her motivation to succeed. The discriminatory act challenged 

her to excel and inspired her determination to be at the top of her class.  

She recounted her initial struggle with language acquisition.  As a non- 

English speaking student, Dr. T had to learn by having someone translate 

for her.  During Dr. T’s early childhood, Spanish could not be spoken out 

loud in school.  She explained how many Spanish speaking children were 

made to feel less because of their language. According to Dr. T many 

educators and schools were not prepared to assist Spanish speaking 

students. 

When I first went to school I didn’t speak any English. When I was 

in the second grade, I remember in particular though I didn’t speak 

any English and I was kind of lost.  The teacher had to tell someone 

in their ear that they needed to translate for me that I was suppose 

to be reading.  And so at that time they didn’t allow us to speak 

Spanish at all.  If someone knew Spanish and they couldn’t speak it 

out loud they had to whisper in my ear. In a way it was 

intimidating. And so I think I reacted to all of that in a positive 

way.  (298-299) 

 

All of the Latina participants (LPs) remembered either 

experiencing discrimination or learning about discrimination from others.  

Dr. Rosas relayed how she still remembers how as a child the separation 

between the various ethnicities was very obvious in her home town.   
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We wouldn’t of had a football team we wouldn’t have had any of 

the sports we wouldn’t of had any interscholastic league etc. if we 

wouldn’t have all participated because it was a small community. 

So we all participated but we lived on different sides of the tracks. 

It was literally railroad tracks that divided the town in the middle.  

And Mexican Americans lived on the North end and Anglos lived 

on the south so at a young age I began to ask the questions why do 

we live on one side and they live on the other and I started noticing 

the differences.  (11-17) 

 

Early Education Achievements  

 

           Negative Experiences Determinant of Social Justice Goals. 

 

While many of the Latina participants (LPs) did not have early 

leadership examples beyond their families, they somehow found 

themselves in leadership positions.  Many of the LPs learned early that 

education was a way to enhance their innate leadership attributes.  They 

followed their need to be leaders in education.  Dr. T recalled how she was 

always an over achiever in her educational goals.  Even though Dr. Torres 

had a difficult start in her educational career, she learned that she had the 

drive and interest to become a leader.  By gaining leadership experiences 

through clubs she began to understand that all these experiences would pay 

off by achieving her educational goals.  As valedictorian of her high 

school, she learned that her success was only possible through hard work. 

I have always been a go getter always.  In school I always wanted 

to be in the student organizations.  I wanted to be an officer.  I 

wanted to be the president.  I wanted to be the whatever.  I don’t 

know what drove me, but I always wanted to lead.  I wanted to lead 

and so when ever I joined an organization and I wanted to go all the 

way. I wanted to be the best.  I graduated valedictorian only 
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because I worked very hard at it.  In the school I always wanted to 

join organizations that I felt were of interest to me.  But if I was 

going to join the national honor society I was going to be the 

president or some officer.  I don’t know why.  I don’t know what 

drove me but that’s the way it was (125-131) 

    

Postsecondary Educational Achievement – Enhanced Commitment  

 

Make a Difference 

 

           Dr. Dominguez recalled her determination to complete her degree in 

bilingual education.  She initially did not have plans to be an administrator. 

But anyway, I knew that’s what I was going to do and I studied 

early childhood education and bilingual education because you 

know that focus on really trying to make a difference with kids like 

me and so know I never thought that I end up in leadership roles. 

(153-155) 

 

Dr. Torres like many of the other Latinas had a goal of helping her 

“gente.” As a child she learned that higher education many times was not 

welcoming to diverse students.  Dr. Torres made a commitment to 

complete her degree and return as an expert to help her community.  She 

wanted to contribute her expertise as a Latina to the higher education 

environment and thus help students over come obstacles. 

So well that was my initial goal, but low and behold I got a 

scholarship to go work on my doctorate degree and I end up 

finishing that up and the expectation was that you apply for a 

university position.   But very quickly realized that I had grown up 

in the (City Omitted) area that I really wanted to come back to this 

community and make a difference. I really wanted to make a 

difference here with my gente with my people with a lot of Latinos 

and so I felt that I had made that commitment to go away but to 

come back here and so I did. I applied for a position as an assistant 

professor and was hired. (112-119) 
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Dr. Rosas (R1) learned early in her education that being successful 

in school provided opportunities.  Like some of the other Latina 

participants (LPs), Dr. R1 learned from her family the importance of doing 

the best she could by being a good student and the importance of learning 

from her surroundings.  Many of the LPs found that they could learn from 

the negative experiences as well as the positive experiences in their  

lives. 

I was a very good student in high school.  And I knew that in order 

to get to college I needed to be a good student so I spent a lot of 

time studying in high school.  And then I went to college.  I went to 

a community college first that is where I started and I studied and 

devoted my energy to studying.  I was in preparation for 

something. At that point I had no idea where it was leading me but 

I knew I was in preparation. (41-45) 

  

Support - Learning to Balance Personal and Professional Goals 

 

Dr. C recounted how as a graduate student she was very dependent 

on her family and their understanding of the importance of her higher 

education goal.  Because of the obstacles she had to over come to complete 

her degree she used her struggles as motivation. She explained that she is 

not motivated by the money or the idea of power.  She relayed that the 

completion of her degree and not the position is her motivator to continue.  

It is important for her to continue to live a simple life and strive to make 

changes where possible. 

Again I think I have a safety net. I put my daughter through school.  

My needs are minimal. When you were in graduate student as long 
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as I was...I never had any money.  I remember I thought I had 

money.  I still have a hard time going to the store and buying 

something because I like it.  I’m like I’m not going to buy it. I go to 

the sales stuff.  For years my mother gave me her hand me downs 

and my sister because I never had money. I am very simple when it 

comes to my life.  To me its like if I were to not to be here 

tomorrow it would be ok.  I would make some adjustments.  There 

are a lot of people once they become administrators the money 

becomes the motivator.  Remember we do not have power at a 

university.  (580-587) 

 

For many of the Latina participants (LPs), they were the first ones 

in their families to go to college and for a few of them they had to change 

the culture of their families to attend higher education.  While some of the 

LPs’ families encouraged them to enter higher education, others had to 

rebel against the traditional expectations for Latinas.  But once in higher 

education all of them faced similar obstacles. Dr. Rosas explained how she 

used her experiences in higher education to encourage and help her 

siblings to be successful. 

I was the first one in my family to go to higher education.  But in 

the mean time I had been helping my brothers and sisters. There are 

six of us in my family six brothers and sisters. All six are college 

graduates.  Two of us have doctorates, two have masters, and a 

couple of us have bachelors. Because I made it my mission my 

quest to get them educated.  I help them get into college. I helped 

them get through college in all kinds of ways financially 

emotionally and through support. (103-108) 

 

As a Latina, Dr Ramos understands she is different compared to her 

colleagues.  She explained how she always has to be aware of her presence 

as a Latina.  She understands how her life is unique and what she brings to 
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her leadership position is who she is as an individual and all her life 

experiences.   

Absolutely we have to do it all. I’m very conscious of my presence.  

First of all I’m a single mom. I was married and divorced. I was 

married to a Hispanic male but I’m divorced and have one son.  I 

live with my mom because my dad passed away 11 years ago and 

we have been roommates ever since. (190-193) 

 

As a Latina and a single parent, Dr. Ramos concentrated on 

completing her education as quickly as possible.  She had to rely on family 

to help her get through the obstacles. 

I did the best I could. I did it as fast as I could. I worked from 11-2 

in the morning every night for four years on my dissertation and 

weekends were filled with that. My son would go with his father or 

my sister or my best friend.  And I would study on the weekends. 

(230-233) 

 

Learned from Personal 

RQ2:  What have you as a Latina learned from your personal leadership 

experiences?   

Cannot Separate Personal from Professional 

In speaking about their personal experiences, each of the Latina 

participants (LPs) acknowledged that as Latinas because of their unique 

personal experiences, they have a different philosophy of leadership 

compared to Latino males and their White Colleagues, females and men.   

Dr. Gomez learned from all her experiences that she could not 

separate her personal identity from her professional role.  In reflecting on 
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leadership, she explained that until she had her first professional position 

she had no concept of the responsibilities of a leadership position.  She 

spoke about how compared to young Latinas in higher education today, her 

world was very small.  She had to make options and figure out everything 

on own.  Growing up she found that she did not fit in traditional gender 

roles so one of her goals was to find her own niche in the world and at the 

same time honor where she come from.  

It was never important for me to actually do anything. I was doing 

good just to convince my parents that I should work, you know, so 

they didn’t actually have any expectations that I would do 

anything.  (339-341) 

My world was really small. Their world is much bigger. They have 

access to much more information. So, I think they see personal 

struggle. I think they see national struggle and global struggle a lot 

more. There’s much more emphasis on service and helping others. I 

think that they see more. I think but their struggle is going to be 

different because it wasn’t there for me growing up. I had to make 

the options.  (354-359) 

 

In speaking about her personal experiences, Dr. Dominguez found 

that she did not want to struggle like her parents. She wanted professional 

opportunities that were available to others in society.  She credited her 

parents for her strong work ethic which she felt has made a difference in 

her career.  In reflecting on some of her personal experiences she discussed 

how some of the negative educational experiences helped her develop a 

passion for social justice and female empowerment. Dr. Dominguez also 

stressed the importance of not forgetting where you come from.  She has 
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found that she has to use her positive personal experiences to push the self 

doubt that many times comes with society’s stereotypes.   

I learned don't question yourself, don't allow self-doubt in your 

own sense of you know I’m not worthy to interfere with stepping 

up when there are those opportunities. (354-359) 

Another important aspect of my leadership is that I never forget 

where I came from. (274-275) 

 

In working with Latino students Dr. Calderon has found that one of 

the major obstacles for these students is that they are wedded to everything 

in their home town. While she understands the important role that family 

plays for these students, she explains to students the importance of being 

open to different environments.   

You need to be open to different ideas and you also need to learn 

how to temper your passions your desires because sometimes they 

are just not possible. I have to provide opportunities for the youth 

of the (name omitted) and to help them be successful. Many of our 

kids I admire tremendously. I mean many of them would tell me I 

cannot leave my parents do not speak English. They don’t drive. 

I’m the person that takes them to the doctor.  I’m such a selfish 

person but then I’m realizing, you know my parents would never 

expect that.  They are wedded to their lives. You know what I think 

it is, I have a theory of course it is totally unfounded and untested.  

When I grew up we were able in one day to drive somewhere very 

different.  (354-359) 

 

Dr. Torres found that after her first degree she had a need to work 

with her “gente.”  Because of her personal experiences she felt she could 

make a difference in a location with a large Latino population.   

I really wanted to make a difference here with my gente with my 

people with a lot of Latinos and so I felt that I had made that 
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commitment to go away but to come back here and so I did. I have 

always been a go getter always. (117-125) 

 

Learn and Found Educational Mission from Environment 

 

From her personal experiences Dr. Rosas found that she needed to 

develop a personal mission that was driven by her passion to make a 

difference in lives of Latinos.  As a young girl she noticed the differences 

between how people lived in her community.  She didn’t understand why 

there was such a difference between where and how Latinos lived and 

everyone else.   

It was literally railroad tracks that divided the town in the middle.  

And Mexican Americans lived on the North end and Anglos lived 

on the south so at a young age I began to ask the questions why do 

we live on one side and they live on the other and I started noticing 

the differences.  (14-17) 

 

Mrs. Holguin expressed that while she cherished her family and 

their traditional way of life, she wanted something different.  She wanted a 

professional and personal life where she could express her leadership as a 

Latina.  Mrs. Holguin has learned that as a Latina it is important to 

understand her surroundings. 

A lot of it is looking at my surroundings and how I approach 

people because I can’t come on gang busters.  Hey I’m a strong 

Latina and I’m coming in to tell you what I want done because you 

are going to scare them. But it’s more I want to observe how you 

do things. But ultimately I am going to make the decisions on how 

I feel things should to be done. (306-310) 
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Dr. Ramos stated that her first bosses were her parents.  Through 

the various family enterprises she learned that in order to be successful 

hard work was essential from everyone involved. Her parents helped her 

understand the meaning and value of money, time, and the need for family 

support. Dr. Rosas explained that for her going to college was not an 

option.  Very early in life her parents helped her understand that in order to 

make a difference she needed to be educated.  

We were a struggling family trying to pull together a new business 

at a time when we were kids.  And we all wanted to be successful. 

At a very early age I started to work, but I also had very strong 

convictions in our house of the importance of an education.  So my 

grandmothers and my mother and my father, everyone, we just 

knew going to college was not an option it was like the 13
th

 grade. 

(38-42) 

 

Mentors/Role Models 

RQ3:  Who in your personal life has or have influenced your leadership 

skills?   

Fathers Intellectuals/Mothers Nurturers 

For the majority of the Latina participants (LPs), their fathers were 

more influential in the their determination to go on to higher education.  

Despite the fact that many of the Latina’s acknowledged that the Mexican  

culture did not expect much from the females out side of family 

responsibilities, they understood it was the way their parents were raised. 

They saw these traditions as a way to turn a positive from a negative.  
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While at the time attending higher education may have been a way of 

rebelling, it gave them an opportunity to make a difference.  For many of 

the LPs their fathers’ had a strong presence in the family in that they 

worked hard to insure the family’s livelihood.   

The majority of the fathers were described as intellectuals who had 

a tremendous pride in their culture and language.  While in many of the 

families the sons were expected to continue on to higher education, the 

daughters accepted the challenge willingly.  The fathers were seen as role 

models in demonstrating the important role that culture and tradition 

played in building a strong foundation for development of the Latino 

identity.  The importance that most of the fathers placed on the pursuit of 

higher education also fueled each Latinas’ desire to enter higher education.   

Parents as Role Models for Strong Identity 

Dr. Gomez has come to the conclusion that even though her parents 

at the time did not understand her early decisions to attend higher 

education and did not accept her decision, her family is still very important 

to her.  She considered her parents as role models in their ability to 

maintain a strong family. According to Dr. Gomez the life her parents led 

was very different than what she wanted.   

Well, I consider certain aspects of what they did.  Like, for 

instance, my parents stayed together when, perhaps, they shouldn’t 

have but it was because of the children.  And that stays with me.  

Family’s very important to me, but I don’t use them in my 
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professional life because they’re life was so different than mine. 

My father did lots of different jobs.  He was a very happy guy and 

he loved what he did.  But in the end he really liked staying at one 

place and doing the same job.  That’s what he really wanted to do.  

He did it as much as he could, so did my mother.  And they, long 

ago, stopped understanding what I was doing, you know, so they 

don’t really see that.  So I don’t see them in my professional life. 

(290-299) 

 

She stated that even now to some degree she includes her parents 

and siblings in her professional life, but she lives her life very separate 

from her family.  Dr. Gomez credited her grandmother as a major 

influence in her life.  As a role model her grandmother provided examples 

of some of things she wanted to do in her professional life.  She recounted 

how she admired her grandmother for being opinioned.   

I think my siblings to a certain extent, but my professional life is 

separated from my immediate family.  I think my grandmother my 

maternal grandmother was more of a role model because she had 

her own business.  She owned a corner grocery and she was very 

outspoken, but she was very kind, caring woman.  She ran this 

store herself and she did whatever she thought was important to do.  

That’s what she did and she didn’t really care what anybody 

thought about it.  I love that. So I would say that then the image of 

my grandmother is inspirational to me, but not my mother because 

it’s hard for her to support what I do. And why I have to do what I 

do and why I have to come back and go to the meetings and you 

know.  Yeah, like she understands I put on regalia and I go to 

commencement and I sit on the stage and that’s a proud moment.  

So she sees the image of it, you know, the symbol of it, but she 

doesn’t actually understand the work and there’s no real point of 

talking about it.  (299-312) 
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Dr. Torres felt that her father was the stronger influencer of her 

educational goals.  While many times her father focused his attention and 

expectations on her brothers, by listening to his talks on culture, art, and 

the influences of the Mexican traditions on cultures around the world she 

found that she also wanted to increase her education.  Dr. Torres credited 

her father for educating her on the rich cultural environment of the 

Mexican people and Mexican culture’s influence on the world. Her 

father’s support for the opportunities available to the educated individual 

only fueled her desire to work toward a post secondary degree.   

My dad was a role model.  I think my dad absolutely.  My dad was 

college educated in Mexico.  He was an intellectual.  He did not 

necessary talk so much to the girls as to the boys about being 

professionals or being doctors and lawyers and I don’t know what 

else. We were six girls and three boys.  But of course I grew up in 

the environment where he loved art, and music and history and 

current events and whatever.  He used to come up with his own 

scripts.  And he would have us all act and he would film us and all 

sorts of stuff.  I grew up in a very rich environment and intellectual 

environment.  My dad talked a lot about the importance of 

education. Of course I always had my ear really big and heard a lot 

of those things.  But mostly it was going to my brothers my three 

brothers.  I guess because that was the culture of the time.  In 

Mexico the women for the most part stayed at home and the men 

were the ones who were support to be higher educated.  But he 

never put us down or said you don’t have to worry about 

this…you’ll be staying at home and having children and being 

supported.  He never mentioned any of that.  But he talked a lot 

about the importance of education in general. (229-241) 
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Dr. Torres recalled how her father made sure she and all her  

siblings understood the importance of maintaining their language.  He 

made sure that when they were at home they spoke Spanish.  Dr. T 

explained how the lack of English caused her father problems in finding 

work in the United States, but regardless of being unable to find work her 

father still supported the importance of higher education.   

And I learned a lot from him about literature or poetry you name it.  

And so I think that very rich environment.  I have always in me 

presentations talked about how my dad was a role model.  A 

wonderful role model and how much I learned.  And of course he 

used to say.  A qui en la casas se habla Español. Solamente 

Español.  So I became bilingual because my dad insisted that at 

home we speak Spanish and Spanish only. All nine of us kids are 

very fluent in Spanish as a result of my dad. Like I said my dad was 

college educated.  Unfortunately he didn’t speak English. So when 

we moved back to the states.  I was about five years old.  You 

know he couldn’t have the jobs he could have in Mexico, which 

was kind of devastating to him.  But my mom insisted that we 

move back to the states.  My mom was from Arizona.  They 

married in El Paso.  Then left to Mexico and some of us are born in 

Chihuahua.  When I was five we moved back to the states and so 

that was a little devastating to my dad. (242-256). 

 

In describing her mother, Dr. T relayed how while her mother  

encouraged the children to do well in school, she never really understood 

higher education.  Her mother’s life was quite different in that she was 

orphaned as a young child and lived with a number of aunts and uncles.  

Dr. Torres explained how her mother was forced to go to work early in her 

life and did not have the same educational background or goals as her 

father.  She also described how the lack of English devastated her father.  
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He always wanted to make a difference.  His tremendous drive and love of 

the arts made a difference in her view of life. 

But still at home he did all sorts of stuff because he was well 

prepared so my dad absolutely.  My mom encouraged us to do well 

in school and go to school.  I can’t say she was a role model in the 

sense that she was highly educated.  She was orphaned from the 

time whew s nine years old from both of her parents.  And so she 

struggled a lot with Tias and Tios getting her to work very early on.   

She didn’t have the education that my dad had but she was a very 

smart lady and she spoke English. Right.  Yeah my dad I always 

mention him.  I do a presentation on my life and growing up as an 

English speaker.  And then I always mention that my parents were 

my bilingual teachers. Well the Spanish component of bilingual 

education. Definitely my dad is on top of the list there.  I think my 

dad you know had a tremendous drive.  He wanted to make a 

difference in his life time.  And I think he did in Mexico when he 

came over here unfortunately his inability to speak English really 

hurt him a lot in many ways. But in Mexico, El hefe de la ofecina y 

que tanta cosa. My dad always wanted to excel in whatever he did 

which was extremely contagious.  Yeah that definitely had an 

impact.   (257-269) 

 

Dr. Calderon spoke of how both her parents were influential in her 

educational goals.  Her interest in a specific area of study came about from 

her parents providing resources that allowed her toenvision herself on a 

campus.  

No I never thought about the path. [I] did not pin point a place in 

time.  I think what happened is, I always knew I was going to study 

politics.  Ever since I was very little, my parents purchased these 

encyclopedias for children.  And I remember, you know I grew up 

in a small town in [city omitted].  There wasn’t really very much to 

do.  Wee didn’t have a movie theatre and we didn’t have a bowling 

alley.  And I remember that I don’t remember how old I was maybe 

seven or eight and I read those encyclopedias one summer. In the 

encyclopedia was you know the universities and a liberal arts 
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education and it had all the majors and I am like oh I like political 

science I like the power. (89-101) 

 

Dr. Calderon spoke about how an encyclopedia brought her into 

sphere of a political scientist.  But it was her father’s ability to explain the 

political system to his daughter and his explanation of the disparities in 

society that inspired her.  She recounted how as a child being able to move 

between different environments helped her be more open to different 

educational environments. 

And I think because I grew up in such a bilingual bi-national  

bicultural household and my family would go to Mexico and you 

would see the children begging and you would see the difference. 

The disparity in wealth in income and whatever. And my father 

would say it is all political you have to understand politics and 

from that ok became a comparative political scientist at around the 

age of four. I think you know I always knew I wanted to be a 

teacher that I did know. (102-107) 

 

Dr. Calderon reflected on how simply driving past the university 

inspired her to attend higher education.  As a child visualizing students 

working on projects gave her an educational goal.  She explained how 

inspired she was by her family trips.  Her parents taking the family for a 

drive to a large city provided a young girl from a small town with 

educational dreams.  Dr. C described the experience of going into a 

different environment and how negotiating the various elements of the  
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trips provided her with skills that she used as a student.  Even today when 

speaking with students, she has found that the ability to negotiate different 

environments is a skill that many Latino students are missing. 

I remember driving by the university and being inspired by the 

architecture students because the architecture building was along 

main-street and seeing people do homework. I remember we were 

six kids and we would all pack up in the car and we would all go to 

Tuscan and we would all come home.  So relatively speaking   we 

didn’t have to pay for a hotel.  You know going out to lunch going 

to McDonalds.  We didn’t have a McDonalds. Where I grew up, oh 

my GOD going to McDonalds..On my GOD, McDonalds, we see it 

on TV.  Oh my we would go to McDonalds on my I was sixteen 

when (city omitted) got a McDonalds. Being able to change your 

geography and being able to negotiate how to get here how to use 

the map. Different people, different cultures a different way of life, 

but then going home it was ok. (387-395) 

 

Mrs. Holguin credited her mother as the individual from whom she  

 

developed her ability to deal with people.   Even though she described her 

mother as traditional, she explained that many of the things at home were 

taken  care of by her mother.  She and her siblings were basically raised by 

her mother.  Her mother had all the characteristics of a Latina woman that 

empowered her family and others.  The development of her personal 

strengths by her mother’s strong nature is what allowed her to overcome 

challenges in her personal and professional life. 

I think throughout my life there have been a variety of (role 

models). And you know I would have never said this, even five 

years ago. I think my first role model is my mother. Even she was 

your traditional mom who stayed at home and raised the kids.  Was 

you know one would think was a submissive kind of wife.  But she 

raised… My dad was at home but worked most of the time.  She 
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raised all of us on her own.  She is a very giving person and for the 

long time I thought she has the best heart and I wish to be more like 

her.  I just never thought of myself that way. One day someone said 

you know you have a really good heart.  And I thought about it for 

a moment and I thought may be they are right. Just watching my 

mom and how giving she is. I acquired that from her and want to 

give back in so many ways.  Whether it be to the community or to 

the staff or other Latina women who I hope to help up that ladder 

and just give them a push up.  I think the very first one is that one.  

(119-130) 

 

Dr. Rosas described how the stories told by her father helped her 

develop an interest in pursing a goal in higher education.  She explained 

that attending higher education was expected from her.   

And of course I came from a home where both of my parents. 

Mostly my father was a very stanch believer in the pride of being 

Mexican American descent so for entertainment because we were 

poor financially. For entertainment, he would tell us the history of 

Mexico. He was a historian on his own. He would tell us the 

history and so we would sit around in the evenings and he’d tell us 

stories and so his passion was also education so from a very young 

age when I was four years old I knew I was going to college 

because he told me that he wanted me to go to college. (18-24) 

 

According to many of the Latina participants (LPs), their mothers 

were not as verbal as the fathers, but the Latinas still see their mothers as 

being influential.  The mothers were described by their daughters as 

intelligent, hardworking and caring.  The nurturing and family values they 

received from their mothers influenced their passion and mission to make a 

difference among the underrepresented.  Dr. Dominquez described her 

mother as being one of most psychologically healthy individuals in her 
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life.  She explained how due to her father always having to work, her 

mother technically raised her and her siblings alone.   

Well I think my mom.  I think that initially if my mother had been 

very different, I would not have been able to realize my goal, my 

dream.  My mother is a very quiet woman.  And I don’t know how 

she got this way, but she’s very nurturing, very loving and very 

together. And just probably the most psychologically healthy 

person I’ve every known. I mean she knows how to do all the right 

things just instinctively.  Not that she’s educated. Not that she’s, I 

don know.  She’s just an amazing person very strong, but in her 

own quite way. (171-176) 

 

Dr. Caldron relayed how her father understood how important it 

was for her to express herself and encouraged her to always be herself.  

She recounted a time when she had to make a decision on whether to 

accept a position and how she felt.  She also recalled the influence her 

father had on her need to stay true to her feelings. 

It just did not feel right.  I have very visceral kinda of you just feel 

it.  The university was beautiful and the kids and the snow capped 

mountains it just did not feel right. I had a feeling in my stomach.  I 

was like no. They were saying if you were to come here. I was like 

I’m not coming here but it was very hard for me to go through the 

motions. Part of me as a person. My father always told me this, I 

am very expressive. If I like something I like it.  If I don’t you 

know it. If I am not happy it is like. some people have this great 

ability to smile.  No, I have to say what I feel. Because I have been 

sick, I remember I had ulcers when I was like I don’t want to be 

there. (350-356) 

 

Dr. Ramos (R2) described both her parents as being her first 

professional role models.  She explained how their commitment to their 
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business and dedication to the community provided a solid foundation for 

her personal and professional life.  

I knew how important it was because I lived it. I would drive my 

mother to [city omitted] everyday in the summer so that she could 

go to school. My dad would stay at the flower shop and he would 

work at night.  A constant chaos of order at my house we all grew 

up with that. (45-47) 

 

 Dr. R2 explained how the hard work expected by her parents gave 

her a good foundation for her professional life.  She also reflected on how 

her parents helped her understand how important it is to do what needs to 

be done to make your day successful. 

I’ve been I guess blessed to have some incredible role models.  My 

parents obviously are my first role models. I think most people 

would say their parents were. In this case both of them worked very 

hard and understood the meaning and value of money, and time and 

family. Hard work was never an option. I mean you just did it. You 

just did what needed to be done to make that day successful. That 

was I think one of the key elements. (81-86) 

 

Some Educator Assisted with Potential/Others Stereotyped 

 

In reflecting on mentors, Dr. Torres described how the dedication  

of her high school orchestra teacher helped her understand the importance 

of working hard to reach her goals.  She explained how her teacher helped 

the students understand how with hard work they could overcome 

economic obstacles and could be successful. These types of educators 

allowed her to understand her potential and help her develop her 

dedication to helping others use their strengths. 
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The only other experience that I remember being great was my 

being a member of the orchestra.  Beginning in middle school and 

high school and we had a professor a teacher.  Name omitted who 

always wanted to excel.  He wanted the orchestra to be tops in the 

city every single year.  It was interesting because he would tell us. 

None of you can afford private lessons.   You are going to be 

competing with orchestra where at least half of the kids are taking 

private lessons. It was him that inspired us.  I learned a lot about 

teamwork.  A lot of how you work together and everybody benefits 

and getting along with people.  But the most important thing is 

teamwork.  We all have to contribute toward something that way 

we are all big winners.  And I think part of that was a tremendous 

drive in me.  I wanted to excel in everything I did.  (269-284) 

 

Dr. Torres credited her father for helping her understand the value  

of her culture and the important role it played in the development of 

numerous societies.  She also credited several of her teachers for helping 

her to excel and to find her personal drive to succeed.  She found her inner 

need to be a leader and make a difference. 

I wanted to be there all the time.  It was this tremendous drive to 

excel.  I guess it was a combination of my dad, and then having a 

few faculty, a few teachers in the school.  I really don’t remember 

any other teacher that had a tremendous impact on m y life.  Then 

maybe my science teacher.  He was a fifth grade science teacher. 

He used to push us a lot to enter into the competition of science 

fair.  Because he always wanted excellent stuff for us to bring back 

the awards and everything.  In high school every organization that I 

joined I wanted to be the leader there.  I wanted to be the president 

I wanted to be at least the vice president or secretary or something. 

(287-294) 

  

The expectations of her parents gave Dr. Ramos the strength to 

overcome educational obstacles.  While she found that some educators did 
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not have high expectations for her, she knew that her parents wanted her to 

succeed.   

I remember when I was in college. One was my history professor 

and other one was my political science professor.   Both of them 

had such an influence in my life.   One of my high school 

counselors told me that I needed to go to beauty school because I 

would never make it in college.   I remember so vividly thinking 

that if I told my mother this. She is going to have a fit. If I tell her 

that I’m not smart enough, I don’t know what will happen to me.  

That fear drove me so much that I am where I am today. So what I 

did learn was never tell somebody that they can’t do something 

because that negative could go both ways. (118-125) 

 

Life Experiences and Administrative Leadership 

RQ4:  How have your life experiences helped you in seeking and acquiring 

administrative leadership positions?   

Through their professional experiences the Latina participants 

(LPs) have found that many of their personal experiences have been 

invaluable in their preparation as administrators.  Their personal 

experiences have made them stronger as individuals and have reinforced 

their passion for their educational goals.  They acknowledge that without 

their strong cultural foundation and their parents’ pride in being Latinos, 

they would not have been able to overcome many of the challenges they 

continue to face.   
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Through Family Learned Importance of Cultural Experiences 

Dr. Calderon explained how as a Latina her culture and family are 

important parts of her identity. She credited her family for helping her 

understand who she is as an individual.  She described how her father 

helped her understand her need to be outspoken and how her health 

depended on her ability to express herself.     

But it was very hard for me to go through the motions.  Part of me 

as a person.  My father always told me this, I am very expressive. If 

I like something I like it.  If I don’t you know it. If I am not happy 

it is like. Some people have this great ability to smile.  No, I have 

to say what I feel. Because I have been sick. I remember I had 

ulcers. I don’t want to be there. I need to be able to say this is what 

I think and sometimes do I say the wrong thing. But People need to 

think differently and that is one of the things about this job that you 

have to tell people I understand where you coming from but you 

need to look at it from this perspective too.  (353-359) 

 

Through her family experiences Dr. C learned the importance of 

socializing family to the expectations of higher education.  She explained 

that growing up her parents understood the importance of an education and 

had the foresight to help her overcome some of the obstacles. These are all 

skills that have carried over to her administrative positions.  

I am so lucky.  Everyday I wake up truly appreciative of everything 

I have because sometimes you are not at the right department 

you’re not in the right university you’re not in right community. 

Your family situation is complicated and so if you have all of these 

stresses you are not going to be successful.  And so you need to 

pick and choose wisely your partner.  You need to socialize your 

family into helping you be successful and maybe you know that 

very prestigious university that you are at maybe that is not the one 

for you or the community college maybe that is not the one for you 
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or the state university maybe that is not the one for you. We have to 

make sure that things go well because then you become a 

complainer you become unhappy you become miserable .and 

things don’t work out and you need to also socialize your family 

into the enterprise  This is all part of being a leader. (254-269) 

 

As an administrator Dr. Calderon, found it essential to use life 

experiences to help students to understand the importance of balancing 

family and higher education.  Through her examples the students are able 

to see how individuals with similar backgrounds are able to overcome 

obstacles and be successful. 

We have to change the culture in society.  And that’s why now 

when I do presentations I am like let me talk about my family.  I do 

it because I think it helps other people relate to you differently. We 

just had a presentation with the students in the leadership 

conference here and the two presenters and I were talking about 

how to balance family life and academics life and being successful. 

We both agreed we would to start with a picture of our family. And 

she had her four daughters.  Because in academia one child is ok 

two…three oh my GOD you are crazy.  Four it’s like you’ve lost 

your mind.  (Name omitted) had four kids.  So what I did is (name 

omitted) had her four daughters.  And what I did I had a family 

thing.  We had a baptism and the whole family was there. I said this 

is my family. And I told them you know this is my family. I want 

to share this with you. I have to balance that with academics.  And 

yeah you know three of my brothers couldn’t make it and neither 

could their kids. So it’s like when we all get together this picture is 

like 20 more people.  Yeah and I think the kids were like oh yeah I 

can relate to that.  (284-296) 

 

Because of her struggles as a graduate student, Dr. C places great  

 

value on her responsibilities as an administrator.  Dr. Calderon does not  

 

see money as a major motivator.  She is motivated by making a difference  
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and as a Latina she has come to understand that individuals do not have  

 

power at a university. 

 

Again I think I have a safety net.  I put my daughter through 

school.  My needs are minimal. When you were in graduate student 

as long as I was, I never had any money.  I remember I thought I 

had money. I still have a hard time going to the store and buying 

something because I like it.  I’m like I’m not going to buy it. I go to 

the sales stuff for years my mother gave me her hand me downs 

and my sister because I never had money. I am very simple when it 

comes to my life to me its like if I were to not to be here tomorrow.  

It would be ok. I would make some adjustments. There are a lot of 

people once they become administrators the money becomes the 

motivator.   Remember we do not have power at a university.  

(580-587) 

 

On reflecting about how life experiences influenced her as an 

administrator, Dr. Torres stated that while her initial goal was to be a 

teacher, she soon found that her love for education and a graduate degree 

provided more opportunities.  After completing her graduate degree she 

felt a need to return and make a difference in her childhood community.  

She explained that her strong work ethic and dedication to making a 

difference helped her in securing her administrative position. 

It’s interesting because I don’t think when I came to the university I 

had a goal of becoming a dean or even going into administration.  

But very quickly realized that I really wanted to come back to this 

community and make a difference. I really wanted to make a 

difference here with my gente with my people with a lot of Latinos.  

So I felt that I had made that commitment to go away but to come 

back here and so I did.  I applied for a position as an assistant 

professor and was hired.  And low and behold I guess it was the 

sixth year I was coming up for tenure and promotion and the dean 

here asked me if I would come on board as assistant dean. I guess 

because I was very much engaged in quite a bit of work of the 
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college in particular the alternative teacher certification program 

that was university based. I was out in the schools engaged in that 

work and I guess the dean at that time felt that was important and 

so he asked me if I would come in as an assistant dean at that time.  

(107-124) 

 

Social and Educational Challenges Enhanced Cultural Identification 

 

Dr. T explained how as a young girl she could not speak English 

and was not allowed to contribute to class discussions.  She was made to 

feel that she was less intelligent than the other students. Her intelligence 

was measured by the lack of understanding of her teacher.  She used the 

teacher’s lack of Spanish as a challenge to herself to become competent in 

English and Spanish.  She explained how her personal determination 

comes from her father’s pride in their cultures’ contributions to society. 

Almost to say you know I’m going to show them that I am a 

smart little girl. I could be teaching all these kids about 

everything that I know about history and about music and 

art.  Because my dad was so tremendously proud of his 

language, his culture and the ancestors, he used to talk to us 

about the great civilizations of our ante pasados and how 

the astrology was so advanced and the science and 

geometry and on and on.  I remember in class I could be 

teaching these kids all this stuff but since I don’t speak 

English they don’t allow me to say a thing. I’m going to 

show them that I am a smart little girl that I’m not a dumb 

little girl because I don’t speak English. My dad gave us 

this tremendous sense of pride of our language, culture and 

ancestors. Even when I walk into that room with White men 

I am not intimidated.  I am a proud Hispanic that we come 

from a proud and powerful history we come from that. I 

always felt a tremendous sense of pride. These guys are not 

going to intimidate me at all.  I never felt intimidated.  (304-

315) 

 



Texas Tech University, Rosa Gallegos, August 2012  

 

235 

 

 

Even though Dr. Torres had to overcome obstacles during her early  

 

education, she explained how she found competition brought out the over  

 

achiever in her.  She enjoyed attending school and learning something 

new.  She liked winning educational competitions which only encouraged 

her to work harder.  She also enjoyed leading some of her school 

organizations and assisting others to be successful 

I wanted to be there all the time. It was this tremendous drive to 

excel.  In high school every organization that I joined I wanted to 

be the leader there.  I wanted to be the president I wanted to be at 

least the vice president or secretary or something.  (287-294) 

 

According to Dr. Torres to make a difference as a Latina you have 

to demonstrate your passion in everything you do.  You have to allow 

people to see your passion in order for others to see that you care about 

them and their success.  All her personal experiences have allowed her to 

gain confidence in her ability to excel and strive with challenges.  

You excel and you do your best. You have to deliver to that passion 

especially to Latinas. You have to be sure to bring them along.  We 

all have to be role models the stakes are too high and there are too 

many people against us.  (374-376) 

 

Dr. Gomez relayed that by not seeing herself in a traditional gender 

role and having to make options for  herself in society, she has learned that 

all her life experiences have given her a strong personal identity.  She 

explained that as a Latina who defies many of society’s stereotypes she has 

to work harder and be better prepared to survive in her chosen profession.  
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She has to be able to pull from the values of her parents and find herself in 

these same values to be able to negotiate the higher education 

environment.  According to Dr. G being true to yourself and honoring 

where you come from is the only way you can exist in an  

environment that many times goes against your own values. 

So, my job is to do my work really well and using sort of the same 

adage that I often hear, you know minorities have to do better 

work, harder work, you know without making any mistakes. You 

just have to honor that because that’s the way you stay in the game, 

but you also have to find a way to be true to yourself at the same 

time and so the reason why I think it is possible to do this is 

because that’s actually what I learned growing up. Is that I had to 

honor where I came from, but learn how to manage in a white 

world. (60-68) 

 

           Dr. Gomez explained that she has come to understand that her 

motivation to continue to work and pursue her place in higher education 

comes from her unique life experiences.  Because of her lifestyle choices 

she struggled to overcome stereotypes that limit her identify.  Everything 

she does is wrapped around what she describes as her core identity.  She 

cannot change who she is and thus everything in her profession just like 

her life is very personal.  

Whatever happens, it’ll be a surprise and so you have to navigate 

the gender dynamic. You have to navigate the ethnic dynamic and, 

you know, God help you if you’re not Christian and straight. 

Because then they really don’t understand you and so in my case 

I’m Latina and lesbian. There’s not a sense that my peers 

understand anything about me. They can’t see you. They can’t see 

you the person. They only see you the Latina, so even though what 

I bring to my work is intensely personal, they don’t see me 
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personally. So that’s why it feels vulnerable but so I would change 

that except that that’s where I get my motivation. That’s where I 

get my passion. That’s where I get my drive to do the work. (134-

144) 

 

Dr. Gomez relayed how she has learned through her personal 

experiences that as a Latina, she does not have  privileges that members of 

the dominant group enjoy.  She is reminded of her limitations in the 

interactions with her colleagues.  What her experiences have taught her is 

through each struggle she has learned to be cautious with her decisions.  

She explained that through her struggles like many other Latinas, she has 

learned to endure and be more strategic. 

I’m not as privileged as they are and it plays out in our interactions, 

but I will tell you that I think that if you’re more cautious and 

you’re more aware of what the rules are, you have a tendency to 

stay longer. Um…this sounds awful to say, but I think we can take 

more crap for a longer time because that’s what we do, you know, 

so some white women don’t have that kind of constitution and they 

don’t have that kind of constitution because they’re privileged. 

They’ve never had to have that kind of, you know, the same kind of 

guttural fight that we do. (400-407) 

 

Dr. G explained how due to her ability to endure she has also 

learned how to be smarter in navigating the obstacles in the higher 

education environment.  Even though she leans toward being more 

collaborative and accommodating like most Latinas, she has learned to 

step back and evaluate her natural tendencies.  She has become more 

strategic in how she relates to her colleagues.  She has become smarter in  
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evaluating her personal and professional costs in negotiating the  

environment. 

It also means that you can be smarter about what you’re doing and 

I believe that collaboration and occasionally accommodating 

people is a good thing. It’s a kind and caring thing to do. You 

should count your chips at the end of the day.  (416-418) 

 

Like many of the LPs, Dr. Dominguez was motivated by her 

negative early educational experiences.  She did not let the negative 

experience keep her from learning.  She described the difference between 

her experiences with educators.  

When I was seven, I had an experience where I was discriminated 

against by a teacher.  And I can recall kind of the thinking before 

that happened, about how you know I had a very good experience 

in the first grade with a teacher that I truly loved who was very 

compassionate and who was very patient because I couldn’t speak 

English when I started the first grade and never punished. 

(emotional…voice cracked). (109-113) 

 

Dr. Dominguez described how the humiliation she felt over early  

 

discrimination experiences changed to anger. She initially felt shame and 

blamed herself.  She explained how she felt so ashamed that she did not 

tell her mother until she was an adult.  As she recalled the experience, she 

became emotional. 

She brings me up in front of the class and she proceeds to pull up 

my dress and skirt up and she paddles me in front of the whole 

class.  And it was a very humiliating experience for me.  I never 

told anybody. I never told my parents, my mother never knew until 

I was an adult, I told her and she was like…she was angry.  She 

was upset.  She didn’t understand why I hadn’t told her. I think it 

was just the feeling of being puzzled by it and being.  Feeling some 
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shame around it because you feel like you must of done something 

really horrible to have that happen. And it wasn’t until I was an 

adult that I understood that this was injustice that this person had 

done against me, but I also knew that I never wanted any child to 

ever experience that. And that’s really what got me to go into 

education.  And so I knew at that point that I had to go to college, 

and I had to get my degree so that I could be a teacher. (138-147) 

 

Even though Dr. Dominguez, initially did not set out on a career  

 

path to a leadership position, her need to make a difference with Latino 

students led her to higher education administration.  Dr. D like many of the 

other Latina participants (LPs) was inspired to continue her education in 

order to change the education environment for Latino students.  The need 

to provide social injustice for students who continue to face racist 

treatment from insensitive instructors has become the catalyst for many of 

the LPs. 

But anyway I knew that’s what I was going to do and I studied 

early childhood education and bilingual education because you 

know the focus on really trying to make a difference with kids like 

me and so you know I never thought that I end up in leadership 

roles but not so much because I felt them out, but basically because 

I really was intent on making a difference for people like me and 

that has led me to many different places.(153-157) 

 

Dr. Dominguez credited her mother’s healthy demeanor for giving 

her the personal fortitude to overcome obstacles on her educational path.   

She explained how her mother’s strong psychological make up allowed her 

to go beyond the health issues of her father.  The importance of being a 

well centered individual with a clear purpose provided the foundation she 
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needed and continues to rely on in her chosen profession.  She spoke about 

the importance of working with integrity and relying on the values passed 

on by her mother. 

My father was very different from my mother. My father was the 

person who was you know, not as together as my mother and was 

very authoritarian. My father was an alcoholic and he had a lot of 

issues, a lot of devils that he fought all his life.  My father is now 

deceased. You know you have this person who is very healthy and 

in terms of who they are as a person. Then you have someone who 

is very dysfunctional. And if I had grown up with just my father, I 

would have been a very different person. But my mother was the 

person who kind of kept things together and who taught me how to 

be purposeful, centered and deal with, you know work with 

integrity and be an honest person and you know, gave me all those 

values that I think are important and carry me to you know, to this 

day. (177-185) 

 

Through Struggles Developed Survival Skills 

 

Dr. Dominguez explained how most Latinas develop strong 

survival skills because they were not cuddled like the males.  According to 

Dr. D, in many traditional Latino families the males are cuddled which in 

turn makes them weak and dependent.  Unlike Latinas who have 

developed self empowerment.  In many Latino families there are few 

expectations of the woman beyond the family. Dr. D felt that this  

personal strength made the women in her family strong individuals.  This 

personal strength allowed the women to succeed in higher education and 

move into leadership positions. While many individuals may consider this  
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somewhat lack of support for Latinas as a negative Dr. Dominguez like 

other Latinas have turned it into a positive influence. 

You're not cuddled because you're only five or six.  You do your 

share. So in some ways some people may look at that and say well 

isn't that horrible that you make your girls do that and boys, but in 

some, in my family I think it made the woman in my family 

stronger and the guys weaker.  And my brothers you know, I’ve 

always felt like, growing up "why are, how come they have it so 

easy? Just because they're boys and blah blah blah" and you look at 

my sisters and myself, all of us have had a college education. My 

brothers have not.  I have two brothers and there are six sisters. Just 

six girls…five sisters.  And all of us…all of the woman have had a 

college education. The two guys do not. My brother both my 

brothers do manual labor and the woman do not.   And so you 

know I think that the cuddling, that cultural cuddling a male doesn't 

serve them in the end because they grow up with certain 

expectations, it doesn't strengthen their, you know their psyche and 

their personalities. It doesn't strengthen them as a person. That is 

my theory. (198-208) 

 

Dr. Rosas’ father’s insistence on the importance of developing her 

cultural identity through the Spanish language has allowed her to 

strengthen the connection with the community as an educator. Dr. Rosas’ 

early determination to continue on to higher education and make a 

difference in her community has been a driving force through out her 

professional career.  She explained the importance of having passion, a 

strong belief in achieving a personal goal, and demonstrating commitment 

toward that passion.   

And of course I came from a home were both of my parents.  

Mostly my father was a very staunch believer in the pride of being 

Mexican American.  He would tell us the history of Mexico and so 

his passion was also education so from a very young age when I 
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was four years old I knew I was going to college because he told 

me that he wanted me to go to college and he taught me how to 

read in Spanish when I was just four or five. So I knew that 

education was the way  So my passion became helping kids go to 

school and  get educated because that was going to be the key to 

making a difference for us. So I think leadership is having a dream 

having a passion a reason and then following it pursuing it and that 

passion is catching.  When you believe it so strongly then others 

will kind of listen and be willing to join you in the quest and the 

fight and that is what I have done all my life. (18-30) 

 

Dr. Rosas relayed how her early experiences as a teacher 

challenged her commitment to making a difference with Latino students.  

She found her education many times was not enough to assist students in 

overcoming their learning obstacles.  She had to be creative and 

resourceful to reach her students and their families.     

These were kids that were repeating 7 or 8
th

 grade for second or 

third time.   Some of the kids were almost 16 years old just waiting 

to be able to get out.  And I saw that and it was a nightmare for me 

because I had not been prepared to teach this type of child who was 

not motivated.  So I had to learn my own techniques my own skills 

to work with these kids.  And I survived two years at that school.  

And I made a difference for a lot of the kids because the kids years 

later were still writing to me sending me cards and things of that 

sort. (64-69) 

 

In reflecting on another of her teaching positions, Dr. R1 explained 

how many times people were surprised on how she was able to connect 

with her students and their families.  Her success was due to the ability to 

communicate with student and their families the importance of an 

education.  The administrators saw her innovativeness and ability to get 

things done as a sign of her leadership ability.  She explained that she was 
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just doing what needed to be done which is the philosophy she continues to 

follow. 

And I was teaching but I was the only single female and English 

teacher in high school so I was assigned a lot extracurricular 

activities to sponsor as I was sponsoring these activities that is 

where my leadership actually began to flourish .because you know 

I was doing things innovative things to get the kids involved and I 

was working with parent.  And so the principal for example of the 

high school saw this in me and so he consulted with me about a lot 

of things.  I was never an assistant principal I was never principal I 

was never any of those things but I was doing things that a person 

in those position would be doing.  Because they saw I could get 

people to follow me and do things that were good for them.  (81-

89) 

 

Dr. Rosas found that the cultural connection she had with her  

 

community helped her make a difference with the students and their  

 

families.   

 

I did things that no other teacher on campus had done.  Like visit 

the kids homes in the afternoon. I would leave my campus and go 

visit their homes.  Teachers would ask me aren’t you not afraid to 

go into those barrios.  I would say hell no. I’ve been there.  I mean 

that’s where grew up so that made a difference.  It gave me my 

desire was even greater to make a difference.  Because of what was 

happening there after two years and I usually went home crying 

everyday because I was so frustrated because I did not know how 

to help some of the kids.  (70-76) 

 

She recalled how many obstacles faced by her Latinos students 

went beyond her teaching abilities.  Overwhelmed by her frustration on 

how to make a real difference, Dr. Rosas sought out a degree in 

counseling.  As an administrator, she has found that there is still a need to 
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educate her colleagues on the obstacles faced by Latinos in higher 

education.   

I had kids in the 10
th

 and 11
th

 grades who had managed to make it 

that far but they still could  not read and they were going no where 

.then my quest began to be how do I help these kids graduate from 

high school and get them into college. I was there for one year and 

at the end of that year.  I was so frustrated because I had a 

particular incident with one student where I felt this student really 

needed counseling he needed help. I couldn’t image how he stayed 

in school that long and I felt like I didn’t know how to help him. So 

At the end of that year I quit my job and I started looking for a 

graduate program to become a school counselor so I could go back 

and help more kids like him. (91-98) 

 

Learned From Negative and Positive Leadership Examples 

 

Dr. Rosas found that many times in order to succeed in her 

interaction with colleagues she had to use skills she learned from her 

parent’s interaction.  She explained how the skills were very useful 

especially when interacting with males.  Like many of the Latina 

participants (LPs), Dr. Rosas felt that higher education is dominated my 

males.  She explained that even when interacting with Latino males, a 

Latina has to be strategic in over coming professional obstacles.   

I go back to you know my father and how my mother used to relate 

to my father and that I learned how to do that.  I make them think 

that it was there idea because and when I know that it was my idea 

in the first place because  it’s to threatening for me to make to be 

the one and that actually the fact that I was more competent if you 

will and better suited for some positions but the men were the ones 

calling the shots that is what has kept me that is why I’m not 

president in this institution because that has been a barrier because 

it took a white male to encourage me to go on to doctorate school 

and to these positions because a Mexican American male would not 
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do it and I think that has been a handicap for us and as I said I’m 

probably one of the highest ranking Mexican American females in 

academics in the state of Texas.  (216-227) 

 

.  Mrs. Holguin learned from watching and using the best leadership 

examples from her professional and personal experiences.  She also found 

that through her own empowerment and skills she was able to make a 

difference in her life choices.  As an administrator she felt that it is 

important to have a willingness to empower others.  Good leaders are not 

intimidated by the empowerment of others.  She explained that a good 

leader treats her staff with passion and can not be afraid to empower them.   

I acquired that from her and want to give back in so many ways.  

Whether it be to the community or to the staff or other Latina 

women who I hope to help up that ladder and just give them a push 

up.   (126-129) 

 

She explained that she has always observed the way others interact  

in the work place and many times the interaction of the dominant culture is 

very different then the way Latinas interact.  Like many other Latinas she 

has found that it is important to learn to be strategic and learn from the 

dominant culture. She has found that being able to nurture people and 

projects does not have to be negative.  

When you love what you do you should be able to nurture its 

success whether it’s a project or a staff member.  And I can only 

speak for myself. I have observed others and I’m not…they have 

their own unique ways to be able to interact with the males in 

higher education. Our culture Latinas, women, me for instance, I 

tend to be very nurturing and that doesn’t need to have a negative 

connotation in the work place. I think you know with a project or 



Texas Tech University, Rosa Gallegos, August 2012  

 

246 

 

 

whatever you do.  If you love where you work and you nurture a 

project through to its end or you nurture your staff to be the best 

they can be. (78-84) 

 

She explained how the experience of growing up in very patriarchal  

 

controlled family influenced the environment of her personal life and 

professional life. She wanted to be treated as an equal contributor in both 

her personal and professional life.  She felt that it is important to 

understand where you come from but don’t allow it to hold you back.    

You are absolutely right from every job that I’ve had…I came from 

a very patriarchal family and I knew that wasn’t something that I 

wanted for my life whether it be marriage or someone who was my 

boss who treated me in that way in other words a woman who was 

someone just there to do their bidding. I wanted to be someone who 

was kinda a partner who helped them achieve what they wanted to 

achieve.  (4-8) 

 

Her personal experiences as a nontraditional student, have given 

her the ability to understand some of the obstacles that Latino students 

continue to face.  Mrs. Holguin explained how as a Latina student in 

higher education she felt intimidated and had problems interacting.  She 

felt that the higher education system is still very intimidating for Latino 

students.   

I agree Latinas do not know how to work the system the politics 

that is a tough thing.  I think white students do in general have a leg 

up on Latino students.  In that they learn from their parents that 

political game that everyone plays whether it is how to get into 

college, navigating the system, and interacting with faculty.  I was 

a nontraditional student and It was too intimidating for me interact 

with faculty and to go visit a faculty member in their office let 

alone a department chair  and a dean and of course you know I 
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matriculated much earlier. I think there is still some of that out 

there especially if you come as a first generation student. It doesn’t 

mean that you can’t acquire it if you have the right mentoring if 

you have the right person to  help you but there are so many 

students and only so many faculty and still the faculty out there.  

Like I said now this is my third institution. (190-200) 

 

According to Dr. Ramos, her parents were excellent examples on 

how to balance a personal and professional life.  Because of her parents’ 

great business sense, Dr. Ramos has emulated many of the leadership skills 

demonstrated by her parents in her career path. 

At our house it was always everybody worked.   And so I think that 

that skill of team work was very prevalent in my home.  35-36 

 

Dr. Ramos reflected on how a presentation by a family friend and 

educator, helped her understand the importance of dealing with people as 

individuals.  She explained the importance of being compassionate but also 

expecting the best from others.  She expressed how by expecting the best 

helps empower others to use their skills effectively. 

I also work for and worked with some individuals that were very 

influential in my life.  The superintendent of schools when I started 

teaching was a very good friend of our family.  His ability to 

negotiate, his ability to speak in public, and his ability to have a 

conversation with 100 people and walk out of there knowing that 

he was talking to me. Always had a huge impact on how I wanted 

to grow up to be because whether you are talking to one individual 

or you are talking to a huge group of people.  It is important to be 

conscious of the needs of all of the individuals that you are dealing 

with at that moment. Because everybody comes to the table with 

their own agenda with their own needs and wants and expectations 

and how are you going to make sure that every single one of those 

things are met. And so I watched and observed and I would say to 

myself. I remember being very little and we were at an event.  I 
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want to cry when I think about it and listening to him speak about 

the good old days and how lucky we were not to live in the good 

old days.  He talked about how in the good old days it wasn’t 

always so good.  (got emotional voice cracked)  How having 

running water and air conditioning in the schools may a huge 

difference for the learning capacity of our kids.  He went on. 

Obviously he was a very good superintendent for our school 

districts.   It was just that compassion and that understanding that 

we were not going to accept mediocrity or failure.   He did it with a 

sense of understanding that all of us had our own values and our 

own expertise and how that was also important. (86-104) 

 

Summary on Personal 

 

The majority of the participants grew up in small Latino 

communities with traditional characteristics such as two-parent households 

with children. Many of the Latina participants (LPs) described their 

socioeconomic level as middle class to poor.  The lack of resources gave 

many of the Latinas an opportunity to use their creative energy to develop 

their individuality and encouraged parents to find innovative ways to 

develop their children’s intelligence. The LPs were almost evenly divided 

between those whose parents fully supported their goals of attending 

higher education and between those Latinas who had to rebel from the 

traditional expectations to continue on to higher education.   

All of the Latina participants (LPs) agreed that the traditional 

expectations for females were just the expectations of the times.  None of 

the LPs who had to rebel held any negative feelings toward their parents.  

While several of the LPs credited both parents as the major influencers in 
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their decision to enroll in higher education, the majority of the LPs 

considered their fathers as the stronger influencer in their decision to 

attend higher education.  Many of the fathers inspired their children with 

intellectual discussions and stories filled with historical information.  For 

many of the LPs, their mothers were not as verbal, but are credited for 

providing the nurturing part of parenting.  The majority of the LPs cited 

both parents as providing a strong foundation on the importance of 

maintaining their values and honoring their culture.  Their parents instilled 

in them the importance of having pride in their cultural heritage and the 

responsibility of serving their community. 

All of the LPs agreed on the importance of maintaining their  

 

cultural identities as administrators.  The women felt their strong cultural  

 

connections allowed them to be effective leaders even in an environment  

 

controlled by a dominant group.  They also felt that growing up in an  

 

ethnic environment and understanding what it is like to struggle helped  

 

them to persist and equipped them with the strength to take on personal  

 

and professional challenges and develop strategies to succeed.  They honor  

 

their family and traditions by emphasizing the importance of having strong  

 

values and strong work ethics. Due to the lack of financial resources, the  

 

Latinas soon found that educational success would afford them a way to  

 

change their socioeconomic status.  Their personal determination to  
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demonstrated their capabilities and abilities to early educators empowered  

 

them to continue regardless of the obstacles. The challenges of overcoming  

 

early educational discrimination and racism inspired the Latinas to  

 

dedicate their lives to helping Latino students to overcome similar  

 

obstacles.   

 

Professional 

This section reports on the responses of the participants to questions 

concerning their professional experiences and the influences on leadership.  

The themes that emerged were the factors that enhanced the negotiating 

skills of the participants and thus allowed them to gain educational 

competency, the importance of exceeding work expectations beyond those 

of peers or co-workers, and promoting an environment of empowerment 

for all their constituencies.   

Professional Experiences and Leadership Definition 

RQ1:  How have these Latinas’ professional experiences influenced their 

definition of leadership?  

As leaders and administrators, Latinas of Mexican descent face 

challenges based on preconceived ideas, myths, and stereotypes about who 

they are and how they function as leaders.  All of the Latina participants 

(LPs) were in agreement that much of their success can be attributed to 

their early understanding that higher education still works under the old 
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adage that “people of color especially Latinas are expected to be better 

prepared, work harder, and make less mistakes compared to others.” Each 

of the LPs spoke of how they have found that to be afforded opportunities 

in higher education they have had to prove their worthiness on a day to day 

basis through every aspect of their professional life.  Since Latinas do not 

fit the definition of leaders as prescribed by the dominant culture, it is their 

responsibility as leaders to create a new and true definition.  Even though 

the Latina participants did not initially see themselves in administrative 

roles, they have found that their unique perspectives are needed in higher 

education.   

Cannot Separate From Aspects of Identity – Need to Create Own 

Identity 

Dr. Gomez expressed that as a Latina, she understands that she 

does not have the luxury of being able to change her identity.  As a Latina, 

she is the embodiment of her culture and all its traditions.  She explained 

that even if a Latina wanted to change the stereotypes, society acts as a 

restraint.  Dr. G has learned how to incorporate her personal identity in 

everything she does so she can start transforming stereotypes. 

So, I don’t get the luxury of separating myself. Separating my 

personal identity from the work I do, from the place I live, from my 

own peers and the way they interact with me.  I don’t get that 

luxury.  They do, but I don’t.  (151-154) 
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According to Dr. Gomez, Latinas have to walk a fine line between 

the demands of their constituencies and the duties/responsibilities of their 

positions.  In order to be successful it is necessary to understand the rules 

of the dominant culture.  Latinas have learned to work around the lack of 

privileges compared to their White colleagues.  Dr. G had to develop her 

own understanding of the duties and responsibilities of being a leader in 

order to find the strength and ability to navigate and exist within an 

environment which contradicts her Latina leadership style and 

individuality.   

They can’t see you the person.  They only see you the Latina.  So 

even though what I bring to my work is intensely personal, they 

don’t see me personally.  So that’s why it feels vulnerable but I 

bring it.  So I would change that except that’s where I get my 

motivation.  That’s where I get my passion.  That’s where I get my 

drive to do the work.  (140-144) 

 

           Dr. G explained as a Latina being true to her identity and being 

successful in higher education involves being able to navigate two 

different worlds.  Dr. Gomez relayed how she becomes a bridge because 

she understands the language of two different cultures.  The community 

expects her to represent them and the institution expects her to represent 

their standing in the community.  As a Latina she has to empower all her 

constituencies.  

So you end up on this bridge. You’re always the bridge. You’re the 

bridge between because you can speak this language. (67-68) 
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Dr. G used her background as a resource in her profession.  She 

understands the importance her education plays in being a leader.  Dr. 

Gomez also explained that to be a good leader in higher education you 

must also understand the ways of the dominant society.  According to Dr. 

G at this point in time, institutions of higher education are still being 

controlled by “White people.”   

My motivation to do the work is intensely personal. On the other 

hand, in order to be successful doing this work or successful in 

higher education and administration at all, you have to understand 

the great white way because this is a white led institution. Not just 

this one, but all higher education institutions are almost exclusively 

led by White people. (53-57) 

 

Latinas Challenges Status Quo – Appointments Controversial  
  

According to Dr. Gomez, it is important to understand that in order 

to be successful as a Latina, she has to know her job and perform it better 

than anyone else.  At the same time she has to be true to values and where 

she comes from.  She can not change who she is and for many Latinas of 

Mexican descent that includes their culture and their family traditions. 

So, my job is to do my work really well and using sort of the same 

adage that that I often hear, you know minorities have to do better 

work, harder work, you know without making any mistakes. (60-

63) 

You have to keep everybody happy.  You know you have to speak 

for your constituents.  You have to advocate for them and you have 

to know when you can push at the table, but they’re real quick to 

tell you when you’ve gone too far.  (107-109) 
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Dr. Gomez explained how Latinas face numerous controversies 

when appointed as administrators.    She recounted the controversy over 

her appointment by the various community entities.   As a Latina she 

represents numerous underrepresented individuals and thus her decisions 

are based on the different constituencies’ expectations.   

You know some of the members of the Black community think, 

well you’re only there because you’re not Black.  In other words, I 

got here because I can pass for White, but the White folks are never 

going to let me forget that I’m not White.  So I end up back on that 

bridge again and in the betrayal that aspect of not really 

representing because sometimes I have to say no.  You know, like, 

why don’t I support a Latino studies initiative and why don’t I 

support this and why don’t I support that. (214-217) 

 

Dr. Gomez has learned that as a Latina administrator she cannot 

support every Latino or minority initiative.  She has learned to choose 

which initiatives will make the most impact and which initiatives do not 

have a chance of being approved.  She relayed how being a Latina and 

making decisions comes at a price regardless of the decisions made or the 

opinions voiced. 

Well, I can’t support everything.  You know there’s going to be 

certain things and/or I’ll support it and it’s gonna get shot down.  

You know, so what I understand about advocacy and what the 

community understands or wants from an advocate sometimes are 

two different things so I end up making them feel like I betrayed 

them.  (219-222) 

 

According to Dr Gomez criticism is difficult to take because of 

how personal all decisions are for a Latina.  She has learned to remove 
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herself from the criticism to be able to evaluate it objectively.  She 

explains how it is important to understand criticism and learn for it.  Dr. 

Gomez found that she has to first remove the criticism from the personal 

and try to understand what brought on the criticism.  For her, it is 

important to evaluate the criticism to understand the dominant culture’s 

system of communication. In order to evaluate the criticism she has to not 

see it as a personal attack, but evaluate the intent of the criticism. 

Also when I get critiqued, you know, somebody, you know shares 

something with me. The first thing I have to do is separate it from 

myself because criticism is difficult for me personally because I’m 

so wrapped up in this with my own self. A criticism seems like a 

criticism of me. Not true.  I struggle with that.  I usually take 

criticism and try to do the same thing with it.  Like, I try to see 

where it’s coming from.  Why would they say it?  What might be 

behind it and then adapt it, so in other words try to pick out 

something from it that I can agree with (239-245) 

 

Like many of the other Latina participants (LPs), Dr Gomez did not 

initially set her sights on a position higher education administration.  It was 

not until she had completed her undergraduate degree and gained some 

work experience.  Then after talking to other women who were already 

part of the administrative process, she decided that she was quite capable 

of contributing.  Dr. Gomez relayed how it was not until she was an 

administrator when she understood the tremendous responsibility behind 

the decision making process and representing various constituencies. 

I was a coach and then I was an athletic director and then I started 

going to meetings and seeing where people made decisions.  That’s 
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where decisions were made and I wanted to be in a place where 

decisions were made and then when I went to do my doctoral work 

and I talked to other women who sit at those tables, you know, then 

I knew that I could make a difference.  So it was kind of this 

gradual thing over time that I didn’t understand the influence of the 

leadership position until I started to understand more about the 

workplace and how that worked.  But it never really took hold until 

I started working at a university and really only had two jobs.  I 

was director of equity and diversity at the [university] and after five 

years there I applied for this job and there was a national search 

and I was selected.  And then when I started that’s when I got to be 

[an administrator] and that’s when I knew that I fully understood.  

You know, the tremendous responsibility and the potential of being 

at the table, so it wasn’t until relatively late in my career. (319-332) 

 

Dr. Dominguez found in order to make a difference in the 

educational environment she had to move into a decision making position 

as an administrator. According to Dr. Dominguez, Latinas in higher 

education are faced with a system that is still very sexist and White male 

controlled.  One of the first things Latinas need to learn in post secondary 

education, is that the work expectations for Latinas is set higher compared 

to others in similar positions.   

And you know quite frankly I think when you’re in a leadership 

role you have to be twice as good if you’re a person of color you 

have to be three or four times as good as you’re a person of color 

and happen to be a female. It’s still sexist. It’s still, you know, it’s 

still white. (365-367) 

So I think all those things make me or allow me to be able to lead 

in this environment effectively within the structure that had defined 

leadership a certain way, but also allows me to be a leader in a 

completely different way and lead with a sense of sensitivity that 

allows me to serve students of color and women, and other 

marginalized groups in an important way on this campus.  (59-62) 

 

Dr. Dominguez had a goal of assisting individuals by helping them  
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out of the cycle of poverty through completion of a degree.  Assisting 

students with similar backgrounds guided many of the Latina participants 

into leadership positions and continues to influence their decisions on a 

daily basis. 

So for me getting other people to attain their educational degrees 

not just come to the university, but also graduate and finish and get 

their degrees is important. Because I see it as for them you know 

being a process that will get them out of that you know cycle of 

poverty or if they’re low income students or will allow them to 

better themselves in some way and move on and to the next step 

and I recognized too that not everybody has the same access. So 

creating access to as many students that look like me, have 

experiences like me is very important.  (68-73) 

 

According to Dr. Dominguez, as a Latina leader it is important t 

set examples that will assist Latinos in changing their lives. All LPs agreed 

that being role models in an educational environment is a major motivator.   

And I have to kind of set the example for folks about you know 

what is important in whatever role they play.  I lead with passion.  

And you know I lead with a commitment to the people that I serve.  

Which at this institution are you know women, people of color, 

students, faculty, and staff. People that you know manifest any kind 

of diversity.  Whether it’s people with disabilities or you know 

LGBT students.  You know anybody who have been marginalized 

or has not had a voice on this campus.  I feel like I’m a champion 

for on this campus. (53-58) 

 

Culture Identification Determines How Lead 

  

Dr. D relayed how her perspectives as a Latina are a result of her  
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family values, traditions and culture. Through her unique perspective she is 

sensitive to the vulnerability of people in different levels of the work 

environment. 

And you know some of my own culture values dictate kind of how 

you lead and my own family values. Like you lead with integrity, 

you lead with honesty, you lead with openness, you lead by 

example, you never ask other people to do things that you would 

not do yourself.  So I don’t see myself demanding, being very 

authoritarian, demanding things of people that I’m not either am 

not willing to do myself or have not done myself. (47-52) 

 

According to the Latina participants setting good examples and 

doing their jobs well is the only way progress will be made for new Latinas 

coming into higher education. For Dr. Dominguez maintaining a good 

work ethic demonstrated the value she places on her leadership 

responsibilities in the educational system. 

I mean I’ve seen it with some of my colleagues, not everybody, but 

some of them. So they think, you know you get to a certain level 

you can kind of…You can call your own shots and come in when 

you want and leave when you want.  To me, my view is that the 

higher you are in the administrative and leadership role, the more 

responsibility you will have and the more you model for folks that 

you know hard work is the only thing that is gonna guess to 

advance and make progress in whatever area. (82-87) 

 

As a Latina maintaining a good work ethic is essential. According  

to Dr. D administrative responsibilities are non-stop.  For Latinas letting 

family responsibilities take second place to the duties of an administrator is 

not an option.  The Latina participants have learned to balance family and 
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work. Dr. D found that in order to succeed it was necessary for her to have 

a very flexible personal life and a supportive family. As a Latina she felt 

obligated to do everything and be everywhere.  

So I think my work ethic is very important.  I’m here early.  I stay 

late.  I have something that’s gonna keep me from going home at 5 

o’clock.  You know so I mean last night we had a town hall.  I 

didn’t get home till close to 9 o’clock.  (88-91) 

 

The initial feeling of being able to make a difference was the 

driving force behind many of the Latina participants’ (LPs) decisions to 

move forward into administrative positions.  Improving the lives of 

marginalized students continues to be a large motivator in the LPs success 

as administrators. 

So every administrative position I had has been because I felt like I 

could do more and I stepped up and moved into those roles because 

it allowed me to do more.  The feel with that passion that you know 

that initial focus of how can I make things better and certainly 

that’s what’s brought me to this position here. I mean this is like 

the ultimate role that I could ever have.  Because my focus in on 

creating equity for marginalized individuals on this campus 

whether it’s our students of color, faculty, and staff whether it’s 

you know our LGBT population, individuals with disabilities.  You 

know women and you know it’s broaden the scope but still the seed 

of that idea is still what carries me forward. (161-167) 

 

According to Dr. Dominguez all her experiences have kind of  

solidified her leadership. She explained that understanding what it takes to 

make a real difference comes with understanding the position and how to 

apply all her experiences. Every leadership opportunity has added to her 

leadership.  She explained that as a Latina she wanted to work in an area 
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that she felt passionate about.  For many of the Latinas participants, their 

passion has focused on issues involving Latinos which have not received a 

large amount of attention in the literature.  In Dr. D’s case her passion 

developed a new area of study. 

I think every leadership opportunity I’ve had has taught me 

something different.  What I mean when I went through my 

doctoral program in an area that was really passionate about but I 

didn’t realize at the time that it was an up and coming area.  (232-

236) 

 

Dr. Dominguez relayed that there are certain qualities that help an  

individual e a good leader such as being outspoken, interactive, and a good 

listener.  She explained that a good leader goes beyond their personal 

needs and opinions. As an administrator, she has had to strike a balance 

between all the different facets of their Latina identity.  According to Dr. 

D, these are all qualities that she has learned along the way.  She has had to 

be very deliberate in developing her leadership skills in order to be 

considered as a successful administrator by the dominant group.  Being 

considered a success is interpreted very differently from a Latina’s 

perspective. 

You have to be a little bit more outspoken, and more interactive.   

You have to be a good listener. You also can’t be all about out 

there and being an extrovert, but you also have to listen well. And 

I’ve seen people who are all about themselves and voicing their 

opinions and are not very good at listening to people.  So on 

striking that balance, I think is a thing I’ve had to learn along the 

way. And that's been a very conscious part of my development. 

(293-297) 
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Dr Dominguez felt that as a representative in a small group of  

Latina administrators in higher education, her world view and unique 

perspective is essential in providing the diversity needed in higher 

education.   

I don’t care what state you look at no matter what the numbers are.  

We still haven’t assumed power at all levels of within the state so I 

know what it’s like to be a person of color in this country, in this 

state.  And so I bring that with me and I think it provides a different 

perspective.  I have a different world view when I lead and so all of 

that makes me a different leader than everybody else.  (44-47) 

 

She explained that since higher education still operates under the  

traditional leadership definition, it is difficult for Latinas to fit this 

definition.  It is important that Latinas work toward changing the 

traditional leadership definition to fit the cultural differences of Latinas. 

I mean if you really look at the definition of leadership, who’s 

gonna fit that definition of leadership better? White woman 

because you don’t have the cultural differences that are going to 

have you be viewed as being a leader that isn’t quite in sync with 

you know what the expectations are. (441-444) 

 

Many of the Latina participants (LPs) spoke about the affect  

 

leadership programs had on their understanding of administrative positions  

 

in higher education.   According to Dr Dominguez, leadership programs  

 

created opportunities for many Latinos.  She explained how leadership  

 

programs encouraged many Latinos to view themselves as leaders and to  

 

seek leadership opportunities.   Dr. Dominguez relayed how these  

 

programs highlighted the importance of the continuing need for research  
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on issues for people of color.  The programs also provided an opportunity  

 

to understand areas of higher education that were obscured to the average  

 

individual.  In addition for the LPs, the programs affirmed the importance  

 

of maintaining their values in their leadership roles    

 

And we would have an experience where it, they would provide us 

with the training and the opportunity to engage in dialog with other 

Latinos of color and higher education about what it meant to be a 

leader in higher education so that we could advance.  I mean they 

really wanted to create more opportunities for those of us that 

participated to move into presidencies of higher education 

institutions. And I never saw myself as wanting to aspire to be the 

president but some of the people that participated definitely were 

on that track. "aaaah you know I’m gonna be the president of an 

institution someday." I don’t think you know I was never that 

adamant about it but I wanted to be part of that because I thought 

what an opportunity to engage in conversations about the 

intersection of leadership and who we are as people of color. And 

what are the issues and the issues that are that are important to us as 

leaders of color. I mean it really was an opportunity to learn about 

leadership from leaders with issues that were pertinent to people of 

color. And how do you make, how do you move into presidency or 

a vice presidency and still maintain the values of working for the 

improvement of the system for others of color. (305-322) 

 

Dr. Dominguez expressed her difficulty in integrating culture and  

 

leadership.  She explained how she is very conscious of the fact that she 

does not fit the generic criteria for administrators in higher education.  Dr. 

Dominguez relayed how when she is the only Latina on a board, council or 

committee, she has to be ok with who she is and what she brings to the 

table.  She cannot take the role of anyone else.  She explained how difficult 

it is to explain a perspective that is very alien to some members of the 
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dominant group.  She admitted how many times she is not as effective as 

she would like to be.  She wants to come across as being true to herself in 

every situation. She wants to be sure to bring her personal views even if 

other administrators may not think she fits, she has to be ok with it.  

I don’t think I do that very effectively quite frankly. I think that’s 

the difficult piece in figuring out how you inter-grate that because 

I’m always conscious of the fact that I don’t quite fit that mold. 

Especially because if you’re the only one  If you’re the only 

woman or you’re the only Latina or you’re the only person of color 

in a room and that’s happened to me multiple times. It makes you 

distinctly aware that you’re so different from everybody else. So I 

don’t do it effectively in that I can’t quite fit in. I can’t be that 

other. I can’t be a white male. I can’t be white. I bring all this stuff 

and I am going to be different and I have to be ok with my being 

different. And I don’t know if I… I don’t believe I do it effectively.  

I am who I am and that’s what I bring into that into that situation 

and sometimes there’s some discomfort in knowing that I don’t, 

I’m not quite fitting in and sometimes it is what it is. (330-339) 

  

As a Latina, Dr. Dominguez felt that as a leader she cannot be 

heavy handed in her leadership.  She has to be herself in her leadership 

style. 

But for instance, I’ve seen leaders who are very authoritarian and 

lead with, you know kind of like heavy hand. I’ve never seen that 

as attractive. Never I never thought oh that’s the kind of leader that 

I yeah no you know that would never appeal to me. 401-406) 

 

Dr Dominguez explained that as an administrator of color, she   

 

automatically disturb the status quo by being in a leadership position.  

Anything she does creates some change and makes her vulnerable because 

she is attempting to change the traditional White perspective.  Dr. D like 
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many of the other LPs wants to make a significant difference even if it 

makes people uncomfortable and her position vulnerable. 

I’m the only one that is pushing the agenda and I think they would 

rather I not push the agenda if I had come here and done nothing 

they would be much happier than my doing my job, but I didn’t 

come here to sit and be window dressing for anybody. And so I’m 

going to do the things that are going to make people uncomfortable 

and shake things up. Which makes me very vulnerable?  

And so you know so when you’re looking at leadership roles within 

an institution of higher education, it’s one being different because 

you’re a person of color, you’re a Mexican American or and then 

when you’re in a role where you’re actually creating change that 

begins to disturb you know the status quo and you know the 

traditional White male perspective I think that it immediately sends 

off signals that makes you very vulnerable and I’ve seen that with 

other leaders who have come in other leaders.(492-500) 

 

Like many of the other Latina participants, Dr. D felt that she was 

still testing new ground.  She expressed, that even in this day and age there 

are very few Latinas in decision making positions compared to the 

increasing number of Latinas in the U.S. population.  She has spoken to  

many other Latinas who are still fighting to help administrators of the 

dominant group to understand the significance of increasing the number of 

Latina administrators in higher education.   

Well I think that we’re all in a similar situation and that we’re all 

kind of testing new ground. Because there’s not that many of us 

and in many cases those of us that have been, that are in leadership 

positions now as vice presidents or presidents or you know upward 

administration. We run into each other at conferences, and we see 

each other at places, we recognize each other because there’s so 

few of us. So we’re all kind of in the same, in the same mode. And 

maybe someday that will change but right now it’s, you know 

there’s just not that many of us. (407-412) 
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Dr. Calderon has learned through her years as an educator that one 

of the most important responsibilities for Latina administrators is the 

mentoring of Latinas and Latinos to be leaders in higher education.  She 

relayed how as a Latina she is unique and brings a different perspective to 

higher education.  The contributions make by Latinas to higher education 

are important in changing the environment. 

There are racist elements here too. It is very hard that racism and 

the criticism is very hard. You know another thing that is really 

difficult sometimes is that a lot of people assume that I became a 

department chair, an associate dean and an associate provost 

because we just had to have a brown face.  I was hired because I 

was brown not because of any other merits.  Whenever I hear that I 

think thank GOD that I was brown because of everything that has 

happened in my life. (556-560) 

 

Unlike some of the other Latina participants, Dr. C’s family was 

very supportive of her desire to continue on to  higher education.  Her 

family understood the importance of higher education and the 

opportunities afforded to individuals with higher education experience.  

She understands the traditional expectations of some Latino families and in 

working with students she continues to stress the need to help families 

understand the opportunities available to individuals with higher education 

degrees. 

I have one daughter she is grown and she has a family.  I’m not 

wedded to things.  In the sense of some people like some people I 

can’t leave (city omitted), I can’t sell my home  or my husband  or 

you know  my parents or whatever.  I’m pretty much a free agent 
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and so that gives me a lot of on one hand a lot of flexibility and on 

the other hand like I don’t really care. (77-81) 

 

According to Dr. Calderon leadership at an institution of higher 

education is about helping all the different constituencies on campus to be 

successful. She explained that once Latinas have made it through the 

system, they need to work toward the success of others who are  still 

struggling. 

You know I’ve been thinking a lot about this because a lot people 

ask me and I am convinced that Leadership means insuring the 

success of other people that’s what leadership is about.  And I think 

on this office it is about our students being successful. It is about 

our faculty being successful and it is about our university being 

successful. And leadership is about caring, nurturing, mentoring 

and making sure that you create the right opportunity the right 

mechanism the right policies and the right procedure so that people 

are successful that’s leadership. (15-21) 

 

Dr. Calderon explained how criticism is difficult for Latinas 

because of their personal connections to their constituencies.  As a Latina 

the personal and professional expectations from all her constituencies are 

different than for other administrators.  Dr. C relayed how this is especially 

true in working with the Latino community.  According to Dr. C, students 

and the community view her as an example and she always has to be 

prepared even on her off time.  

One of the hardest things is dealing with criticism and that is very 

painful and you can’t take it personal.  But you know it bites and it 

hurts and that is one thing that no one prepares you for…I want to 

call my mother and say oh my GOD there was this article in the 

paper and you know someone responded. My mother would cry for 
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days and she would pray twenty four hours a day. You know what I 

mean and that just it becomes a major problem sometimes but 

likewise the criticism. Sometimes the people in the paper but 

especially what bothers me is that it is anonymous because they 

describe graphically. (535-555) 

 

According to Dr. Calderon understanding the various  

 

constituencies on a campus is important in being a leader.  As a good  

 

leader she has had to finds ways to assist everyone in making good  

 

changes and moving forward. 

 

And another thing I find in being a good leader is it really requires 

consensus building. In universities one of the things you have to be 

prepared to work with is faculty autonomy.  And you know a lot of 

people think that when I become a dean when I become a chair I 

am going to demand. No you are not going to demand anything 

because faculty are autonomous.  And so you need to learn to work 

within the confines of a university.  Even if you say that you are 

going to mandate this it’s not going to work you need to find other 

ways to make sure people do the right thing. I think that. (27-33) 

 

Dr. Calderon expressed how difficult it is being an administrator 

and trying to meet all the needs of her constituencies.  It is especially 

difficult for Latinas who understand the importance of developing 

partnerships with the community.  She explained how important it is for 

Latinas to cultivate community leadership in order to gather support to 

make changes in policies or procedures on campus.  Dr. C stressed that 

being an administrator is a difficult job. 

I think you encourage people to think about you know how you can 

move an agenda how you can create consensus how you can gather 

support for a change that we need to make whether it is a policy or 

a procedure.  (53-56) 
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Dr. C spoke about the importance of sharing her personal 

experiences with students and their families.  She relayed the need to 

provide realistic examples in order to help students to blend their personal 

experiences and professionals goals. 

Because in academia one child is ok, two…three oh my GOD you 

are crazy. Four it’s like you’ve lost your mind.  Ann had four kids.  

So what I did is Ann had her four daughters.  And what I did I had 

a family thing we had a baptism and the whole family was there. I 

said this is my family. And I told them you know this is my family 

I want to share this with you. I have to balance that with academics.  

And yeah you know three of my brothers couldn’t make it and 

neither could their kids. So it’s like when we all get together this 

picture is like 20 more people. Yeah and I think the kids were like 

o yeah I can relate to that. (289-296) 

 

Dr. Calderon explained how essential it is for students to see  

 

people that look like them in the books being used in higher education.  By  

 

seeing similar individuals being successful they will be inspired to go  

 

into positions and areas where they can make a difference. 

 

You know the Latinas in (omitted title) book to me I am so proud 

of that book. Because when kids see it and they open it up and they 

look at people that look like them. They see people that are like 

their aunts, their cousins, their sisters, and that’s what inspires them 

that they too can be political. You know officials or office holders 

one day. (44-47) 

  

Dr. Calderon explained how women are still not receiving the  

 

support that is needed for them to be successful in higher education. This is  

 

especially true for Latinas, who are parents and want to continue on to  

 

graduate programs.  She relayed how difficult it is for parents with all their  
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responsibilities to be successful and navigate all the stresses of completing  

 

an advanced degree. 

 

You know one of the things that I’m working on right now at the 

university is a Momma PhD group and this is helping women that 

are mothers that are on the tenure track. And how do we help them 

be successful because that’s hard.  You know I had my daughter 

very young so I didn’t have that experience.  But, I can’t imagine 

going through the tenure track with the kids, with no daycare, with 

the stresses of helping you know your family be successful and 

trying to get that article done.  (57-62) 

 

Dr. Calderon expressed that one of her responsibilities as a Latina  

 

is to help other Latinas to be successful in higher education.  She explained  

 

the importance of changing people’s perception of a woman’s ability to be  

 

academically successful and be a good mother.   

 

That to me is like how do I insure these women are successful. At 

least try to give them the tools so they can move forward. How do 

we change people’s perception that yes you can be a mother yes 

you can be an academic and you can be successful at both.   You 

know, but you need to do that. I mean you need to cultivate 

leadership in the community. (63-67) 

 

Dr. Calderon explained how she enhanced her leadership skills by  

 

networking with individuals in her field of study and continuing to conduct   

 

research.   

 

You know I hang out with a lot of people.  I’ve read books on 

leadership.  I’ve read articles on what it takes to be a leader etc. etc. 

I read the Harvard Business Review which is good for manage 

business type of things. (68-70) 

 

Dr. Torres like many of the other LPs moved into an administrative  

 

position due to her expertise.  Many of the LPs did not seek out  
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administrative positions, but were sought out because of their innate  

 

leadership abilities. 

 

And ah low and behold I guess it was the sixth year I was coming 

up for tenure and promotion and the dean here asked me if I would 

come on board as assistant dean.  I guess because I was very much 

engaged in quite a bit of work of the college in particularly the 

alternative teacher certification program that was university based 

and I was out in the schools engaged in that work.  And I guess the 

dean at that time felt that was important and so he asked me if I 

would come in as an assistant dean at the time. (119-124) 

 

Latinas Vulnerable and Isolated 

 

According to Dr. Torres, for Latinas many times accepting an   

 

administrative appointment makes them a target.  As a dean at times she  

 

has felt isolated even more than other administrators.  She has had to  

 

challenge herself to succeed.  She has also had to rely on all her  

 

experiences to over come the obstacles that still exist for Latinas. 

 

I used to talk to a couple of Hispanic dean…one finally I don’t get 

any funding.  I don’t get any support.  Well you know just hang in 

there. So Well either on one extreme, people feeling like it’s a 

position of power and others feeling like the odds are very much 

against them. Like, they are not going to thrive.  They are going to 

lose and people are after them.  And it’s true there is a lot of racism 

even to this today.   (334-338) 

 

Dr. Torres recalled how there has been an increase in Latino  

 

administrators at her institution but obstacles for Latinos to advance still  

 

exist.  When she first became an administrator, there were not many  

 

Latinos in the administration even with a large Latino student enrollment.     
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When I first came on board to the university as a dean in 2002, I 

was the only Hispanic and I was the only female dean.  It was a 

great interest to me, right because being at this university and of 

what it is and what it represents but now it has definitely changed 

here at this institution.  We have 3 Hispanic deans.  2 of us are 

female and one is male (5-8) 

 

 

Leading with Passion and Collaboration 

 

Dr. Torres like many of the other Latina participants expressed that  

 

as an administrator the most important responsibility is serving her  

 

constituencies.  As a Latina administrator the Latino community looks  

 

toward Latinas for guidance. 

 

When I became dean, I was the only Hispanic and only female. We 

have just got a Hispanic provost.  I’m a lot into the service 

leadership.  I support the idea that as leaders we are here primarily 

to serve to lead but in a service oriented way where you engage 

people around you and those who may report to you.  But mostly 

engage a lot of people because of your position and looking at how 

can you be of service to our community.  It’s always giving back to 

the community.  (9-13) 

 

Latinas have found the importance of leading with passion to make  

 

a difference in their lives and in the lives of others.   

 

            Dr. Torres, emphasized, “You excel and you do your best.  You  

 

have to deliver to that passion…” (375-376) 

 

The Latina participants (LPs) agreed that as Latinas their leadership  

 

styles are more collaborative and teambuilding focused.  In their  

 

professional experiences the LPs have found that inclusiveness is the key  

 

to making a difference.  The development of a common goal among their  
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staff members helps them move their office’s missions forward.  Dr Ramos  

 

believed that team work and inclusiveness is essential in creating an  

 

atmosphere that honors what she learned from her family’s business.   

 

I do believe there is sense of unity that brings the team together.  I 

do believe in a team concept of leadership and I think that because 

of that I respect other people’s opinions and I ask for their input. I 

do believe that they see that my leadership is more inclusive than 

exclusive.  And so I think that that inclusiveness is key to being the 

leader of the ship that you are guiding or directing.  (20-25) 

 

Dr. Ramos explained how as a leader she is a spokesperson for  

 

her team, so she needs feedback from them.  Leaders need to listen to  

 

their staff’s needs and support them as employees.    

 

Leadership I think the word itself has so many different meanings 

to so many different people it means so many different things, you 

know. Around here I am the spokesperson for my team.  People 

come in here and say did you know this is going on. We need to 

change this or we need to go to the curriculum committee or we 

need to.  My role then becomes as supporting role of the things that 

we see that need to be done to take care of the students and the 

faculty and the community that we serve.  Leadership is really that 

role of service. (57-63) 

 

Dr. Ramos stressed the importance of expecting her staff to be a  

 

team that helps her to prepare for all her administrative functions.  She  

 

explained the importance of having a staff she can rely on.  

 

I have to tell you that my team is split in half.  It is not by designed. 

It is just the way it’s ended up.  I have four male directors and I 

have four female directors and they balance each other out very 

well. But you are right that is something that I balance very 

carefully and I try to do that with being prepared and doing my 

homework. I have an incredible team that helps me do that very 

well before I go to a meeting I always make sure that I get their 
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input. I say ok this is the topic and this is what we are doing and I 

get their feedback there is no question or comment that I am not 

going to accept from them. I trust them and they know that. (211-

218) 

 

 

Latinas have learned to be leaders by taking on responsibilities and  

 

being involved.  Their leadership abilities for many Latinas come natural.   

 

Understanding how to motivate and empower others is an innate ability for  

 

most Latinas.  According to Dr Ramos, collaboration plays a big part in  

 

her leadership.  She explained the importance of understanding how to  

 

create excitement about a particular cause and then moving people toward  

 

the cause was essential in being a good administrator. 

 

I don’t think we cannot do anything without partnering with other 

people and collaborating with other people.  And so to some extent 

my leadership style has been how do I bring people together behind 

a cause and how do you excite and motivate them to be engaged in 

a particular thing that is important to them. (103-106) 

 

Empowering others is an important aspect of Latina leadership  

 

style. According to Mrs. Holguin, empowering others is an important  

 

aspect of a Latina’s leadership style.  In empowering others she empowers  

 

herself.  She empowers her staff to be able to perform their jobs at the  

 

highest level and thus creating a successful team.  She explains that as a  

 

leader she cannot be afraid to give her power to others.  Leadership is not  

 

about holding on to power. 

 

I on the other hand feel like if I empower others that makes me a 

stronger person. (61) 
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Mrs. H relayed that the act of empowering others made her a  

 

stronger person.  She hoped that by helping her staff grow as individuals,  

 

she was developing their need to seek more knowledge.   

 

Now [I] surround myself with a lot people who know a lot of 

things. Know what I know, but hopefully acquire even more 

knowledge elsewhere and that’s important to have staff that know 

even more than you do because you are going to have a very 

successful organization.  (62-65) 

 

According to Mr. Holguin, it is important to learn from the  

 

individuals around you.  Mrs. H  stated how she learned just as much from  

 

bad examples as from good examples.   

 

But what I did do, even though that didn’t come to me.  I watched 

the men around me and I watched the people I wanted to emulate. 

Not the bad habits but the good ones. In that those that were willing 

to help others step up on that career ladder or those that when I saw 

them in a management opportunity.  How they interacted with 

other people what worked and didn’t. (23-28) 

 

Mrs. H expressed how women of color administrators many times  

 

do start in the area of diversity, but it is up to them to strive to move into  

 

other positions.  She explained the importance of having the right  

 

foundation, skills and personal perception to be successful.  Mrs. H has  

 

been able to transition her skills to numerous positions and institutions. 

 

A lot of times that is very true whether it be Latinas or Black 

women (women start in diversity). You know, I reported to a 

woman there at the university of (city omitted).  Because I went in 

as the affirmative action director  and she is African American and 

most of the women in that…she ran the diversity department and 

my affirmative action department report up to her and then to the 

president. It was mainly African American women. I loved those 
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women.  They were just very strong women. There were a lot of 

challenges affecting us.  We had each other.  Then the president 

promoted me to Chief of staff up there and then he recruited me 

here.  But I think if you have the right foundation and skills and 

perception, you can translation your skills anywhere you go or 

transition. (318-327) 

 

 

Mrs. Holguin spoke about how completing a higher education  

 

degree is difficult for some Latinos.  She relayed how for many Latinos it  

 

is much easier to focus on working in some low paying job than to try to  

 

navigate all the obstacles in higher education.  Many times they feel that  

 

they can navigate the obstacles the will face in lower level jobs and their  

 

goals appear to be more attainable.   

 

I think a lot of times it is so much easier to say, you know what I’m 

just going to graduate, go get a job and that would be so much 

easier rather than to continue on.  And of course there are other 

external things yes you can make more money out there so that is a 

lot of it.  Unless you have someone that is bringing you along that’s 

there to support you. You are not going to retain these people. I’ve 

heard it and seen it over and over again. It’s a scary thing out there. 

(212-218) 

 

According to Mrs. H, many Latinas see the White male as the  

 

major competition in higher education.  Mrs. H felt that at some point  

 

because of the changes in demographics White males will not be the  

 

dominant group.  It is important for Ms H to encourage women to continue  

 

their education because of what the shift in demographics indicates.   

 

We all want the same thing and you know we all see the White 

male as the one that we need to.…and you know after a while it is 

not going to be the white male.  And it is just from that perspective 
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that I can give you a response to that.  I have these conversations 

with my staff all the time. I’ve got an assistant, Jessica is right next 

door and she’s working toward getting a degree and I encourage 

her everyday to finish it.  (276-281) 

 

The need to connect with people is a message that Mrs. Holguin  

 

has constantly voiced to every Latina she encounters.  She explained how  

 

it is important to be fair to those individuals that work for you.  It is  

 

messaged that changed her life so she felt it is a message that needs to be  

 

shared. 

 

It is a constant message to those that are coming up after me how to 

become leaders, to become excellent leaders, and to be fair to who 

ever works for them.  All of those things I think that’s my duty and 

responsibility.   People along the way have done it for me.  I want 

to be as selfless as possible. (289-292) 

 

In her position Mrs. Holguin has found that males are now asking  

 

her questions about being a leader and her decision making process.  It is  

 

an experience that has encouraged her to look more closely at her  

 

leadership qualities and what experiences have influenced her. 

 

When it comes to my role because I have had two assistants now 

both of them White males and they have been wonderful and 

something they have both said I’d like your job.  And I’ve said 

that’s fantastic that is what I like to hear.  But I’m not gonna leave 

any time soon. But I’ll help you learn how to get into a position 

like this so they are watching me and the decisions that I make.  

And it has kind of turned around in that the white males are looking 

at me and that is kind of neat. (292-298) 

Dr. Rosas learned early that education was the way to make a 

difference to others.  She also understands that fulfilling a dream requires 
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dedication and hard work.  It also means working with others in changing 

the current educational system. 

So I knew that education was the way. So my passion became 

helping kids go to school and get educated because that was going 

to be the key to making a difference for us.  So I think leadership is 

having a dream having a passion a reason and then following it 

pursuing it and that passion is catching.  When you believe it so 

strongly then others will kind of listen and be willing to join you in 

the quest and the fight.  And that is what I have done all my life. 

(25-30) 

 

Like the other Latina participants Dr Rosas has found that true  

 

leadership is not about the position.  For Dr. Rosas an individual becomes  

 

a leader by having personal power.  Personal power makes a difference  

 

and brings people together behind a particular mission.  

 

I have never ever sought positions of leadership.  I don’t think 

leadership is about positions.  I could be the president of this 

university and not be effective.  I think leadership is about personal 

power.  And personal power has to do with this dream this passion 

this vision that you have.  I have never sought to be in positions I 

have just done what needed to be done. (37-40) 

 

Seeking and Acquiring Leadership Positions 

RQ2:  How have these Latinas’ professional experiences helped them in 

seeking and acquiring administrative leadership positions? 

Many of the Latina participants (LPs) gained insight into the higher 

education administrative system through leadership programs.  They 

learned the importance of studying and learning how the dominant culture 

functioned from both their personal and professional perspectives.  In 
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addition, all the LPs found their cultural and personal experiences essential 

in bringing diversity into higher education administration.  These Latinas 

have developed a way to balance their personal and professional 

responsibilities.  By overcoming stereotypes they have developed a strong 

personal identity and a clear understanding of their personal expectations.  

Navigating the Higher Education System   

Dr. Gomez explained that in higher education an individual must  

 

also understand the ways of the dominant society.  She emphasized how at  

 

this point in time institutions of higher education are still controlled by  

 

“White men.”   

 

So my motivation to do the work is intensely personal. On the other 

hand, in order to be successful doing this work or successful in 

higher education and administration at all, you have to understand 

the great white way because this is a white led institution. Not just 

this one, but all higher education institutions are almost exclusively 

led by white people. (53-57) 

  

For Latinas according to Dr. G, it is important to understand that in  

 

order to be successful you have to know and perform your job better than  

 

anyone else.  At the same time you have to be true to yourself and where  

 

you come from.  You can not change your core identity and for Mexican  

 

Americans it includes your culture and the traditions you grew up with.   

 

Dr. Gomez explained how as a Latina being true to your core identity and  

being successful in higher education involves being able to navigate two  

 

different worlds. 
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So, my job is to do my work really well and using the adage that I 

often hear, you know minorities have to do better work, harder 

work, you know without making any mistakes. You just have to 

honor that because that’s the way you stay in the game, but you 

also have to find a way to be true to yourself at the same time and 

so the reason why I think it is possible to do this is because that’s 

actually what I learned growing up. Is that I had to honor where I 

came from, but learn how to manage in a white world. (60 -67) 

 

Dr. Gomez explained the values instilled by her family are  

 

embedded in her decision making and in order to be successful she has to  

 

be ok with being vulnerable when it comes to higher education. She  

 

relayed how as Latina she is vulnerable because it is difficult to separate  

 

personal from professional. 

 

Otherwise, I’m vulnerable and I’m vulnerable because it’s 

intensely personal.  It would be great if it wasn’t personal.  I can 

see my peers, especially my White peers.  They’re not ever in that 

vulnerable place. (79-82) 

 

According to Dr. Gomez as a Latina, she has to connect to her  

 

values in order to make a difference.  She has learned how to align her  

 

personal values with the professional processes in higher education.  Dr.  

 

Gomez explained how as an administrator, she is not allowed to forget that  

 

she foremost a Latina.  As a Latina administrator she is not the norm in  

 

many professional environments especially in higher education  

 

administration.   

With the good sense of yes I’m still aligned with my values and 

who I am understanding that to stay at the table it means I have to 

operate in a different culture with a different set of rules and I have 

to figure out how to keep myself solid at the table knowing that. I 

also think that when you’re a minority at the table, they never let 
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you forget.  They don’t tell directly.  They won’t say it directly, but 

you know. (101-106) 

 

Dr. Gomez recounted how her contributions in discussions are  

 

sometimes seen as counter to the views of her colleagues.  According to  

 

Dr. G, many times her colleagues do not understand or may not want to see  

 

the value of a Latina’s contributions. But it is her responsibility as the sole  

 

representative for her constituencies to voice what her colleagues choose to  

 

ignore. 

 

People are almost afraid when I speak because I’m gonna say 

something that didn’t occur to them.  They need me to say it.  They 

just don’t want to hear it and so what I do everyday is figure out 

what part of the numerous things that I need to say can I actually 

say today and how many chips am I willing to use in order to say it. 

(116-121) 

 

According to Dr. Gomez politics on educational campuses, many  

 

times dictate the programs provided or opportunities for students.  She  

 

explained that many administrators have personal agendas.  As an  

 

administrator she has to understand the rules that govern politics on a  

 

campus. She relayed how because of the politics everything and every  

 

decision has a cost for an administrator.  All the Latina participants agreed  

 

that many of decisions are made behind the scenes and if a Latina is not  

 

 

allowed to be part of the political game, then decisions are made without  

 

her input.   
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Cause it’s all so political at this level.  And I’ll tell you the 

difference between men and women at this level that I really like:  

Men are very direct.  They’ll tell you, “Okay , I understand, you 

know, this is costing me, which means, they’re giving me a chip, 

cause I caught’em in something or I’m cleaning up something for 

them or I’m making it better for them so they’re very direct and 

they understand.  “Okay this costing me.” And then they’ll say.  

“Okay, I understand what you’re asking me and I’ll support you.  

It’s going to cost you.”  Meaning I’m giving them a chip. (118-128) 

 

In order to make good decisions which do not conflict with her  

 

values, Dr Gomez has learned to request suggestions from individuals that  

 

may have been in the same situation.  Dr G looked at suggestions that her  

 

White colleagues may offer.  According to Dr. Gomez, White women have  

 

been in administrative roles longer then Latinas and it is important to look  

 

at some of the suggestions they offer or decisions they have made in the  

 

past.   

 

In a situation where I’m not sure what to do and I have to take 

some time to think about what it is that I want to do.  I start to ask 

people who are not like me.  I mostly ask a lot of successful White 

women what they do.  

 

 

According to Dr Gomez in order to survive as an administrator she  

 

has learned to find staff or administrators who are going to be sensitive to  

 

her position. She has learned to be strategic about the decisions she makes.   

 

About a year ago, I was in a really tough situation and I wasn’t sure 

what to do and I wasn’t sure how to handle it and it was significant.  

It was having a significant impact so I talked to a number of people 

and it occurred to me that what I needed was a coach and I have to 

say that even in the selection of a coach. That was something that I 

pulled from what they had done, but in my selection of a coach I 
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made it very specific to me.  I wasn’t going to get any coach.  I was 

going to get a coach that understood my position on the bridge. 

 

 

Dr. Gomez gave an example of a criticism she experienced  

 

regarding a statement she made in a meeting.  She explained that the  

 

criticism was regarding her communication style.  The rules of the  

 

dominant society many times are not known or understood by Latinas.   

 

Entering into an environment controlled by the dominant society is strange  

 

and confusing to individuals who do not share the same value system or  

 

prioritize what they value differently.   

 

Somebody told me once, that I’m very abrupt and that wasn’t going 

to work for me.  And I thought, you know, no one’s ever given me 

a criticism about being abrupt, so I would like to know more about 

that.  What is abrupt?  What does that really mean? What it really 

meant, from what I found out, what it really meant was that I 

wasn’t flowing in the conversation the same way.   

So, I didn’t know the conversational rules and the conversational 

rules are like this.  I still have to consciously think of them now.  

So somebody says something that is completely, you know, wrong 

or irrational, or just outright stupid, my approach was to say, “Oh, 

wait have you thought about this?” You know, or like you know 

what I mean?   

It happened yesterday, I just blurted something out and when they 

criticized me about being abrupt, what they meant was and the rule 

is you have to do the sandwich thing.  You first say, “ You know, I 

can see where you’re coming from about that.” And then you say 

what you’re going to say which is opposite of that and then you end 

up saying, “So you see we’re really together on the,” but you’re 

really not. (245-258) 

 

Dr. Gomez explained how once a Latina understands the rules, she  

 

still has a choice on how to or when to follow these rules.  Dr G provided  
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an example of how verbalizing her perspective may feel to someone who  

 

does not live or function within the same realm.  According to Dr. Gomez  

 

once you know the rules as an administrator you have to make that  

 

decision in every conversation or discussion.   You have to be ok with who  

 

you are and the consequences of you decisions.  

 

And I thought well wait a minute that doesn’t make sense to me.  

Although, you know, I can see you know so how can I make that 

work for me because it didn’t make any sense, you know.  But if 

being abrupt was keeping me from being heard then I would like to 

be heard.  So, abrupt so I did.  I thought about, okay, who said it to 

me, why would they say that to me?  Well, they said it to me 

because to them a straight ahead response felt like sand paper.  And 

sand paper was keeping me from getting heard.  Like yesterday, 

this was a fine example:  We were talking about what cities in this 

area do we want to go.  You know increase our influence at and 

they named a city and I looked at the demographic information in 

front of me and I just raised my hand.  I said, “Of all the cities that 

we’re considering, this one has the highest percentage of white 

people who live there.” Are we…is this really were we want to go?   

There was no sandwich.  There was no sandwich there because I 

really wanted them to hear what I was saying.  Do not look around 

and select only the predominantly white cities in which to spread 

our influence.  We’re just burying our head in the sand.  Eventually 

that city, too, is going to change, but saying that is costly. (258-

273) 

 

Dr. Gomez spoke about the need to understand the game and being  

 

strategic when negotiating changes.  She explained that Latinas need to be  

 

more aware of the cost to their personal and professional lives when  

 

striving for equity on higher education. The Latinas participants have  

 

learned the unspoken rules in higher education, but want to play the game  

 

with a sense of personal pride.  According to Dr. G, a Latina has to be ok  
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with making sacrifices which might come at a personal and/or professional  

 

cost.  This is something that as an administrator in higher education, Dr.  

 

Gomez deals with on a regular basis. 

 

There’s a cost associated with it.  But I wasn’t going to make it 

easier for them.  But I have to tell you, when I left the meeting, you 

know I wondered if that was the best use, you know, of political 

capital.  On the other hand, the city didn’t stay on the table.  So I 

was alright with it.  It was you know I mean at the end of the day, 

everything is going to cost.  There’s going to be a cost for 

everything. (273-278) 

 

Developing Sense of Self Worth Through Work Ethic 

 

            Dr. Dominguez recounted how she was plagued with self doubt  

 

early in her educational career.  She found security in her research and  

 

through the acceptance of her research by Latino colleagues with similar  

 

interest.  In developing the sense of self worth she was able to step up and  

 

take advantage of new opportunities.     

 

Other people thought that there was value to what I was articulating 

and what I was doing. So from that I learned don't question 

yourself. Don't allow self-doubt in your own sense of you know 

I’m not worthy to interfere with stepping up when there are those 

opportunities. Then I became a department chair when I didn't 

expect to become department chair. I kinda fell into it. (261-265). 

  

Dr. Dominguez relayed that her administrative duties while  

 

different than the work of her parents, she has had to face similar issues  

 

with stereotypes and racism. Dr. D has found that many times the  

 

values of the dominant culture go against what she sees as important.   

 

She has also learned that she is expected to maintain a higher level  
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of work ethic in order to be considered worthy of her leadership  

 

position.   

 

I mean I’ve seen it with some of my colleagues, not everybody, but 

some of them. So they think, you know you get to a certain level 

you can kind of, you know call your own shots and come in when 

you want and leave when you want.  To me, my view is that the 

higher you are in the administrative and leadership role, the more 

responsibility you will have and the more you model for folks that 

you know hard work is the only thing that is gonna guess to 

advance so and make progress in whatever area. (78-87) 

 

According to Dr. Dominguez having an opportunity to be in  

 

leadership position is a privilege.  As a leader she has to believe that the  

 

majority of the individuals around her want to learn from her.  She relayed  

 

the importance of making a difference with her staff.  Unfortunately not  

 

everyone sees her as a leader or feels that she can make a difference.   

 

I am surrounded by great people.  That’s the other thing.  If you 

lead well you attract great people into your life.  Because people 

want to be part of whatever it…you know whatever you have to 

offer.  And they want to learn from you so I have wonderful, 

wonderful staff the ones that I’ve picked.  I’ve inherited some staff 

when I came here that I mean they’ve been around for a long time 

and you know.  I’m not gonna make much head way with them.  

But all of the people that I’ve hired and I’ve selected have been 

absolutely wonderful. (209-214) 

 

            Dr. Dominguez explained how it is not difficult to see that as a  

 

Latina she works and views things differently than many other  

 

administrators.  She relayed how as an educated Latina she has had the  

 

opportunity to remove herself from the physical labor of her parents, but  

 

the decisions she makes are just as stressful.  Unlike many other  
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administrators as a Latina she cannot afford to take it easy regardless of the  

 

level of leadership.  She is obligated to maintain her standards. 

 

I mean I work in different other ways and its probably, my work is 

even more stressful in some ways than some of theirs was but the 

work ethic is very important.  I mean I think that I see some 

administrators who view administration as in you know once you 

get to a certain level, you don’t have to work as hard.  You kind of 

take it easy and you know, you’re not held to the same standards in 

terms of your work time as everybody else.  (78-82) 

 

            According to Latina participants, Latinas feel a sense of urgency  

 

for the fulfillment of the responsibilities in their job.  Latinas feel they  

 

have to be available when needed which takes a toll on family obligations.  

 

Dr. Dominguez expressed how the triple responsibility of community,  

 

administrative responsibilities and family has affected her life.  She is  

 

thankful for her husband’s understanding.  Being an administrator requires  

 

a large of amount of her time and she cannot imagine how Latinas with  

 

children find time to fulfill all their responsibilities. 

 

So in some ways, it puts me in a very difficult situation to be able 

to balance.  Thank God, I don’t have kids.  I don’t know how 

anybody can do it if they got families that they need to go home.  I 

have a husband who is very understanding.  He’ll do whatever he 

needs to do.  He’s very flexible and he pretty much works around 

my schedule. But if you don’t have that, I don’t see how you can do 

the work that needs to be done in this role.  If you have the same 

sense that I’ve got to be there I’ve got to do this and whatever time 

it takes that’s what it takes. (95-100). 

 

            Dr. Dominguez’s path to her doctorate was not intentional.  Much  

 

like the other Latina participants, she wanted to complete a teaching degree  
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and help students go on to higher education.  It wasn’t until after  

 

completing her undergraduate degree that she found that in order to make a  

 

real difference she needed to continue her education.  As she continued her  

 

education she realized that in order to have a greater influence on the  

 

decision making process she needed to be an administrator. 

 

But not so much because I felt them, but basically because I really 

was intent on making a difference for people like me and that had 

led me to many different places.  It led me to be a faculty member. 

I never intended to get a doctorate.  I was going to go and be a 

teacher.  I never was going to go and get a master’s.  I never was 

going to go get a doctorate and all of these things happened and 

then I never was going to go.  I mean it was that I became a faculty 

member.  I never intended to be an administrator. (155-160) 

 

           As a Latina working to over come the stereotypes, it takes courage  

 

and strength to over come self doubt.  Dr. Dominguez soon discovered like  

 

many other Latinas, that she had to over come her self doubt.  She had the  

 

degree and experience to move forward into an administrative position.   

 

I learned don’t question yourself. Don’t allow self-doubt in your 

own sense of I’m not worthy to interfere with stepping up when 

there are those opportunities.  And so then I became a department 

chair when I didn’t expect to become department chair. (262-264) 

 

Latinas’ Lack of Power and Privilege Become Vulnerable 

  

As a person of color, Dr Dominguez felt that she has to be honest  

to herself when dealing with other administrators.  As a person of color she  

 

understands that she does not have the privileges or power as other  

 

administrators.  She is aware of the reality of the dominant culture being in  

 

power. 
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Well quite frankly if you’re a person of color and you’re in a board 

room you have probably less power than others. That’s the reality. 

That’s the problem. So I never, I’m never gonna fool myself into 

thinking that I have as much power as everybody else cause the 

reality is that I don’t. (340-342) 

 

Dr. Dominguez explained that while she is always aware that she  

 

does not have real power in her position.  She is not quite sure about other  

 

Latinas.  Some Latinas may feel different about how privileged they are or  

 

the power. 

 

I don’t quite know how to respond to that quite frankly because that 

is the reality and maybe some people deal with that in a different 

way and they don’t care that that’s the reality and or they put that 

aside. And maybe they assume that they have as much power as 

everybody does and they just do their thing but I’m always 

conscious of the fact that that I don’t. (342-346) 

 

According to Dr. Dominguez, as a Latina in certain settings she  

 

might have some power because of the people around her but in reality,  

 

looking at the bigger picture that power is not real.  Then she also  

 

has to look at the hierarchy of the individuals in the group.  She explained  

 

that there is also a pecking order when working with the dominant group. 

 

I mean and it’s you know, in certain settings quite frankly I have 

more power than some of those people. If we’re working with 

certain communities, I have more power than some of those people. 

And I recognize that in those situations.  But I’m also self-

conscious of the fact that even though in that situation I might have 

more power and more say. The reality is that in the bigger picture, 

that is not true.  You know very often that whether or not you’re in 

order or not, very often depends on how many others of you there 

are in the room (347-352). 

 

In looking at other Latinas and Latinos in leadership positions such  



Texas Tech University, Rosa Gallegos, August 2012  

 

289 

 

 

as presidents, Dr. Dominguez explained how many of these individuals  

 

have lost their positions because they did not have the same privileges as  

 

others in similar positions or they misunderstood the amount of privileges  

 

they had.  Many Latinos lost their positions because they led very  

 

differently and did not fit the expectations of the dominant culture.  

 

According to Dr. D and many of the other Latina participants the dominant  

 

culture in higher education is still exclusively White and male dominated.   

 

So you know and I really think and quite frankly if I look at it more 

globally and I look at presidents and vice presidents at institutions 

of higher education, very often you look at the treatment of people 

in leadership roles and higher education.  And I’m thinking 

specifically of presidents, Latinas and Latinos that have been 

presidents of institutions of higher education and even some vice 

presidents their demise in those roles has been because they don’t 

have the same level of power that that others. Higher education is 

still white and it’s still male even though those numbers are 

decreasing in terms of the leadership. It’s still that way.  And so I 

mean I look I’ve seen some very excellent leaders that are Latinos 

and Latinas that have been in vice presidencies and presidencies in 

institutions of higher education that have been toppled because they 

led differently that didn’t meet that perceived…prescribed view of 

what a leader was.(342-364 

 

Dr. Dominguez explained how when individuals are afraid they  

 

want to hold on to power.  According to Dr. D, eventually the dominant  

culture will change and those individuals in power will struggle to hold on  

 

to power which will cause a backlash for people of color in leadership  

 

roles.  Dr. D relayed how maintaining her position is a constant struggle.   

 

Now look at whether or not acting different impacts their ascension 

to a leadership role. So you know eventually things will change and 

that you know we in the research you also see you know stats about 
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the browning of America, the browning and the grain of America. 

And the browning and grain of you know leadership within higher 

education. Well that’s it. I mean and what happens when people are 

in fear. I mean they hold on to that more so you’re not gonna see a 

change immediately because you’re gonna see that power structure 

trying to hold on to that to that power.  And in fact, you probably 

will see situations with people who are in leadership roles that are 

people of color that there will be a decrease as there’s a backlash. I 

mean I struggle every day to stay in my role. I struggle every single 

day. (454-462) 

 

According to Dr. Dominguez, the vulnerability for Latinas is due to  

 

the importance they place in expressing their views and being good role  

 

model. Dr. Dominguez explained how higher education’s need to maintain  

 

the status quo makes Latinas very vulnerable in their administrative  

 

positions.   

 

I mean I saw with the person I described to you who was my 

provost at [the university]. And I’m sure you will find examples as 

you speak to people who are in leadership roles that can cite you 

specific examples that where they experienced a vulnerability cause 

of who they are and what they bring and disturbing that status quo. 

None of us last very long. Of course, you can justify anything with 

budget. I probably told you more than you wanted to know. (501-

505) 

 

Dr Dominguez explained how the adobe ceiling is more of  

 

obstacle for Latinas seeking administrator positions, then the glass ceiling  

for their White colleagues.  While the Latinas in administrative positions  

 

has increased, there potential as leaders is being limited by the control of  

 

the dominant group and the need to continue the status quo.  

 

Well there is that ceiling though. The adobe ceiling, you know we 

call it the adobe ceiling here because in [state omitted]. But there is 

that adobe ceiling you know it’s very difficult to move up and 
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when you look at just faculty I mean I’m looking at who’s coming 

up the ranks that’s gonna fill the positions and administration in the 

coming years. And you’re right, I have to think about that because, 

I’m gonna retire one of these days you know and I’m probably 

younger than many of the guys that are in administrative roles but 

you know I’m gonna retire and so faculty of color are there’s more 

assistants, assistant professors then associates and there’s more 

associates than there are full. (505-611) 

 

According to the literature, the path to an administrative position  

 

with decision making power is still difficult from the faculty level.  Latinas  

 

continue to struggle to get past the lower levels of faculty positions.  There  

 

are many obstacles for Latinas in academia interested in being  

 

administrators.  Dr. Dominguez relayed how many institutions of higher  

 

education continue to give lip service to diversifying their faculty.  Even  

 

when more faculty of color are hired as faculty, they are not given  

 

opportunities to receive tenure. Dr. Dominguez explained how many  

 

institutions lack commitment in her diversity goals. 

 

One of the requirements when you move at this to this level of 

administration, of course it depends on what area you’re in, but one 

of the traditional trajectory for someone moving up into 

administrative ranks is that you come from the faculty and you 

move up. So if we’re not even, if we don’t even have the numbers 

of people that are moving from assistant to assistant associate, 

associate to full, we’re not gonna have people who are ready to 

ascend to administrative ranks. Well we’re still paying lip service 

to diversity on our campus. Well we better stop paying lip service 

cause the numbers are gonna change. (512-517 

 

Latinas Need to Know Abilities and Expectations 

 

The changing demographics will continue to make research on  
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Latinos important.  Latinas find that there is still a need for them to make  

 

themselves valuable to the higher education environment.  Dr. Calderon  

 

has found that Latinas need to learn to negotiate based on their  

 

expectations and position responsibilities. She felt that Latinas still need  

 

to learn to develop their personal expectations. Dr. C expressed the  

 

importance of being a good role model by modeling the behavior  

 

that she wants people to embrace. She explained that everyone on campus  

 

should be truly concerned about helping students succeed.  According to  

 

Dr. C, if you are not on campus to help the students, then her university is  

 

not for you. 

 

I care about the reputation of the university.  If there is a problem 

here, the degrees the students get are devalued. And that to me is 

very important. I try to be a good role model.  I try to model the 

kind of behavior that I want other people to embrace.  I’m very 

quick to call people on the carpet when they are not fully on board 

on what we are doing here.  If you complain about our students 

then you don’t need to be here and maybe this not the university for 

you. (206-211) 

 

To make changes Dr. C emphasized that leaders need to work on  

 

changing the present system through consensus building.   

 

Helping others understand the importance of making changes that 

will make a difference. And another thing I find in being a good 

leader is it really requires consensus building. (27) 

 

In her leadership role, Dr. Calderon believed she approaches every  

 

situation with a very positive attitude and never immediately says no, but  
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once she finds out more about the issue and what is required of her, then  

 

she begins her questions.  

 

I need to be able to say this is what I think and sometimes do I say 

the wrong thing.  I do.  But People need to think differently and 

that is one of the things about this job that you have to tell people I 

understand where you coming from but you need to look at it from 

this perspective too.   

 

According to Dr. Calderon, administrator positions in higher  

 

education are about insuring that other people are successful.  She  

 

explained that administrator cannot be careerist and be a good leader who  

 

is interested in changing the campus environment. 

 

I think that there are people here that are into the you know the yo 

yo.  I am the person, I want to be a leader.  I want to be this I want 

to be that.  When you are a careerist and you’re interested in your 

own success that is a very different position. Then insuring the 

success of others and so I’m in it for insuring that other people are 

successful.  That all ships arrive together that we are all on the 

same team and that we are moving things forward. (48-64) 

 

Latinas Commitment to Latino Issues 

 

Dr. Calderon expressed how research on Latinas continues to be an  

 

important area to study.  She explained how even today Latinas are the  

 

only researchers conducting research on Latina/Latino issues. According to  

 

Dr. C, unfortunately, the study and research of Latina issues is still not  

 

considered by many researchers or educators as an area that adds to the  

 

greater arena especially in political science.  She relayed that Latinas have  
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to do what they feel benefits their community and cannot let themselves be  

 

influenced by the dominant group. 

 

I don’t see white males in my profession studying Latinas. So I did 

that and that is what I hope to do. But then you are criticized 

because you are not really informing and creating knowledge in the 

greater political arena.  I’m like you guys can do that I’m going to 

do something else that is going to benefit my community. (39-43) 

 

Dr. Calderon is very confident about her skills and her ability to  

 

move on if need be.  She understands her abilities and feels as a tenured  

 

faculty members she is quite able to move from administrator back to  

 

faculty.  She explained that as an administrator it is important to always be  

 

ready to move on.  She emphasized how as a Latina, she has to be  

 

flexible.   

 

I think I’ve learn that over time. I am in a very different position 

that other people. I am in a very comfortable position and I say that 

because if the provost were to tell me tomorrow, go back to being a 

regular faculty member in the department of [name omitted]. It 

would be ok. If they were to ask me to assume more 

responsibilities it would be ok. If they would ask me to explore 

other options at other institutions or go to another system, it would 

be ok. (71-76) 

 

Dr. C explained that Latinas need to learn how to negotiate  

 

according to their strengths and needs.  She relayed the importance of  

 

understanding how to negotiate in higher education which comes from  

knowing who you are as an individual and what is important to you.   

 

According to Dr. C, a Latina needs to know her passions and how she is  

 

committed to those passions. Dr. Calderon spoke about how Latinas need  

 



Texas Tech University, Rosa Gallegos, August 2012  

 

295 

 

 

to learn how to express who they are and what will work for them as  

 

unique individuals.  

 

To me a lot of things matter.  And would I put my self in that 

situation where I could not be myself, where I would be constantly 

fighting people. I would want to see a genuine commitment to this 

is what you are here to do. Faculty development I can do that.  

Student affairs I can do that.  Budgeting no that is not my strength. 

You know I have strengths and skills and I would want to say.  

What is your plan for me and I think that is part of what I have 

learned.  We need to learn to negotiate. We need learn how to say 

this is what will work for me. (340-345) 

 

Dr. Torres enhanced her skills by being a part of organizations that  

 

make educational changes on a national level.  As an administrator, she  

 

felt it was an important experience for her and encouraged other Latinas to  

 

take advantage of such opportunities. 

I’ve been president of the National Association for bilingual 

education which is the National Association and the state 

Association.  There you are put in a position where you just have to 

produce.  Where you have to deliver.  (98-100) 

 

Dr. Torres expressed that Latinas need rise above their positions.   

 

She relayed, how for Latinas strength cannot be in positions, but in  

 

personal value.  Latinas many times do not have the power to do many  

 

things, but Latinas do have the power to challenge others by doing good  

 

work. 

I think some Latinas may perceive their positions as power. I think 

that is what I have found the most in other Latinas.  They feel they 

have the power to do things the power to do that.  I’ve never seen 

my position ever as being in a position of power.   Although it 

probably is, you don’t have to think in those terms.  (326-328) 

 

Being engaged with the community has provided numerous  
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opportunities for Dr. Torres.  She entered college with a goal of teaching  

 

and helping the students in her community.  As a teacher she found a need  

 

to continue her education and was quickly seen as a leader.  She has  

 

learned how to produce because she has always taken on challenges that  

 

have crossed her path.  She has not shied away from her responsibilities to  

 

her community. 

 

It’s interesting because I don’t think when I came to the university I 

had a goal of becoming a dean or even going into administration.  

Although my master’s degree was in supervision and 

administration, I though I would be a principal.  That is what I 

wanted to be.  When I was a teacher, I right away started working 

on my master’s degree.  And I said well do I go into reading or do I 

go into administration if there is an opportunity to move into 

administration at some point I will have my credential, my mid-

management, and my master’s degree in that area. (107-112) 

 

Inclusive Environment 

 

Dr. Ramos (R2) expressed how in her professional positions she 

incorporated the lessons and skills learned in family business. Her 

families’ ability to run a business as a team with similar goals was a skill 

she utilized in her office.  She felt that the involvement of her staff in the 

decision making process of her office provided an environment that met 

the needs of the various constituencies. She explained the importance of 

being inclusive and assisting staff in developing their decision making 

skills and confidence. When her staff in able to provide the information 
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she needs during meetings, then she is better able to defend her 

department’s position and needs.   

I represent them and if they do not get me enough information to 

defend their causes or push forward a new program or initiative, 

then it is not going to happen and so when they disagree with me 

they have to tell me. I tell them. I’m not going to get mad because 

you disagree. I need you to disagree sometimes because I am not 

prepared. Because someone at the table is going to disagree with 

everything, you have to be that side of the discussion always. So 

we feed on each as a team and when I go to the table I just hope to 

be better prepared than anyone else. (218-224) 

 

Dr. Ramos diverse professional experiences has given her the  

 

background she needs to be able to handle the numerous duties and  

 

responsibilities that come with her position.  She learned from all her  

 

professional positions that education was the key to making a difference in  

 

the area she was interested in.  Dr Ramos’ professional experiences have  

 

allowed her the ability to understand the difference between working for  

 

someone and working with someone.  According to Dr. R2 when you work  

 

with someone good relationships are developed and you are able to learn  

 

and grow from the working relationship.  Dr Ramos spoke about always  

 

being conscious of what you are doing so that you learn how to be a better  

 

leader for your staff. 

 

Now from a professional stance I think I have had a real diversity 

in the kinds of people. People I worked for.  I worked in retail. I 

worked as a teacher.  And then I went on and worked for 

publishing company as a sales representative and consultant and 

then came back into the education field in the area of technology 

and then made my way to higher education. But I think all along 
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the way, I worked for some very, very great people that I would 

consider working with instead of for. But I also worked with some 

people who saw me working for them and not with them and so as I 

developed those relationships. I learned something from everyone 

even if it was how not to do something.  And being conscious of 

that, I think has made me a better manager or leader of people. (49-

57) 

 

Mrs. Holguin stressed how for her it took numerous experiences to  

 

understand the skills needed to be a good leader.  She also explained the  

 

need for Latinas to develop their leadership skills and expectations as  

 

administrators through self-analysis.  She relayed how for Latinas  

 

understanding who they are as individuals and their skills is important in  

 

understanding the needs of the staff and providing empowerment.  As  

 

administrators Latinas have to take risks and be ready to accept  

 

consequences.  Mrs. Holguin explained the importance to assist Latinas in  

 

understanding what they should not do and should do to be successful.  In  

 

order for Latinas to over come stereotypes it is essential to go out and  

 

makes connections with other administrators.  Mrs. Holguin felt that  

 

many times it helps other Latinas in talking about her experiences and  

 

what she has encountered. 

 

And I’ve had women staff members in the past that I continuously 

encourage and they continue to call me.  And I guess it is about 

working and talking to the staff to whoever wants any kind of 

advice from me. And just letting them know what I have 

encountered in the past from a certain experiences.  If I can give 

them some nugget of information that is going to help them to 

become a better employee and acquire certain leadership skills, 

what they should and shouldn’t do or should and shouldn’t say.  
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About going out and interacting with people and meeting them and 

letting them know who you are and not being to reserved or to 

reluctant to do that.   (281-289) 

 

According to Mrs. Holguin, in order for Latinas to increase their  

 

leadership skills, it is important to understand their strengths and  

 

weaknesses.  She suggested the importance of conducting a self-analysis in  

 

understanding your skills as a leader.  

 

You have seen people who have been in organizations or in roles 

and have grown to a certain level and can’t seem to get any higher.  

They just have never really gotten to know themselves. They never 

have not done a real self analysis of where their strengths lye and 

where are their weaknesses.  And what they are capable of doing 

and what can they do and what do they want to do? All of those 

questions. (235-240) 

  

  Mrs. Holguin explained that good leaders are not afraid to  

 

give their staff opportunities for development and skills enhancement. For  

 

Mrs. Holguin, as a leader, it is important to recognize her staff’s potential  

 

and voice it. 

 

And I may have gotten them but I was still kept at a level that you 

know a lot of them did not afford me opportunities where I could 

grow. In other words suggesting to me, you know what you got 

these skills why don’t you try going to for instance law school.  I 

worked for a law firm for a many years and the person I worked for 

I worked for the entire time.  He knew I was smart. I was the 

paralegal for him. I started out as a secretary and within that time 

frame I got my degree. And he promoted me as a paralegal who did 

partner very much with lawyers to get them prepared for trial and 

drafted a lot of his legal documents. But He was never forth 

coming about, you know you ought to try dong this or you ought to 

try doing that. (14-23) 
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By watching individuals who were bad examples, Ms Holguin  

 

learned what she did not want to do.  She also found that if she was not  

 

being challenged she needed to move on.  She had to see herself in another  

 

position and succeeding. She felt she had to get to a point where she knew  

 

who she was and what she wanted. 

 

So a lot of it was watching, I guess my childhood was like that and 

may be that is where I acquired it. Where I learned a lot just by 

simply watching, that was a really good exercise for me because I 

really knew what I didn’t want to do. And I really knew what I 

didn’t want in my life. If I was in a position where I knew that I 

reached the pinnacle of challenges that I would see and there was 

no way there would be additional opportunities or challenges which 

happened at the law firm. I stayed there way to long, but every time 

I would go to him and I’d say I’ve got this other opportunity. He 

convinced me not to and he’d offer me more money. I can’t blame 

him for that. I was swayed by the money. I would move forward 

that ok I’ll stay, but there came a point when I knew I had learned 

everything I could learn there. And told him I want to preface this 

by saying please don’t try to convince me not to go. It’s time for 

me to go and I have to look out for myself.  (34-39) 

 

As an administrator, Mrs. Holguin explained how she does not  

 

come into a position with a need to change everything.  She felt that it was  

 

important that as a strong Latina not to start by intimidating the staff.  She  

 

needed to observe and then make good decisions, but of course as the  

 

administrator ultimately the decisions were hers to make.   

 

I was pretty easy for me to transition.  I transition from university x 

which is Hispanic serving to the university of w which is a white 

black dichotomy.   A lot of it is looking at my surroundings and 

how I approach people because I can’t come on gang busters.  Hey 

I’m a strong Latina and I’m coming in to tell you what I want done 

because you are going to scare them. But it’s more I want to 
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observe how you do things. But ultimately I am going to make the 

decisions on how I feel things should to be done.  It was easy. It 

was unusual. I had never experienced anything like it. I’m glad I 

got to because [City Omitted] is a very different place. (305-312) 

 

Personal Experiences Important in Reaching Latinos 

  

As an educator Dr Rosas (R1) learned that she had the skills to  

 

make a difference, but for the type of obstacles that existed she needed to  

 

be at the level to change policies.  As an educator, Dr. Rosas became  

 

extremely frustrated because of not being able to help all her students.   

 

Even though she understood the students and the obstacles, she had limits.   

 

She also found that many educators did not want to go beyond the  

 

minimum.  Many educators did not understand what was needed by Latino  

 

students. As a Latina she had skills that many educators did not.  She  

 

was able to reach the students and families at a different level. 

 

These were kids that were repeating 7 or 8
th

 grade for second or 

third time.   some of the kids were almost 16 years old just waiting 

to be able to get out.  And I saw that and it was a nightmare for me 

because I had not been prepared to teach this type of child who was 

not motivated.  So I had to learn my own techniques my own skills 

to work with these kids.  And I survived two years at that school.  

And I made a difference for a lot of the kid. I did things that no 

other teacher on campus had done.  Like visit the kids’ homes in 

the afternoon I would leave my campus and go visit their homes.  

Teachers would ask me aren’t you not afraid to go into those 

barrios.  I would say hell no I’ve been there. I mean that’s where 

grew up so that made a difference. It gave me my desire was even 

greater to make a difference.  Because of what was happening there 

after two years and I usually went home crying everyday because I 

was so frustrated because I did not know how to help some of the 

kids. (60-76) 

Dr. Rosas learned that by being herself and using all the resources  
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around her she was not only making a difference in the students lives but  

 

in the way educators viewed the school and it resources.  She found herself  

 

being put in leadership positions but did not receive the salary or title.  She  

 

then began to understand that she needed more education to make really  

 

changes, but also needed the additional education to be move into a  

 

decision making position.  

 

And I was teaching but I was the only single female and English 

teacher in high school so I was assigned a lot extracurricular 

activities to sponsor as I was sponsoring these activities that is 

where my leadership actually began to flourish .because you know 

I was doing things innovative things to get the kids involved and I 

was working with parent.  And so the principal for example of the 

high school saw this in me and so he consulted with me about a lot 

of things.  81-86) 

 

Dr. Rosas found herself making decisions at the assistant principal  

 

level but did not have an assistant principal position.  She felt like she was  

 

pulling double duty.  While Dr. Rosas loved and enjoyed her position and  

 

working with the students, she felt she needed something else. 

 

I was never an assistant principal I was never principal I was never 

any of those things. But I was doing things that a person in those 

positions would be doing because they saw I could get people to 

follow me and do things that were good for them. So I stayed there 

for seven years and then I went to another high school.  And that 

year I was teaching sophomore, junior and senior English, but 

again in that high school I had the lower level classes of English 

were assigned to me. I had kids in the 10
th

 and 11
th

 grades who had 

managed to make it that far but they still could not read and they 

were going no where.  Then my quest began to be how, do I help 

these kids graduate from high school and get them into college. I 

was there for one year and at the end of that year. I was so 
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frustrated because I had a particular incident with one student 

where I felt this student really needed counseling he needed help. I 

couldn’t image how he stayed in school that long and I felt like I 

didn’t know how to help him. So At the end of that year I quit my 

job and I started looking for a graduate program to become a school 

counselor so I could go back and help more kids like him.  And 

that’s where I went I went to graduate school to be a counselor.  

(86-99) 

 

Learned from Professional Leadership Experiences 

RQ3:  What have these Latinas learned from their professional leadership 

experiences? 

All the Latina participants (LPs) agreed that even though the 

number of Latinas on campus continues to increase, the Higher education 

environment for Latinas has not changed significantly.  The higher 

education environment continues to be controlled by White males.  

Stereotypes continue to thrive in the interaction between Latinas and their 

colleagues.  Latinas continue to be defined by pre-existing stereotypical 

views.   

Stereotypes Obstacle to Learning to Navigate Higher Education 

Dr. Gomez has determined that she has had to be able to  

 

understand exactly how personal she can be as an administrator in order to  

 

be accepted by constituencies and other administrators at the table.  She  

 

has learned how to navigate the politics of higher education to make any  

 

kind of difference at the same time honoring her values which are many  

 

times different from those at the table.  Latinas need to understand the  
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rules used to make decisions in higher education.  According to Dr.  

 

Gomez, for her it was important to find a way to be a part of the  

 

decision making process without compromising her values.  

 

I end up being the communicator, the bridge maker, the conflict 

negotiator and so I have to be accepted and part of the minority 

communities because they’re the people that I advocate for but I 

also have to stay at the table and that’s intensely personal too 

because the only way you really, at least the only way that I really 

understand that dynamic is to step back and look at it objectively 

from a far. I can see what happens at the table isn’t the way I would 

set it up, but that’s how…there are rules about what you have to do 

in order to be successful there, so I have to remain almost neutral.  

(72-79) 

 

As a Latina it is important to understand the hierarchy of power.   

 

Latinas many times do not have the power to make changes on their own.   

 

According to Dr. Gomez there is always someone else in power that she  

 

has to answer to. She has found that it is important to understand the rules  

 

of the game when trying to influence changes. There is also a need to  

 

understand what the important issues are and which ones can be influenced  

 

without compromising values and ideals.  Dr. Gomez explained how as the  

 

only Latina in a position to make a difference at the administrative level,  

 

she has to be aware of the consequences of her decisions or her input on  

 

various issues.   

 

There’s also somebody else who has control or who has influence 

or you know, for whom unless you fold them in that their needs are 

getting met.  They can impose consequences that you may not like.  

There’s always someone like that.  So in a leadership position you 
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have to know when you can push forward on an initiative and when 

you have to hold back.  You have to know what it means to stay at 

the table and you have to be okay with doing that. Sometimes at the 

table I speak up and sometimes I don’t and I have to be…at the end 

of the day I have to be okay with what I did.  I do everything I 

think I could have done without jeopardizing my place at the table. 

(92-100) 

 

According to Dr. Gomez, privileges are given and controlled by the  

 

dominant group. Dr. Gomez understands that as a Latina administrator she  

 

does enjoy certain privileges, but also is aware that realistically her  

 

privileges come with limited control or power over her position and office. 

 

White men have a tendency not to do that.  Once you establish 

credibility with them, you’re good.  And there’s a pecking order for 

sure.  I think the difference is in this feeling about privilege and 

there’s a lot of tension about the privilege when you get to this 

level because in a lot of ways, I am very privileged in this position. 

There’s no question about that, it allows me to more doors are 

open, people treat me differently, I make more money, I have a 

bigger office, I have all then stature, so it would be hard for 

somebody to understand how in this situation I wouldn’t feel 

privileged.  I am privileged and I don’t take it for granted for a 

minute. (391-399) 

 

The beginning of Dr. Dominguez’s educational career started very 

similar to many of the other LPs with a need to change the educational 

experiences of Latino students.  She wanted to keep students from 

experiencing discrimination.  She found through her research that there 

was a need to continue her education.  Dr. D like many of the other Latina 

participants was motivated by negative experiences and stereotypes to be 

part of the educational administration in order to influence changes in the 
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system.  She had to develop a strong self empowerment and a commitment 

of making a difference. 

I think you observe and you pick up things about people that kind 

of reaffirm your own values and so it’s not new. I mean it’s like I 

might have noticed it but if that wasn’t in me to begin with, I would 

not have noticed it. It just allowed me to pay attention to it in a 

different way, so that I can integrate it into in to what I do or be 

conscious of the fact that is an important way to be. (396-400) 

 

Dr. Dominguez did not initially consider herself a leader in her  

 

field, but she soon found that she was worthy of being recognized for her  

 

research.  Her area of study as a Latina was contributing to an area that had  

 

yet to be recognized by higher education research.  She began to receive  

 

recognition from other researchers in the area.   

 

And you know interacted very intimately with those people that 

were the biggies in the field from Austin and from University of 

Colorado and form California and so I had interacted with these 

people and then when I finished my doctorate, I had more 

opportunities.  So I learned from the experiences, that even though 

I didn’t see myself as being worthy of recognition or 

acknowledgment for what I brought into the area.  And I saw 

myself as a novice.  Other people thought that thee was value to 

what I was articulating and what I was doing.  (256-262) 

 

Dr. Dominguez recounted how in the beginning of her  

 

administrative career she wrestled with self doubt.  Her sense of  

 

responsibility and commitment to helping students succeed, gave her the  

 

personal strength to take on additional responsibilities. In addition the  

 

confidence and support of colleagues has helped her understand her  

 

skills to be a good administrator. 
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And again, you know that whole sense of stepping up even though 

you feel like you’re not worthy.  Stepping up and doing the job 

when opportunity presents itself.  Especially when people think that 

you are and that’s happened repeatedly in my life that I think I’m 

not prepared.  I’m not ready.  I’m not worthy.  You know 

somebody else should do this, not me. (266-269) 

 

Through all her previous positions Dr. Dominguez, has affirmed 

 

her ability to be a leader.  Her inner qualities and experiences have helped  

 

her in the development of  her leadership skills.  Dr. Dominguez found that  

 

she had to change her natural instinct as an introvert in order to be  

 

comfortable when interacting with other administrators.  She also needed  

 

to learn how to share her perspective and provide others the opportunity to  

 

share their perspective.   

 

And I think people find that very reassuring and very reaffirming of 

who they are. I think that those kinda those inner qualities along 

with experiences that I’ve had as a department chair, as a 

department head as a as an associate provost. I was also the deputy 

secretary for the higher education department when it was first 

created here. And so with each experience, I’ve learned a little bit 

more of how I can be better at leading people. You know it’s the 

inner but it's also what you learn along the way that's gonna give 

you the skills.  I mean it's I’m an introvert by nature very much so. 

And you know, one of the things I’ve had to learn along the way is 

that I can't be an introvert if I’m going to lead. I have to be out 

there and I have to interact with people in a way that I’m not 

comfortable with always or used to. It's just that part of the 

territory. That you have to be a people person, but I’m an introvert. 

I like to be around people but if I’m at a party you know I’m not 

gonna be the person whose the loudest and or any kind of social 

situation. I'm gonna be the person who’s listening. I'm gonna be the 

person who is watching.   I love being around people but so I’ve 

learned in my role that I have to you know be more interactive. I 

can’t revert to being an introvert. Because I don’t think that you 
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lead well in a higher education environment if you're an introvert. 

(280-292) 

 

Dr. Dominguez like many Latinas administrators has found that  

 

she is always in a vulnerable position because of the lack of commitment  

 

to diversity issues by educational institutions. Like many the Latinas  

 

participants she is in a position to be an advocate for all diversity issues on  

 

her campus.  She expressed how as a Latinas she does not want to feel like  

 

a token. She has a need to make a difference and takes her responsibility  

 

personally.  She relayed that in general institutions of higher education still  

 

have difficulty in defining their diversity roles and following through with  

 

their initiatives. 

 

My position is very vulnerable because not only am I person of 

color in a leadership role, I’m a person of color in a leadership role 

that is dealing with other people of color on this campus. I’m 

dealing with diversity, equity inclusion and while on the on the one 

hand this institution says they value diversity and it’s part of their 

core values, yada yada yada they don’t live it. (487-491) 

 

Latinas Goal to Define Own Path 

 

Dr. Calderon explained how she cannot be like so many other 

individuals that are able to hide who they are as individuals.  She relayed 

how personally she has to be ok with what she is doing as a professional 

and if it doesn’t feel right, she has to move on.  Dr. C explained that she is 

in the business of making a difference for the community.  As an 

administrator she felt it was important to continue to conduct research on 
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areas that are important to the Latino community.  It is important for 

Latinas to understand the roles they play in society and be comfortable in 

their roles and professionals. 

I’m in this business to help other people and to help my 

community. That is why I got a PhD.  That is why I felt that if I am 

in a position to conduct research on things that are important to me 

and are important to our ommunityand are important to 

understanding our role in this society, I think that is what I need to 

do and that is what I think I have done as an academic. (34-38) 

 

As a professor Dr. Calderon explained the importance of her  

 

tenured status on her decision to move into an administrative position.  She  

 

has found that being tenured gives her more choices and opportunities in  

 

higher education.  

 

My focus was on getting  tenure so I was like what do I need to do 

to get tenure and then afterwards I begin to realize the department 

politics and I thought I need to change this. I signed up for a 

leadership program that we have here called project impact. Project 

impact is to help you focus on combining your research, your 

teaching and your service so that you weren’t doing eighteen things 

you were only doing eight and you were more successful in 

packaging everything towards tenure. (126-131) 

 

As a Latina, Dr. Calderon felt that she was at the right place and at  

 

the right time to continue with her research.  Even though she has  

 

encountered obstacles, in this point in her life she has been able to find  

 

plenty of research opportunities. She explained that Latinas need to learn  

 

how to make good decisions when deciding where they want to continue  
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their research.  Latinas need to follow their passion, but also need to learn  

 

to ask the right questions. 

 

So I think that all of that came together the project impact, the fact 

that I am at the right place at the right time, doing the right research 

with the right people, and at the right institution.  I mean this has 

been very fortuitous for me. And I think that is way I have been 

very successful. I’m not fighting the current.  My research is border 

politic as so I have a built in NSF grant if you will. I don’t have to 

find money to do my research.  I can do my research right here so 

that has been a real plus, I’m at the center of my research. And so I 

have been able to kinda do research on Nuevo  Mexico, I have been 

able to do research on the border, I’ve been able to do research the 

deportation process, I’ve able to do research on Latinas in politics 

I’ve been able to do research on the border environment. It’s all 

been like you know the place for me. I could not be at a better 

place.  And the fact that this is a predominately Mexican American 

university that to me was always my goal was to work at a 

university that I was providing a service to my community. Could I 

been some where you know at an elite east coast university oh 

yeah, but is there where I want to be.  (132-144) 

  

While Dr Calderon may have been a leader in other positions, she  

 

admitted that she did not think about leadership until she became a  

 

department chair.  Because of the problems in the department, she has  

 

learned how to be creative in order to overcome many of the obstacles she  

 

encountered as chair.  Through her experiences as an administrator she  

 

now has a plan to continue up the hierarchy.  She felt she now has  

 

the ability and knowledge to continue on the administrator career  

 

 

path. She emphasized the importance of Latinas to continue as proponents  

 

for change regardless of their current positions. 
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I first thought about leadership when I became a Chair of the 

department and that was like the worst job ever.  A lot of people 

say I worked at fast food. I never worked in fast food but that was 

like the worst job ever because you had no carrots no sticks and 

you had to make magic happen and we had very difficult 

department politics.  There was a lot of animosity.  We had a bully.  

We had a great deal. The well had been poisoned in that 

department.  And it was very difficult to move the department 

forward.   I think I did such a great job doing very nontraditional 

things. And then the dean asked me to be his associate dean. I was 

associate dean for on year .and then provost asked me to come over 

here and be his associate provost.  It wasn’t that I had a master plan 

but now I do now I think I want to be provost and/or president 

somewhere I think to me.  If it happens it’s great. If it doesn’t it’s 

not like the end of the world for me. I mean if anything I would 

continue my activism. Being active is the thing for me, I would be 

a very active faculty member, or a very active provost, or a very 

active president so I think you just have to keep working for the 

greater good. (148-162) 

 

According to Dr. Calderon in order to make real changes, people  

 

need to learn how to change policy.  Policy is changed by developing  

 

strategies and working on changing legislation.  It is important to help  

 

students understand how to change problems at the root.  

 

Whining does not change things. Problems are solved with ideas 

and can make changes. I’m like ok quit marching. Quit doing that 

and write the policy that you want congress to pass that’s hard 

work. Organizing a rally is easy. I’m like sit down and write the 

legislation that you think will lead to immigration reform. What are 

the elements that this policy needs to have in order for us to move 

forward. That to me it is like fix the problem at the root not let’s go 

and you know piss people off and antagonize people and think you 

are helping the immigrant when you really aren’t. These marches 

aren’t going to help anybody. It like you write the legislation that 

you think is going to fix this problem.  And I have some elements 

that I would include in it like you know the unit of analysis for 

migration would be the family not the individual. I have my own 
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ideas about it, but to me it’s like no global whining. I don’t want 

whiners I want, you know problem solvers. (186-196) 

 

 

Dr. Calderon explained how an administrative position can be very  

 

stressful especially for Latinas.  According to Dr. C being in an  

 

administrative position is different than being in a faculty position.  While  

 

Latina faculty may also face discrimination and racism, as faculty, they  

 

have some autonomy and as an administrator an individual is always on  

 

call and sometimes the agenda can be totally changed by whom ever is in  

 

control. 

 

Those are the kinds of things that are very painful and the criticism 

is difficult to deal with.  I read a lot on how people deal with these 

things. I read a lot about leadership. I love what I do again I could 

not come in here and if I’m not happy the whole world knows. And 

so…yes it is a very stressful position and a very demanding 

position that is why people don’t do well in administration because 

when you are a faculty member you have a lot of freedom and you 

have a lot of autonomy and you can at 10 o’clock, you can do this 

or you have your agenda for the day and its there. (566-572) 

 

Dr. Calderon preferred to be both an administrator and an  

 

academic.  This way she has the option to return to the academic world if  

 

need be.  According to Dr. C many administrators are not academics and it  

 

is difficult once they are asked to leave their positions.  Dr. Calderon  

 

explained that research and publishing is very important to her.  As an  

 

administrator she wants to continue to research as much as possible.  She  

considers herself as an over achiever.  To be successful she has learned  

 

that she needs to work harder and make sure she is aware of her  
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environment and how to overcome obstacles.  Her passion is to change the  

 

culture of her institution through her research and by being an  

 

administrator who works in helping individuals understand that accepting  

 

different perspectives makes a difference. 

 

We have a lot of checks and balance.   We can make an informed 

discussion but ultimately there are other people that can pull the 

plug and that’s important to know.  My life style would change 

drastically.  And there is a saying about administrators being failed 

academic. If you are a good administrator, you are a failed 

academic and that is not going to be me because I still publish.  

And I think I am one of the few administrators that still does. Even 

if it kills me I’m going to get stuff out.  You can find ways of doing 

it. I coauthor and it’s because I am here.  Like you know the paper 

that we just put together on the deportation process was easy to do. 

I interviewed people that were deporting. I interviewed deportees.  

Could I have done that if I was someplace else, no. You focus on 

what is do-able what I can deliver. I try not to have deadlines 

because I can’t handle that stress.  If I have something ready to go I 

look for a venue.  In someone’s book, a chapter in an edited 

collection or I send it out for peer review in a journal or whatever. I 

just cannot I have to continue doing that. What if you were sent out 

tomorrow to your discipline?  Then you would be totally lost.  I 

don’t want to be the successful administrator who’s a failed 

academic. I want to do both. I am an over achiever.  People in 

administrative positions become administrators. The higher up you 

are the harder the fall. I’m trying everyday to do that (change the 

culture. (588-604) 

 

Leadership Programs and Staff Leadership Resources for Latinas  

  

Dr. Torres much like many of the Latina participants found 

importance in taking advantage of leadership programs to help in the 

development of their professional mission and a deeper understanding of 

there personal vision. These leadership programs allowed Latina to 
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network with other Latinos.  According to Dr. T, Latinas developing a 

large repertoire of experiences is important in understanding who they are 

as individuals and determining what leadership styles work best with their 

own values. 

And I was in the program for three an half years.  That (name 

omitted) foundation engaged people from all walks of life.  Not 

only educators.  People there were bankers, doctors, you name it.  

There were 46 of us in our groups and three and half years the 

foundation planned all sours of leadership developmental activities 

for us (21-24) 

 

Dr. Torres credited leadership training for assisting in focusing her  

 

leadership skills and understanding her commitment to community service. 

 

To them it’s having people, with a very board knowledge base and 

so other experiences that we had for three years all over the world.  

The activities were to look at how other populations and other 

countries and other people addressed social problems in creative 

and innovative ways.  So I think that is why my focus has been a 

lot on service.  I participated in that leadership program before 

coming to the dean’s office.  It was in the late 80s early 90s.  (We 

were) look(ing) at the rest of the world and how people are 

addressing social problems in creative ways, innovative way (and 

then) come back to your own setting and say you know what have I 

learned and there how do I rally the troops to be able to address 

social problems in our community or the challenges that we have in 

innovative ways. I think the (name omitted) Foundation 

experiences had a tremendous impact in my professional 

preparation and personal preparation as a leader.  In an 

administrative position considered leader and initially one becomes 

a leader before people see you as such.  (Name omitted) fellowship 

to go to the graduate school in California a private school. It was 

more of the short term experience no all over the world.  The (name 

omitted) fellow and (name omitted) Graduate School was also 

another great experience for me with a smaller group of individuals 

who participated in a leadership positional development 

experience.  (25-39) 
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All the Latina participants are seeking leadership experiences that  

 

highlight their unique leadership styles.  As leaders they want to empower  

 

others and allow their staff to have voice. 

 

The (name omitted) management and leadership education institute 

at (name omitted) University, it was also a two week experience at 

Harvard.  It was a leadership experience at (name omitted).  

However, I felt that there was very little at least that was 

communicated about cultural difference in your leadership styles 

and also in the people that you lead. I had to really stretch and put 

in the context of my experiences particularly with the (name 

omitted) Foundation.  The (name omitted) foundation experience 

was very sensitive to diversity cultural differences, etc.  (It) 

allowed you to travel to anywhere in the world where you want to 

go to have your own experience.  (It) allowed you to come up with 

a learning plan that would allow you to shape your experiences 

anyway you wanted to. (Name omitted) was more of a traditional, 

but yet there were a lot of skills and knowledge and things that you 

could apply to your own setting and adapt to your way of being and 

leading.  So those were the major things in my life that have been 

instrumental in developing my leadership my knowledge and skills 

in that area.  (40-51) 

    

Dr. Torres’ personal and professional experiences are an example  

 

of how her life has revolved around her commitment to service to Latino.   

 

Dr. Torres reflected on how the programs she helped developed have  

 

helped her understand the needs of the community.  These programs have  

 

also allowed her to grow as an administrator.  Working with women in her  

 

community help her to better understand the important role her own  

 

background and culture played in her development as a leader. 

 

I was a brand new assistant professor here in the college and there 

were several of us women who started the mother daughter 
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program and later on the father son program to start working with 

six grade girls and their moms and people in the community to 

address and increase the representation of Hispanic women in 

higher education. That was the entire goal so I have been at it for 

24 years.  I have been the only constant person that has continued 

to lead that effort. I have learned so much because we have moved 

that program from engaging only little girls and their moms the 

first year, one school and one district.  And it was my role and my 

responsibility to expand that program into every single district in 

this community that has about 200.  We bring about 500 mother/ 

daughters and fathers/sons together now.  Every year and we have 

been doing that for about at least the last 5 to 6 years little by little 

it has been growing. (54-64) 

 

Dr. Ramos (R2) spoke about how developing unity amongst the  

 

staff is a good example of an individual’s leadership ability. Dr. Ramos  

 

relayed that leadership is more inclusive than exclusive and it is important  

 

to lead by example 

 

I do believe there is sense of unity that brings the team together. I 

do believe in a team concept of leadership. I do believe the leader 

should be able or capable of picking up the reins and doing what 

ever job needs to be done. And so I think that that inclusiveness is 

key to being the leader of the ship that you are guiding or directing. 

(15-17) 

 

As a Latina administrator Dr. Ramos felt that the position she holds  

 

is very unique because she has a number of departments that answer to her.   

 

She spoke about the number of responsibilities and duties required by her  

 

position that many times keep her in the office very late so she has had to  

 

learn how to balance her personal and professional life in order to be  

 

effective. 
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And I am proud to say that right now I don’t think there is a role in 

the 10 or 11 offices that I supervise that I can’t do.  But that puts 

me in a very different or unique position because I have been here 

on the phone at 8 o’clock or 9 o’clock at night with the rest of the 

staff.  17-20) 

 

Latinas Dedicated to Exceeding Expectations Through Unique  

 

Experiences 

 

Dr Ramos described the difficulty in balancing her personal and  

 

professional responsibilities.  While her professional responsibilities may  

 

take a tremendous toll on her personal life, she understands how important  

 

it is for her to be in her positions.  She also understands what she has to do  

 

to be prepared to perform her job well.  As a Latina she has learned that  

 

she has to go above and beyond in order to be considered competent to do  

 

her job well, but she also wants to be a good parent. 

 

My responsibilities are huge. Because not only am I the Vice 

President here I have 120 people that I supervise.  I’m very much 

involved in the decisions that are made for the university and then I 

leave here at 6, 7, or 8 o’clock at night, or whenever in time to stop 

at the groceries and pick up groceries, or go to cleaners and still get 

the car washed. How do you balance all of that and still be at the 

table and know that no matter how late I go to bed in the morning 

I’ve got to be a the table and know that I’m coherent and speak 

intelligently enough. It is not easy. (194-200) 

 

Mrs. Holguin explained that making a difference by assisting her  

 

staff to improve their skills and advance professionally adds to your own  

 

leadership.  According to Mrs. H, true leadership means you don’t worry  

 

about losing your leadership when you help others succeed in meeting  
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their personal goals.  Mrs. Holguin expressed how as an administrator she  

 

finds it important to empower the staff to the point where she can rely on  

 

them as experts.  She doesn’t consider herself as a leader that is afraid her  

 

leadership ability will be diminished by a capable staff.   

 

I think that it is so important for me that I empower my staff to be 

able to learn everything there is to learn. And some leaders may 

find that a little bit…they are a little fearful of that because all of a 

sudden there is a fear that it takes some of their power away and 

gives it to others if they give them all the knowledge that they may 

have on a day to day basis. (51-61) 

 

Mrs. Holguin’s initial passion for helping others and playing a role  

 

in educating others impacted her career in higher education.  Her  

 

experience in various positions in higher education have aided her in  

 

moving up the career ladder.  She also credited her mentor and role model  

 

for supporting her and seeing her potential. 

 

Because I am about helping them, I think it is about continuing to 

educate others.  And where am I but in an institution of higher 

education and I love being here and it because of that reason.  Oh 

sure I feel that I can easily transition.  You know I came from 

(name omitted) which is a Hispanic serving institution.  I was a 

diversity director there and EEO officer. I think that is where I 

really started building on my leadership skills.  President (name 

omitted) really he saw something in me and he relied on me I had 

to conduct investigations.  A lot of it is meeting with people in high 

levels.  (298-305) 

 

She expressed how good preparation is the key to being successful  

 

in meeting discussions.  According to Mrs. Holguin, as a Latina, she has to  

 

understand the philosophy of who she works for. Latinas need to  
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understand what they know and what they don’t and be willing to handle  

 

the consequences.  For Mrs. Holguin, confidence plays a large part and  

 

confidence comes from using all her experiences. 

 

And a lot of it is going in and being prepared for any meeting that 

you are going into just knowing the philosophy of who you work 

for.  Being ready to make a decision, you know if you need time to 

make it, indicating that you need more information or if you can 

make the decision right then and there having the confidence to 

make it.  A lot of it is being a risk taker sometimes the decisions 

that I make can be risky. If it doesn’t go right, of course it, you 

know it will come back and well you know you made the decision 

on this.  All that confidence has to build up in the different 

organizations I’ve been in. (100-108) 

 

           Dr. Rosas (R1) recounted her path to her current administrative  

 

position.  She expressed how as a Latina she brings unique experiences  

 

that had not been available in her university.   

 

As I worked with my students the faculty eventually selected me to 

be department chair I was department chair on and off for 12 years. 

Then one day the provost called me and asked me if I would like to 

join him and be the associate vice provost for undergraduate studies 

and again as I said I never gone seeking those kinds of positions 

they just came to me. They just saw my leadership abilities and 

they asked me to join them and that’s what I did that 10 years.  And 

in the mean time I’ve been this position now for 10 and in the mean 

time twice I served as the interim provost because we lost the 

provost and in the mean time I served as the interim provost.  Well 

I think some of the most significant experiences occurred to me 

while I was teaching as a faculty member in the college of 

education.  What I could bring to the table and at the time there 

were very few Mexican Americans or Hispanic faculty on campus 

and so when I was elected as department chair by the faculty this 

gave me and opportunity to sit at the table on committees with 

people across campus. I was the first Mexican American 

department chair on this campus except for the chair of the Spanish 

department. (121-134) 
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According to Dr Rosas even after been hired for her expertise in the 

 

development of diversity initiatives, she continues to encounter resistance  

 

for ideas by administrators who maintain the status quo.  Many higher  

 

education administrations continue to side with the status quo without  

 

giving an opportunities to those who challenge traditional practices.   

 

Institutions continue to hire administrators who fit the dominant culture  

 

and thus the not allowing for the growth of different perspectives.  Dr.  

 

Rosas explained how this perspective prevalent even in institutions with 90  

 

percent minority.   

 

Every time I sat for example at a meeting with the dean I was the 

only Mexican American at the table because all the other chairs 

were not Mexican American. I began to share and propose ideas 

from the prospective of a Mexican American.  Which was 

something that had never ever happen here and it was very ironic 

because even at that time 90 percent of our student population was 

Hispanic or of Mexican American descent. But there was no one at 

the table who could share that perspective and help the others 

understand what that was all about and what the issues were you 

had to deal with as a Mexican American as Hispanic and a first 

generation, and lower economic status etc. and all those issues. 

(134-142)   

 

Dr. Ramos explained how leaders should lead by example without  

 

being afraid to lose their leadership.  They should understand what is  

 

needed to perform every job in their office.  They should not be afraid to  

 

learn from their staff.  According to Ramos, people follow leaders that are  

 

true to who they are and value others as equals. 
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You can put people in leadership roles but that doesn’t mean that 

those who are to report to that particular leader are going to follow.  

I do believe people want to be led by people of good character and 

someone who is compassionate.  And someone who they believe is 

intelligent enough…and understands the role of what everyone else 

has to do.  I do believe you must lead by example.  I do believe the 

leader should be able or capable of picking up the reins and doing 

what ever job needs to be done. Here I mean if somebody is out in 

financial aid, or the admissions office or in judicial affairs or at the 

rec. center can I step into that role and pick up where that person 

left off and make sure the job gets done for that day.  (11-17) 

 

Professional Mentors and Role Models 

 

RQ4: Who in these Latinas’ professional lives has influenced their 

leadership skills? 

In their search for mentors the Latina participants (LPs) agreed that 

as undergraduate and graduate students, there were very few Latinas who 

had the time to mentor others.  The Latinas available at the time were also 

struggling to navigate the political environment of higher education.  Then 

there were some Latinas who had fallen into the trap of attempting to blend 

into the dominant group by ignoring their cultural identity.  Many Latinas 

even submitted into the stereotypes the dominant culture had imposed on 

them in order to feel like they were a success.  All the LPs also agreed that 

there continues to be shortage of Latinas in decision making administrative 

positions in higher education.  The majority of the Latina participants 

provided examples of male role models/mentors.  There were several LPs 
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that explained that there were numerous individuals that they admired, but 

would not consider role models or mentors.   

On reflecting on individuals who she considered mentors or role  

 

models,  Dr. Gomez struggled to think of someone.  She explained that  

 

when she began attending higher education, she did not know of any  

 

Latinas.  She went on to describe the characteristics of the individuals that  

 

she admired. 

 

I’ll tell you that the Latinos that I really admire are who have made 

a difference.  Are those who still find a way to still send the 

message…There are two and they’re both women and they are in 

leadership positions, but they stay true to their message and they’re 

true to themselves.  I wouldn’t say that they, you know, that I 

contact them on a regular basis or anything like that.  But they’re 

those are the people that I admire.  The people who have helped me 

in my career generally tend to be white men and I think that’s 

because there just more white men.  But white women don’t tend to 

be as helpful.  So, let me think white men are far more helpful than 

Hispanic men and there are just not very many black men at all. 

(280-288) 

 

Dr. Dominguez explained that mentors for her were individuals  

 

who were able to make the tough decisions in a positive manner. These  

 

individuals were able to deal with people as individuals and attempted to  

 

preserve the individual’s dignity so they could move on to new positions if  

 

need be.  She expressed the importance of having mentors with the same  

 

values. 

Anyway, you have to as a leader make some very tough decisions. 

Not always pleasant especially when it involves personnel. And 

one of the things that I noticed about him that and I’ve never seen 

anybody handle it quite this way, when he had a personnel issue to 
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deal with someone it including letting someone go, firing them 

which is probably the most drastic action you can take, when you 

tell somebody you know what you’re not you’re not gonna, you’re 

not doing what you need to do and I’m gonna have to let you go. 

Or they’ve done something wrong and you have to reprimand them 

and then let them go. 

I saw this person handle these situations in such a way that it 

ensured that the person’s dignity remained intact. So he did 

not…he was never punitive, he was never harsh, he was never you 

know negative. He delivered his message but he delivered in such a 

way that the person could leave with their dignity intact. Even 

when some of the acts that they might have been at you know 

involved with might have been a very grievous act. You know he 

still umm handled them as people with you know feelings. 

So I learned I mean at that when I first saw that because I’ve never 

seen anybody handle things with such tact, I thought that is so 

important that no matter how tough the situation is, that you handle 

it in such a way that people feel still feel, and maybe they don’t 

deserve it maybe other people will say well they don’t deserve it 

cause they did XYZ and you know you should really just lower the 

boom on them and deal with them very aggressively and 

assertively. You know that no matter what you try to preserve a 

person’s dignity.  So that’s definitely one thing. I don’t know if I 

can think of any others.  

Yeah I had a department head that was a Japanese woman. I never 

saw her say anything negative about anybody. She might have 

thought negative (laughing) some of her faculty. But I never saw 

her ever say anything negative about any person. And I don’t think 

I’m as effective as she is in that but I  always remember that 

impressed me so much that you know I know she had hard days, 

she had you know difficult faculty, and she never ever said 

anything negative about anyone. And umm that was very 

impressive. (373-395) 

 

Dr. Calderon spoke about the types of individuals that she admired  

 

and would consider role models.  She mentioned one individual who  

 

helped develop her passion for her area of study.  She stressed the fact that  

 

the individual was not a Latino or a Latina not even a woman.   
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His not like, he is not a Latino, not a Latina he is not a women. I 

think I have a lot of people that I admire and that I try to find things 

that I like this about them or that I need to be more like. I would 

like to be good in this way and that way. I need to be more like this 

person there are a lot of people and they all fall in different circles. 

(167-169) 

Like for example there are some academics that I truly admire their 

commitment to being solid academics.  That strived to publish in 

peer review journals that really try to win awards for their books. I 

have those people that I admire. Then I admire the people that are 

good teachers that have been able to inspire young people to work 

on their degree to go after their PhD…that are good mentors for 

students. I admire those folks. (170-174) 

Then I admire the activist. You know I work a lot with women’s 

groups, I work a lot with environmental groups and so to me it’s 

like I really admire people that take a stand, move a cause and 

move forward. I also admire some leaders in the political arena and 

the professional arena, but I like people that get things done. As I 

went on into my degree and one of my professors who later became 

my advisor who later become my mentor and who later became the 

chair of my dissertation.  And to this day I still consult with him 

and he said you know what we are going to make a political 

scientist out of you and I said that is very cool. (108-111) 

 

On reflecting on her role models and mentors, Dr. Torres explained  

 

how as a young faculty member she did not have any Latinas as role  

 

models or mentors.  She pointed to the fact that all her role models/mentors  

 

were male.  She expressed gratitude for a particular mentor a White  

 

male who assisted her in fulfilling her tenure. 

 

It was a white male.  Interestingly enough, I considered him role 

model.  I definitely do, even though I did not work with him for 

very long because he left soon after.  But definitely you know when 

I was an assistant professor brand new my second year.  I 

remember he called me in and said how are you doing with your 

tenure and promotion. You know I’m not quite there.  He said well 

I have an article here that you might want to take a look at it.  He 

was a math education professor.  You might want to take a look at 
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it.  I published it.  But he said, I know your background is working 

with English language learners.  Take a look at it and infuse all the 

kinds of things that you feel…how you would change this article.  

And so I did and then he sent it off and it was published.  And then 

he said and so I have another one. No other faculty member 

Hispanic or Latinas or anyone did that for me at this institute which 

was kind of surprising for me.  You know we had several Latinas.  

Not too many but we had a few Latinas here that were tenured.  

One I remember being an associate professor and another, a full 

professor.  They never said lets get together and see how we can 

publish something together or let me show you the ropes.  The 

other person that was a role model was a Hispanic male.  And he 

was the director of the doctoral program.  And he also was a great 

role model.  I don’t think we tried publishing something together at 

one time, but we never did.  But he always kept me encouraged and 

to excel in whatever we did. So I think [he] was another.  But 

unfortunately, I cannot point to any Latina women that served as 

my role model.  As a result of that what I try to do is to serve as a 

role model to Latina women in my life.  Because I’m not quite sure 

I mean I think the two Latinas that were here I felt…felt a little 

intimidated by my coming as young professor.  (176-204) 

I did have a provost that was very supportive.  The former dean that 

was here happened to be a Hispanic male. I was his associate dean. 

I was his assistant and associate dean and he was asked to step 

down and for him to see me as a dean. Yo quiero que no le callo. I 

consulted with Dr. (name omitted). I used to consult with him a lot.  

What do I do in this situation? One of the other deans is a white 

female and she has never wanted to collaborate with our college.  

(377-381) 

 

Mrs. Holguin did not follow the same career path as the majority of 

the other Latina participants.  She described how the majority of the 

individuals that she considers role models/mentors have been males in the 

business world.  These individuals while they did not encourage her to 

increase her education did provide her with skills that she uses today.  She 

provided an example of a mentor that assisted her in moving into the 
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higher education environment.  She explained how her mentor gave her the 

confidence to be a good administrator.   

While Mrs. H has not encountered many Latino males in higher  

 

education executive administrative positions, there were numerous Latino  

 

males in K-12 positions.  During her employment in K-12, she did not  

 

recall any males offering her advice on how to advance in her professional  

 

career.  She received more encouragement by Latinas who were willing to  

 

share advice. 

  

I don’t see a lot of Latino males in usually higher executive level 

positions.  The one’s that I did see were when I was in K through 

12. I worked at the superintendent’s office in San Antonio for k 

through 12th office.  There were more Latino male leaders.  But 

again there was that perspective of them being at the top.  There 

was never that talking about hey what do you want to do for 

yourself?  Where do you see yourself in five years?  I never got 

asked that question asked by males I did get that question asked by 

Latino women but not Latino males. There are two reasons not 

enough of them being there and also a certain amount of 

competitiveness.  (178-186) 

So there was a lot of unselfishness in my part with whatever job I 

got but I also knew the learning experience ones.  There were a lot 

of teaching moments so I acquired a lot of skills in that way and so 

as I went through my career. It was that way with every individual 

you know with that boss that did not afford me a lot of 

opportunities. He was a perfectionist and everything had to be 

meticulous and it had to be just right.  And I learned to do that. I set 

the bar high for myself in how I did things.  And so I emulated him 

in that.  And with other supervisors it may have been that how they 

were very giving and humble with their staff members and how 

much they taught them and how much they were willing to bring 

them in and mentor them.  I picked up on those things. I would say 

that a lot of it was emulating the people I respected and thought 

were good leaders and managers. (45-51) 



Texas Tech University, Rosa Gallegos, August 2012  

 

327 

 

 

Then again I think its each person I’ve work for.  And it was that 

one senior lawyer who I worked for who at first he was a jerk but 

by the time I left he said something to me that no parting gift or 

anything could have matched. He said I made him a better person.  

I did educate him. Just because I am a petite Mexican American 

woman it did not make me any less.  And he knew it because most 

of the jobs that he did the work that he did well because I helped 

him with it.  He was a role model for me in showing me that he can 

continue to raise the bar in the types of things that you do in your 

work product all the interactions that you do in a professional level.   

(Name omitted) has been a role model for me in that it is always 

about giving others opportunities to succeed. And he is very giving 

and you know he is the one that of course recruited me but has 

suggested that I go to these leadership development conferences 

and is always open to me doing anything that I need to do to 

solidify my skills or to grow in my career. 

I mean he just never says no to me. He gives me a lot of credit for 

the things that I do here.  I don’t ask for those things but he does it. 

This is a white male who one wouldn’t think. His eyes are wide 

open with respect to people and people who have a lot of potential. 

I think role models like that are so important because he’s taught 

me to be that much more giving to others and not to be afraid  of 

that someday someone might take this job because you know what 

there is always something for me to fall back on there is always a 

new role for me. And so I think throughout my career there have 

been role models for me in that way.  (131-151) 

We see certain things with respect to cultural differences even here 

in south Texas. You can really see it in the Midwest. One could 

have been intimidated by such a situation.  But I decided he had 

confidence in me and with his support I’m going to do it.  It was a 

good experience for me because I got to see another part of the 

nation. I would never had otherwise. (312-316) 

 

Like many of the Latina participants, Dr Rosas did not consider  

 

going on to graduate school until after being in a situation where she felt  

 

she needed more education to make a real difference.  She relayed that she  

 

did not have experiences with professional role models until she entered  

 

graduate school. 
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While I was in that graduate program one of my professors in the 

program In fact it was a couple of professors but one professor in 

particular. Immediately began to talk to me about going on to 

doctoral school up until that moment I didn’t even have masters. 

Up until that moment I had never ever considered even a masters or 

a doctorate because I had no role models in my family. I had no 

one. (99-103) 

Finding someone to confirm their reasons to go on to graduate 

degrees was a major catalyst in the majority of the LPs decision to 

continue on to higher education.  Self empowerment sparked the 

fire to education.  They also had to see that while they were making 

a difference they needed more education to be part of the decision 

making process.  They also had to see themselves in faculty 

positions.  As Latinas they were very comfortable in taking on 

responsibilities, but they all found challenges in completing a 

graduate degree.  They had to find a place for them to make a 

difference and be able to change the system. 

So during my graduate program I was provided opportunities by 

my professors who became my mentors to engage in making 

presentations, research all kinds of things. And that how I ended up 

going on to the doctoral program. And then I was one of three 

Hispanic/Mexican Americans in the doctoral program at the 

university [name omitted] when I went through the program.  

When I was about to finish my mentors who happen to be here at 

the university [faculty] called me and said we have a position open 

we would like for you to come and be one of our faculty here on 

this campus . (108-115) 

But the men were the ones calling the shots that is what has kept 

me that is why I’m not president in this institution because that has 

been a barrier because it took a white male to encourage me to go 

on to doctorate school and to these positions because a Mexican 

American male would not do it and I think that has been a handicap 

for us and as I said I’m probably one of the highest ranking 

Mexican American females in academics in the state of Texas.  

(222-227) 

 

Dr. Ramos explained that she had numerous individuals in her life 

that she considered role models/mentors.  She recalled that the first two 

individuals who provided encouragement and direction were to male 



Texas Tech University, Rosa Gallegos, August 2012  

 

329 

 

 

professors.  She described how these two individuals helped her to 

overcome an act of discrimination by another educator.  They later helped 

her decide on her major.  She also explained how her current supervisor 

inspired her to accept her current administrative position and has been a 

excellent role model. 

Dr. X and Dr. Z were the first two people at the collegiate level.  

That said, what do you mean you are not college material? Of 

course you are going to be successful because you work hard and 

because you are smart.  And so of course I ended up being a history 

and political science major and went on from there. There were so 

many people in my life.   My current president is the greatest to me 

a renaissance man if I’ve ever met one. I think with him, there is 

nothing we can’t do. There is no task too big. There is no challenge 

to difficult.  We will find a way.   His ability to motivate and move 

us and propels us to so many different things.   It has been such an 

incredible experience.   His ability to instill in us that constant 

learning is the key to success.   No matter how old we are, no 

matter how many degrees we have that we never learn everything 

there is to learn. Is so constant in our life here that it just coming to 

work every day is such an amazing thing.  There is no day the 

same. (127- 139) 

 

Dr. Ramos also had examples of educators who taught her how to  

 

love to learn through teamwork.  She explained how it was the first time  

 

that she understood how as a woman, she could be just as successful as  

 

anyone else.  She realized that as a woman she had the skills and ability to  

 

perform a job well. 

 

And then my dance teacher who I all my life I have been associated 

with. She taught us to love to learn.   She very clearly stated to us 

always if I can teach you to love to dance you are going to learn 

how to do it because you are going to work harder.  That was going 

to transcend in everything that I did.  Because she said if you learn 
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to love to read you are going to read more and you are going to 

love it. And learning will happen eventually. We spent just so 

much time in the studio that we became another unit another family 

another group of support for each other and it was all women.  The 

first place where being successful as a woman was so important 

because the competition was so stiff.  And we helped each other 

and we worked together. And she brought that sense of you are 

performing as a unit.  And so while we were at rehearsal always 

looking at the mirror and if one person was out of step that made 

the whole unit look bad. (104-114) 

 

Dr. Ramos recounted how her dance teacher was one of her first 

 

professional mentors.  Through her teaching methods her dance teacher,   

 

helped Dr. Ramos to understand team working skills that she continues to  

 

use as an administrator.  . 

 

And so that theory of cohesiveness and unity and that one 

performance is always so important because if one person is not 

doing their job it didn’t matter how good everyone else is because 

everyone will focus on that one misstep.  And that transcends into 

everything else that I do you know. (114-118) 

 

Summary Professional  

 

All of the Latina participants were very proud of their higher 

education success and were content in their current administrative 

positions. The women agreed that their administrative roles afforded them 

the unique opportunity to dedicate their efforts toward their passion of 

being change agents for social justice.  The opportunity to improve the 

lives and assist young Latinos in their educational paths especially Latinas 

brought the participants great personal satisfaction and fulfillment. These 

women were mission driven and consistently placed the needs of their 
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students before all else.  As women, they believed that their experiences 

brought the Latina perspective  to the table opening up the dominant 

group’s agenda to a diverse perspective.  The Latinas felt that the 

opportunities to promote positive change and serve as role models to other 

females and students of color enhanced their self satisfaction and personal 

growth. Their high self-expectations pushed them to go above and beyond 

to accomplish their personal and professional goals.  

  Upon reflecting on their decisions to move into an administrative 

position, all of the Latina participants (LPs) agreed that for them accepting 

a leadership position was not about gaining power, but providing a service 

to their constituencies.  They have some common aspects in their personal 

backgrounds and diverse work experience which has enabled them to 

attain leadership positions where knowledge of many areas is important.  

They strived to make their work environments inclusive, productive  

and reflective of their personalities. In addition it was important for each 

LP to balance her personal and professional responsibilities.  LPs were 

frustrated and challenged by the continuing preconceived expectations 

brought on by stereotypes and an undertone of politics that encouraged 

competition.  A key element in understanding the identity of these women 

was the acknowledgement that differences existed in the privileges 

rendered by the dominant group and the constant reminder by the 
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dominant group that they are different. They also understood that in being 

different, as administrators and leaders, they had to create their own 

opportunities.  Due to limit number of Latinas in administrative  

positions these women will continue to be seen as representatives of the 

entire Latino population and have the responsibility of balancing the 

expectations of a very diverse population. 

Mentoring was reported by the majority of the Latinas as a 

significant factor in the process of helping them understand their potential 

for success.  Many of the Latinas did not mention having access to mentors 

in their administrative roles.  While all of the LPs agreed that interacting 

with other Latinas as colleagues was a good opportunity to promote 

networking, solidarity, and community, they did not encounter Latinas at 

their level to create many of these opportunities.  Mentoring was believed 

to be important, although the scarcity of Latinas in the system limited the 

availability of mentors. While most Latinas experienced positive 

mentoring from males during their undergraduate and graduate course 

work, some feel Latinas would be better mentors for other Latinas.  The 

Latinas felt that there is a definite difference between the mentoring styles 

of males and females.  While Latinos have dealt with stereotyping and 

racism, women face multiple levels of stereotyping and racism in their 

personal and professional lives.  In addition women have more to consider 
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when determining their educational and career paths such as family, while 

the research indicates men have more flexibility.  Men have been out in the 

workforce longer compared to women and many males are able to avoid or 

ignore professional issues and obstacles more easily than women.  All 

these additional experiences are important when being a role model or 

mentor to young Latinas.    
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CHAPTER V 

CRT/LATCRIT AND LATINA FEMINIST THEORY 

This study examined the personal and professional experiences of 

Latina administrators of Mexican descent in four year public universities in 

Texas and New Mexico.  The examination was meant to be a sample of a 

limited number of Mexican American females occupying administrative 

positions as presidents, vice presidents, chancellors, provost, associate 

provosts, and deans.   

Latinas are quickly becoming a large and influential segment of the 

U.S. population.  Currently, 14.4 million Latinas call the United States 

home, and these numbers are expected to increase since Latinos are the 

fastest growing minority in the country (Center for American Progress 

Action Fund, 2008)  As the Latino population continues to increase, states 

with large Latino populations will feel the greatest impact.  This is 

especially true of Texas and New Mexico where a large segment of the 

Latino population is of Mexican descent.  According to Turner 2005, there 

is a heightened awareness of the continued and urgent need to address the 

lack of educational progress for Latinas and Latinos in American higher 

education.   Hispanic women as part of this group have proven themselves 

to be a promising force to counter this underachievement (Opportunity, 

2001).   
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 Chapter V presents the second purpose of the study the analysis of 

the findings from the interviews through the lens of the five tenets of the 

Critical Race Theory (CRT) and the Latino Critical Race Theory (LatCrit). 

The analysis of the personal and professional experiences of these Latina 

administrators of Mexican descent focused on finding evidence of the 

reflective or non-reflective elements of the five tenets of CRT and LatCrit.  

The use of CRT and LatCrit as the methodological and theoretical lenses in 

the study allowed for the personal and professional experiences of these 

Latinas to be examined from the perspective of race, class, and gender.  

The third purpose of the study was to find the Latina Feminist Leadership 

connection between the Latina administrators’ experiences.   

Through use of the Latina Feminist Leadership theory the 

researcher examined the interviews for examples where the Latina 

participants (LPs) applied aspects of Latina Feminist Leadership as 

administrators.  According to feminist researchers such as Strachan (1999), 

women whose leadership has a feminist agenda are categorized as activist.  

They display a strong passion for issues of gender equity and focus on 

correcting the imbalance of women in educational administration.  This 

‘activist’ theme of resistance and struggle against inequalities can also be 

found in the literature addressing the leadership of minority women.  Their 

experience as ‘others’ necessitates a struggle against racism as well as 
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sexism in educational administration. Other factors that are connected to 

feminist theory are the “ethic of care which addresses the needs that arise 

from being oppressed and repressed, as well as respect, through nurturing 

and compassion. 

In addition the researcher looked for the importance placed by the 

Latina participants (LPs) on supporting women in higher education. 

According to Chin (2004) women focus on leadership skills that level the 

playing field between leader and follower and tend to work toward 

building egalitarian environments.  The researcher was also interested in 

reviewing the history of social and educational oppression as well as 

discrimination experienced by the participants (Omi & Winant, 1986). The 

five tenets of CRT and LatCrit provided a lens from which to address the 

personal and professional challenges of the LPs which have impacted their 

success.  CRT and LatCrit helped the researcher to recognize patterns, 

practices and policies of racial inequality that continue to exist in 

educational institutions.  In highlighting the deficit thinking of the US 

society, schools, and early educators (VanDeventer, 2007), the researcher 

hoped to provide examples of how these Latin participants (LPs) overcame 

discrimination and racism with their leadership abilities and experiential 

knowledge.  Information from the interviews was used to present further 

evidence validating the participants’ personal and professional experiences 
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that have impacted their administrative positions.  The use of the three 

theoretical frameworks allowed the exploration of these Latinas as an 

ethnically diverse group.   

Latina Feminist Theory developed through combination of  

 

leadership and cultural theories.  The Theory of Latina Feminist 

Leadership goes directly against the historical societal view of leaders and 

leadership. According to researchers historical theories of leadership in 

higher education have been proposed and critiqued by White men, and 

strategies and tactics proposed that maintain the status quo (Bensimon & 

Neumann, 1993, Shakeshaft, 1987).  The women-centered leadership 

approaches homogenized the community of women ignoring women of  

color and thus Latinas (Blackmore, 1999).  In understanding the 

importance of the role, personal and professional experiences play in the 

lives of Latina administrators of Mexican descent, the researcher will also 

need to understand the role Latina Feminist Theory plays in creating the 

leadership identity of the Latina participants in the study.   

Higher education is seen by many as the great equalizer and the 

means by which Latino students make the leap from poverty level to a 

future with opportunities in mainstream America, but does a higher 

education degree promise change in the dominant culture’s stereotypical 

views of Latinos and Latinas.  While higher education promotes the 
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concept of color blindness, research indicates that the academy tends to 

mirror society at large, where a monolithic system of majority values and 

beliefs tend to devalue racial, cultural, and linguistic differences.  Where  

as the dominant cultural group has the power, resources, and authority to 

define itself in positive, normative ways and to define the out-group in 

negative, dysfunctional ways---thus rationalizing the continuation of 

vesting power in itself and away from other groups (Ramirez, 1988).    

Dr. Gomez described how the reaction of her White neighbors  

 

to an increase in Latino families in her mostly White neighborhood is why 

her responsibilities as an educator will continue to come from a personal 

perspective.  She described how the change in her neighborhood’s 

demographics can only be explained as a good example of “White flight.”  

Unlike her White neighbors who are racially opting to leave the 

neighborhood, as a Latina Dr. Gomez is a member of her neighborhood’s 

changing demographic group.  She has to continue to work toward 

acceptance and push for options for herself.  According to Dr. Gomez, the 

changes in society are occurring very slowly.  The White flight that 

happened in many neighborhoods in the 80s is still being used as a 

stereotyping mechanism by members of the dominant group in many 

neighborhoods today.  While many Latinos are moving into the middle 
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class, they are finding it difficult to be accepted as equals in areas 

controlled by the dominant group. 

The street I live on here has five homes and it’s a very mixed 

neighborhood culturally and economically, but in these five homes, 

in the last three years, two Latino families moved in, in the five 

homes. Previous to that, my guess is that there were no Latino 

families. The second Latino family moved in about six months ago 

and almost immediately, like two months later, one of the other 

houses went on the market and so the reason why its personal is 

because things like that still happen and that’s nothing, but 

personal. So, I don’t get the luxury of separating myself, separating 

my personal identity from the work I do, from the place I live, from 

my own peers and the way they interact with me. I don’t get that 

luxury. (144-154) 

 

According to Dr. Gomez, the reaction of her White neighbors to the  

 

increase of Latinos in her neighborhood is not unusual occurrence even in  

 

today’s color blind society.   

 

CRT and LatCrit Tenets 

This section of Chapter V synthesizes aspects of the interviews according 

to the five Tenets of CRT and LatCrit.  

Tenet 1 

In their narratives, the Latina participants’ (LPs) provided 

examples of how higher education and society as a whole continue to 

subscribe to the discriminatory and racist elements described in the five 

Tenets of CRT and LatCrit.  Several of the LPs recounted examples of 

being discriminated during their early educational experiences due to 

Spanish being their primary language and their lack of knowledge about 
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the educational system.  The Latinas spoke about how educators made 

them feel less than their peers.  While some of the LPs recognized that 

they were not being treated as equals compared to their peers several 

others did not understand the treatment and felt it was their fault.  The 

treatment initially left the LPs filled with shame and feelings of 

inadequacy.  The Latina participants used the negative experiences as 

inspiration and challenged themselves to rise above their educators’ 

expectations. These Latinas also recounted numerous discriminatory and 

racist experiences as administrators. 

 In seeking employment as an educator, Dr. Ramos relayed how 

dejected she felt when she was told that even though she was qualified she 

was not going to be offered the job due to being single and not having 

family responsibilities like the male interviewees. Mrs. Holguin described 

how as a female employee in male owned businesses many times she was 

not the afford opportunities even though she was told many times how 

capable and essential she was to the success of their businesses.  Dr. Torres 

and Dr. Ramos spoke of being devalued in professional meetings in 

comparison to their male counterparts.  They described how male 

colleagues ignored their presence and directed comments and responses to 

others males in the meeting. Dr. Calderon explained how the dominant 

group in higher education continues to uses subtle ways of devaluing 
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females compared to their male colleagues.  She also provided an example 

of the lack of support afforded to females with children in graduate 

programs.   

In addition, Dr. G recounted instances when her lack of what her 

colleagues considered appropriate use of professional language in  

meetings was criticized.  She relayed how a White colleague approached 

her and instructed her on appropriate responses to her colleagues’ 

comments.   She described how due to the traditional White male code of 

conduct adhered to by professionals in educational environments condone 

insensitivity to different lifestyles or religions preferences and many times 

do not acknowledge cultural differences. 

  Centrality of race and racism and intersectionality with other 

forms of subordination.  

In applying for educational positions, Dr Ramos (R2) learned that  

 

while Latinas may be the best candidates for positions their qualifications  

 

are not taken into consideration in filling a position.  Many Latinas are not  

 

equally evaluated when applying for jobs.  Stereotypes are still used as  

 

criteria to keep from given some positions to Latinas.  She learned that in  

 

order for her to be considered for some positions she had to be more  

 

educated and more qualified than other candidates.  She had to over  

 

compensate.  She learned that not being considered for a position she was  
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more than qualified for was not something she wanted so she challenged  

 

herself to complete her Ph.D.  As a Latina she wanted prove that she was  

 

just as qualified as any other candidate.   

 

I was in my fifth or sixth year of teaching and I applied for a vice 

principal position of a middle school.   When it came down to the 

final five, I was the only female and I was also the youngest.   And 

so when I was being interviewed I was told well you know, oh yes 

you probably will be very good, but so and so has two kids in 

college and his is the bread winner of his family and he needs the 

job more than you do and you are single you don’t have kids you 

are female and you are young. And I remember walking out of 

there so dejected that day I started my (doctorate).  But I walked 

out and I thought I’ve got to continue going to school. This is not 

going to be enough. This is not going to be enough.  It just set me 

forward to the next level and to my PhD.   This is not going to 

work. This is not going to work because I am a female, and I’m 

young and Hispanic. Somebody is going to take care of me. (145-

157) 

 

           She relayed that as one of a few Latinas in a male dominated  

 

environment, she has had numerous encounters with males who do not  

 

want to give her an opportunity to express her perspective.  She explained  

 

that while in many departments females doing the majority of the work,  

 

males hold many of the decision making positions.  As a Latina  

 

administrator she has learned how to function within this environment, but  

 

still struggles everyday to express her ideas in the higher education male  

 

dominated environment. culture. 

 

When it comes to that male dominated society because it is still 

male dominated especially in student affairs. I mean they are all 

guys. I go to these meetings and all the VPs are males and 

everybody under them are females doing all the work.  And I’m 
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thinking guys retire get out of here.  But of course I am not going to 

say that.  What are you doing you are taking up space? (207-211) 

 

According to Dr T it is not difficult to find examples of racism in  

 

higher education.  She gave an example of how she has been involved in  

 

numerous meetings where many times she has been ignored by the male  

 

administrators.  As a Latina she has also been left out of discussions and  

 

not given the opportunity to provide her input. She has learned that  

 

regardless of the lack of respect she has to continue to out perform her 

 

colleagues. 

 

Dr. Torres explained how much of the racism she has experienced  

 

has been in the form of subtle remarks, but it is still very obvious to her.   

 

She relayed how as a Latina she has learned to be observant and it is  

 

difficult to misunderstand racism especially when she is the only Latina in  

 

the room.  According to Dr. Torres Many of the remarks and nuances of  

 

racism come from males, these can be white and Hispanic males.  She also  

 

has experienced the same racist feeling from women. 

 

Right now I was in a meeting and there were three of us with the 

vice president for research who happens to be a Hispanic. But the 

dean…one of the other deans from the college of business is White 

and then we have the dean from the health sciences which is a 

White female. And then here I am a Hispanic.  All his comments 

face to face were going kind of directly to the White male.  The 

dean who is a white male.  I observe body language all the time and 

I can see how men especially White men, you know you are in a 

room and how they are directing their talk and everything to the 

males in the room whether they are Hispanic or not but if they are 

white they are the ones being addressed and they are the ones being 



Texas Tech University, Rosa Gallegos, August 2012  

 

344 

 

 

asked. And so it’s like hey I’m right here.  And the other lady 

probably felt the same way or maybe she was oblivious to that but I 

am very observant.  And so I think those kinds of subtle kinds of 

things.  You know it may not be sometimes a direct kind of attack. 

Kind all sorts of a subtle messages that they are sending that you 

are not as important. Even Hispanic men do that.  (339-352) 

 

Mrs. Holguin experienced similar discrimination in male  

 

dominated businesses.  She relayed how men do not encourage women to  

 

take advantage of opportunities to advance. Instead of mentoring women  

 

to challenge themselves, they continuing to watch them waste their  

 

potential in jobs below their abilities.   

 

You understand that you want more for yourself, but don’t know 

how to move in that direction. And each of the bosses that I had not 

all of them was completely unselfish or they were somewhat selfish 

in that although they knew I was smart they wanted to keep me 

where I was because it helped them get what they needed done.  I 

didn’t recognize that at the time because when you are right in the 

middle of this you know that you want more for yourself.  You 

want more challenges.  (9-13) 

 

Dr. C explained how in higher education the male dominated  

 

mentality permeates all aspects of the institutions to the point that some  

 

women also follow male leadership concepts.   

 

Even if they’re women, women still have that mentality. You 

know, like for example our president does not have children. They 

still have a Have a hard time. (302-303) 

 

Dr. Calderon has continued to meet the challenges of the male  

 

dominated environment by developing programs that will assist women to  

 

move more easily through graduate school.  She explained that graduate  
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programs should not be obstacles for women with children.  She  

 

emphasized the importance of making campuses more family friendly.   

 

She relayed how in this day and age campuses are still not set up to deal  

 

with nontraditional students.  She spoke about how the traditional male  

 

mentality continues to discriminate against women by making them feel  

 

less then committed to their higher education goals because of their  

 

dedication to family.  She has spoken to numerous female students who  

 

find it difficult to discuss their personal issues because of the lack of  

 

compassion they usually encounter from male colleagues and at times their  

 

female colleagues.  According to Dr. Calderon even with over 50 percent  

 

of student population being female, most campuses have a long way to go  

 

to become genderless. 

 

This momma Ph.D thing. You should see the number of young 

women that are coming to us about. Well I have two kids and I’m 

an undergraduate and these are the challenges that I face. I mean 

I’m trying to create the family friendly campus is like my new 

shishtick, now and hoping that will change the way people see 

women.  The evidence is overwhelming. Women do not talk about 

being mothers to their colleagues.  They don’t like to share their 

family experience among their colleagues because they are 

perceived to be as less committed to the academic world and if you 

have to take off because your kid is sick or because the school has 

called you because your kid fell on the playground you are seen as 

less committed the cause. (236-243) 

 

Many Latinas are seen as tokens or simply as resources for  

 

minority recruitment and retention issues.  Many Latinas are many times  

 

not given the opportunity to be involved in issues beyond diversity.  Dr.  
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relayed how her administrative capabilities are devalued and constrained to  

 

a narrow diversity focus.  While she is very passionate about her  

 

responsibilities to the university’s students of color, she feels the university  

 

diversity issues can not be the sole responsibility of the “token” Latina. 

 

You know you have to speak for your constituents. You have to 

advocate for them and you have to know when you can push at the 

table, but they’re real quick to tell you when you’ve gone too far, 

you know and we got a new president in may and almost the first 

time we had a meeting together he said to me, “So I see you’re the 

conscience of the group.”  Well, actually, I think he’s insulting my 

colleagues. They should all be the conscience. If I’m the only one 

who’s the conscience of the group, we’re not really being 

genuinely authentic. I mean I know what…I know what it means. It 

means I’m an obvious minority, I mean…it means every time they 

look at me they see a minority. (107-116) 

 

According to the literature, a Latina in higher education is twice a  

 

minority, but there are also other facets of a Latinas personal life that are  

 

seen as negatives on a conservative traditional campuses of higher  

 

education.  According to Dr. G even in the 21
st
 century religion and sexual  

 

preference are still questioned in many institutions. The personal decisions  

 

of many administrators are still governed by the stereotypes of the  

 

dominant group. 

 

You have to navigate the gender dynamic.  You have to navigate 

the ethnic dynamic and you know, God help you if you’re not 

Christian and straight.  Because then they really don’t understand 

you and so in my case I’m Latina and Lesbian.  There’s just not a 

sense that my peers understand anything about me. (135-139) 
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Dr. Dominguez provided some examples of how racism and sexism  

 

have played a role in promotion and advancements of males in higher  

 

education.  She explained how while Latinas work hard to change the  

 

environment of higher education, many of them are not receiving the  

 

acknowledgement and being promoted. 

 

Well let me give you some very specific examples of this 

institution. So I came on, and there’s sexism and there’s racism ok. 

I came on board two and a half years ago, yeah two and a half years 

ago, and at the time that I came on board there was another there 

were two other woman that had came at the same time, white male, 

white male left, he had another offer he moved into a presidency 

somewhere else. The other person who’s the provost came at the 

same time I did and not a Latina excuse me, and then the vice 

president from promote management, that’s the Cubana. (463-468) 

 

Tenet 2 

 

CRT and LatCrit challenge the traditional claims of universities to  

 

objectivity, meritocracy, color blindness, race neutrality, and equal  

 

opportunity….dominant ideology of color blindness and race neutrality  

 

acts as camouflage for the self-interest, power, and privilege of dominant  

 

groups in American society (Calmore, 1992; Delgado, 1989).   

 

Institutions of higher education continue to operate under the  

 

illusion that Latinos have an opportunity to success that is equal to that of  

 

majority white students.  CRT and LatCrit challenge this ideology by  

 

exposing how (Villalpando, 2004) the dominant cultures’ university  

 

administrative process are many times so tightly imbedded in the system  
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that they are difficult to change.  The dominant culture relies on a system  

 

that perpetuates its use and thus continuing to retain their control. Many  

 

times antiquated processes and systems are continued under the disguise of  

 

their value to the success of the institution, but in reality only act to  

 

camouflage the dominant groups’ self-interest and need to restrict privilege  

 

to other groups.  

 

 All LPs provide examples of how White males continue to rely  

 

heavily on the “Good Old Boy” method of decision making.  Dr. Calderon  

 

explained how as faculty the academy denies the value of her work efforts  

 

with Latinos.  She recounted how she has had several conversations with  

 

the Provost on the importance of publishing research in Latino  

 

publications.  How the existence of these journals does not compare to  

 

other journals and cannot be measured by the dominant culture’s criteria.  

 

Dr. Rosas relayed how many decisions at her institution are made  

 

behind the scenes.  As a Latina she had to learn what that entailed in order  

 

to take part in the decision making process.  Dr. Ramos explained how as a  

 

Latina it is important to know when to stand your ground.  After receiving  

 

her Ph.D. through an online program many of her male colleagues felt that  

 

the degree did not qualify her to be an administrator.  She had to overcome  

 

the lack of support and move forward.  

 

Dr. Dominguez explained how the leadership style of Latinos is not  
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compatible to the dominant groups’ perspectives and processes thus many  

 

Latino leaders are forced out of administrative positions.  She expressed  

 

how Latinas have to find a way to accept how different they are compared  

 

to the dominant culture and resist the pressures to assimilate.  Dr. Calderon  

 

also relayed the importance of helping students to understand the value in  

 

being different and how their culture provides a good foundation for  

 

success regardless of the dominant cultures’ mixed messages. 

 

Challenging the dominant perspective of the educational  

 

system contest of dominant ideology.  

 

Dr Rosas recounted how she has had to learn and understand the  

 

meaning of being a good poker player to be able to navigate the political  

 

system in higher education.  According to Dr Rosas many of the decisions  

 

in higher education are still made under the “Good Old Boy” system which  

 

is behind the scenes. Learning how to navigate and deal with political  

 

agendas of different constituencies is a must for Latina administrators.   

 

According to Dr R1 she had to be a step ahead of other administrators to  

 

be considered as an equal contributor in discussions on educational topics. 

 

I was very aware that I had to be very political and to very 

strategically share those perspectives because it was almost like 

threading on egg shells because I could not be too aggressive. I had 

to be soft in my approach otherwise they would shut me off so I 

learned a lot about how to be political which was something that I 

had never aspired to be political and but I realized that was the 

game you had to play to be able to participate.   
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I’ll never forget which was very interesting. In one of my early 

experiences the dean even said to me that being in a department 

chair and being in a leadership position you had to be a good poker 

player.  I had never ever played poker. I had never played cards 

because my father was adverse to all that so I had no clue as to 

what he meant by that.  But as I watched what they did and how 

they operated.  I could understand why he would say that.  That’s 

part of the game.  

In those days when I first started a lot of the poker games took 

place out side of the academic setting.  They took place in the back 

room of the places were they played poker that’s where the 

decisions were made. Then they came into the room to make 

decisions.  And they already had their decisions because.  They had 

made them at the poker game the night before, I had to learn that. 

So then I began to have my own poker nights with the people 

behind the scenes the people who the ones of us who wanted to 

make the changes who needed to make the changes so when I went 

into the meetings I already had a plan formed.  I had already done 

my homework. I realized that I had to do my homework three times 

as good as they so I could be three steps ahead of them. Other wise 

I couldn’t get in. (142-160) 

 

Dr. Ramos explained how she faced controversy when she was  

 

trying to complete her PhD.  She had to overcome numerous negative  

 

comments because she decided to receive her PhD from an online  

 

institution.  But through mentoring from her family, she was able to  

 

complete her degree and now regardless of what people say she does have  

 

a Ph.D.  She explained how she continues to have to prove herself  

 

everyday.   

 

It is hard it is tiring. There are days that I am just exhausted. I just 

can’t think anymore but I do because I have to. We are so dedicated 

to our family.  I did my Ph.D. through (name omitted) university on 

line and when I first started I got a lot of flack especially from 

some of males here about how it wasn’t a real PhD.  The dean at 

the time in the college of education who happened to be my aunt 
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said it is an accredited institution.  You are going to work hard and 

you are going to produce a quality dissertation that no one is going 

to be able to dismiss.   And I did. (224-230) 

 

Dr. Torres also recounted how the dominant group many times  

 

develops networking systems that do not work well with a Latina’s  

 

dedication to social justice and equality.   These systems allow the  

 

dominant group to work behind the scenes ignoring collaborative efforts  

 

with people of color.  The political systems in higher education allows for  

 

biases that are beyond the reach of Latinas who refuse to follow the status  

 

quo. 

 

You know that dean was very close to the former provost who was 

white male and they were both white males.  And so she has 

learned the game of how I am going to get this guy to be my very 

close friend because you know he has a close relationship with a 

while male provost and to some extent has been successful in 

getting her stuff because this dean over here was the best man for 

the provost who married about a two years ago.  How terrible is 

that for a provost to ask one of the deans a white male to be your 

best man. When he gets married.  There is already bias on a lot of 

stuff.  Because provosts make so many decisions about faculty 

hires about faculty lines. How you are going to divide the tech 

money and on and on. So bias.  She learned the game early. 

(357-365) 

 

 According to the majority of the Latina participants,  white men  

 

continue to make the majority of decisions in higher education.  Many  

 

women may be in leadership positions, but men continue to make the  

 

decisions behind the scenes. 

 

(Mrs. Holguin) From that perspective right or wrong. I don’t know. 

I think he was right in many ways because they are society or white 
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men the perpetuation of that white male thought that you know 

they can do the best. I’ve come across a lot of white men that are 

not as smart as women and Latina women. There are a lot of them 

that do plan that do have that sense of an organization or business 

and I think that is one thing. (163-167) 

 

Dr. Calderon expressed her dedication to helping Latino students  

 

understand that their connection to their family is not a deficiency or  

 

hindrance to their higher education goal.  She relayed that in order to  

 

change the misunderstandings and confusion for students regarding higher  

 

education, it is important to give realistic examples of the educational  

 

journey for Latinos.  In making presentations, Dr C said she always g  

 

an example of her family and how she balances education with her family  

 

responsibilities.  She wants students to know that even though it is difficult  

 

it is possible for them to rise to the challenges and overcome obstacles.   

 

We have to change the culture in society.  And that’s why now 

when I do presentations I am like let me talk about my family. I do 

it because I think it helps other people relate to you differently. We 

just had a presentation with the students in the leadership 

conference here and the two presenters and I were talking about 

how to balancing family life and academics life and being 

successful. We both agreed we would to start with a picture of our 

family. And she had her four daughters.  (284-288) 

 

Dr. Calderon provided examples of how in her position as an  

 

administrator she has had to explain her perspective as a Latina to all  

 

levels of administration.  Dr. C reflected on how she has had to educate her  

 

colleagues on the importance of developing and promoting Latino journals.   

 

She has had to convince colleagues of how peer ranking of research  
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articles on Latino issues is discriminatory.  In publishing articles, Dr C  

 

focused on journals that she feels will publish her articles rather than  

 

wasting her time on other journals. 

 

The other thing is I had a big fight with the former Provost. He 

looked at journals and to him a very important part of tenure was 

that you were publishing in volume 38 or volume 120.  And I’m 

like no.  Because the new research like for example we have people 

doing research on Texas Colonias.   We have people doing research 

on border politics.  

Ok the journals that are peer review high ranking in our discipline 

whatever.  They don’t.   I told him do you think  the American 

political science review cares about our little Latinas in Texas  

politics?  No…they don’t. Why it’s not quantitative. So to me I’m 

not driving to get an article published.   Not that one right now.  

Because I know that they will never publish so why waste my time. 

So we published it some place else. 

So to me it’s like we also need to change those things because if we 

are focusing on minority education and Latinas in Texas politics.  

We need to create our own journal. No we don’t have that volume 

76 yet because we are a three year old journal.  And just because 

you are publishing there doesn’t mean you are not contributing. 

And so there are a lot of changes that we need to make if anything 

these positions have allowed me to see the bigger picture.  

I think those are the kinds of little changes. But you also need to 

make changes from the top.  And that’s why being involved in the 

president’s advisory council, talking to the provost about you 

know.  No you can not just look at the volume number of the 

journal and give it more weight because it’s older, (or) a higher  

number the greater the value. We are starting journals you know 

that in itself (is) a big endeavor.  (270-301) 

 

Dr. Calderon explained how in higher education men especially if  

 

they are parents are treated very differently.  There is more compassion  

 

afforded to men and their need to spend time with their children.  This  

 

sympathy for males and females as parents is distributed quite uneven. Dr  
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C recounted on how many Latina graduate students find that many times  

 

the advice given to them by advisors goes against their personal values.   

 

Receiving advice that goes against their values makes it difficult for  

 

Latinas to function at their capacity.  Her role as an administrator is to be  

 

involved in committees that make decisions that will change the campus  

 

environment.  She has focused her energy on creating programs that will  

 

move that agenda forward.  More research is needed on the role of Latinas  

 

in the academic arena. 

 

But if you are a man, what a caring father. He cares about his kids.  

Lets accommodate him.  All that needs to change it is very 

difficult. I’m trying to get people like department chairs to be more 

sensitive to those things. One of the things that graduate students 

told me is they don’t want to hear their advisor telling them don’t 

get pregnant. Because you know you have to finish the thesis and 

you have to get the PhD.  You have kids after you get tenure. Well 

you know they have two kids already they don’t want to hear that.  

To me it’s like how do we change that. Well I’m part of the 

president’s women’s advisory committee, I part of momma PhD.  

I’m trying to move that agenda forward. We need to look at the role 

of women in the academic world.  And you are right many women 

fall through the cracks.  And a lot of them you know that is why I 

think. (244-253) 

 

Dr. D expressed how for Latinas working in a system that ascribes  

 

to a dominant culture that is controlled by White men makes it difficult to  

 

be successful.  The leadership expectations of the dominant culture are  

 

very different to the inclusive and partnership building emphasis of a  

 

Latina’s leadership style.  Dr. Dominguez explained that as a Latina, she  

 

has to be ok with who she is and what she brings to the institution, even if  
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she does not quite fit the dominant culture’s leadership definition. 

 

I can’t be a white male. I can’t be white. I bring all this stuff and I 

am going to be different and I have to be ok with my being 

different. And I don’t know if I don’t believe I do it effectively.  I 

am who I am and that’s what I bring into that into that situation and 

sometimes there’s some discomfort in knowing that I don’t, I’m not 

quite fitting in and sometimes it is what it is. (335-339)   

 

She went on to explain that the incompatibility of the Latino  

 

leadership style to the dominant culture has cause many Latino leaders to  

 

lose their positions.  

  

And so I mean I look I’ve seen some very excellent leaders 

that are Latinos and Latinas that have been in vice 

presidencies and presidencies in institutions of higher 

education that have been toppled because they led 

differently that didn’t meet that perceived/prescribed view 

of what a leader was. (361-364) 

 

Tenet 3 

CRT and LatCrit highlight the weakness of the higher education  

 

system to commit and promote social justice for all students. CRT/LatCrit  

 

argue that educational systems are based on deficiency theories used to  

 

justify many educators’ lack of understanding of the cultural strengths  

 

people of color bring into the educational environment (Delgado Bernal &  

 

Villalpando, 2002). Even though higher education claims to be “color- 

 

blind” and “genderless” it is reflective of a very color conscious society  

 

that affects the way people view their separate and interrelated worlds  

 

(Dalton, 1987, 1995; Duster, 1993).  The Social Justice inspiration for the  
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majority of Latina participants is their need to assist students to over come  

 

obstacles and the lack of a supportive environment. Latinas have found  

 

that as educators they have the additional responsibility of educating  

 

administrators as to the deficiencies in what the dominant group considers  

 

the ‘norm’ in administrative discussions on social justice.  While assisting  

 

students in understanding and negotiating the higher education system,  

 

Latinas have faced many obstacles which are acts of injustice considered  

 

the “norm” by the dominant group.   

 

All the Latina participants continue to work toward changing a  

 

educational system in an attempt to create an understanding of how the  

 

dominant groups’ adherence to the “norm” does not allow an equal voice  

 

to Latina administrators.  The LPs have a fundamental common  

 

commitment to work toward achieving social justice in their respective  

 

communities.  Many of these Latinas voiced how many times during  

 

professional meetings they find themselves standing alone in defending the  

 

importance of continuing their respective university’s diversity initiatives.   

 

Minority faculty scholarship is often seen as tangential and peripheral, less  

 

rigorous and academic, and not published in the “right” journals  

 

(Bronstein, 1993; Garza 1993). 

  

While Latinas feel they were hired for their personal and  

 

professional achievements as well as the value of their diverse perspective,  
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they still face the issue of survival among colleagues who may not be  

 

sensitive to their passion. The LPs relayed how even today on many  

 

campuses social justice is not the top priority.  Mrs. Holguin recounted  

 

how many times the political agendas of administrators and faculty  

 

overshadows the needs of students.  Dr. Calderon spoke about how even  

 

through her provost position she feels a responsibility to assist Latino  

 

students and spends a substantial amount of time helping the students and  

 

their families to understand higher education, but has found the university  

 

unsupportive of her efforts. 

 

  Commitment to social justice. 

 

Dr. Dominguez relayed how with budget cuts she has learned that  

 

one of the recommendations is to eliminate her office.  It had been  

 

suggested that her title be changed which would lower her position as an  

 

administrator.  According to Dr. D these types of decisions are regular  

 

occurrence for Latinas in higher education. 

 

I mean I saw it with the person I described to you who was my 

provost at (name omitted). And I’m sure you will find examples as 

you speak to people who are in leadership roles that can cite you 

specific examples that where they experienced  a vulnerability 

cause of who they are and what they bring.  And disturbing that 

status quo. None of us last very long. (401-404) 

So that’s one piece of it, the other piece of it is that we’re looking 

at budget cuts. And the one of the criticism that this university has 

gotten is that there are too many vice presidents. This president 

when he came on board created all these vice presidencies and 

we’re top heavy and that we’re engaged in budget cuts and you 

know financial constraints and how we’re gonna deal with this.  
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So the president put together a president strategic advisor team to 

look at cost containment. The provost look at, established their own 

committee that reviewed nonacademic programs within the 

academic area. So I’m being reviewed by both of those so the 

recommendations that have come down is to eliminate my office 

completely. 

The other recommendation that has come down is to change my 

title since there are so many vice presidents. Change my title from 

vice president to chief diversity officer. Nobody else’s title was 

ever, I mean we have too many presidents, let’s look at all the vice 

presidents, I mean not the presidents, if we have too many vice 

presidents let’s look at all the vice presidents and let’s figure out 

how we can change the titles for you know for various roles. But 

you don’t, I mean nobody else’s title is being challenged except 

mine. (474-486) 

 

Dr. Rosas relayed how even in this century she struggles to explain  

 

the need to provide access to underrepresented students. As one of a few  

 

Latina administrators she is responsible for insuring that the status quo is  

 

challenged.  Just recently she has had to remind other administrators of the  

 

importance of considering all students when making institutional  

 

decisions.  Even at an institution with a large Latino population many  

 

times the dominant culture’s perspective is given more consideration.  She  

 

still finds herself in the position of being the only voice of the  

 

underrepresented population. 

 

Like right now for example up until January because we have a 

new provost. He came in January but up until then I was the only 

Hispanic on the president’s cabinet.  The only Mexican American 

in the President’s cabinet so all of the decisions being made are 

being made by the higher strata at the top.  I’m the only one who 

always has comes back with we have a 90percent Hispanic student 

body. I’m that helps them stay aware of the implications and the 
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impact of that so I’m still educating despite of being in the 21 

century and being 2011. (165-171) 

 

Through out her various professional positions, Mrs. H has  

 

encountered politics being played.  She explained how difficult it is to be  

 

successful unless you have a mentor that looks out for you and supports  

 

you. This is especially true for Latino students. 

 

Like I said now this is my third institution.  It’s tough in the 

departments. There is a lot of not just among it’s just among all 

faculty sometime.  Debate about discipline. Debate about the 

research that is done kind of back biting that goes on about who 

gets tenure and who doesn’t.  There is a lot of politics to be played 

and I think going through unless you have a very strong supporter 

that is advising you along the way.  That can take care of you sort 

of speak.  It is very daunting to try to take that on alone.   Faculty 

may try to [negatively persuade] students. (200-206) 

 

According to Dr. G. real changes need to take place in the white  

 

world before Latinos will be accepted and allowed to make a difference.   

 

She explained that diversity is not needed in the minority world.  We  

 

understand the importance of diversity. 

 

Well, this is a brave new world.  The diversity issues are not going 

to go away because a demographic shift has occurred.  So in not to 

short a time, the work of diversity is no longer just going to be 

about making change occur in the White world.  It’s going be 

making change occur across the board. 

 

Dr. Gomez explained how in order for a Latina to be successful and  

 

be able to advance in the higher education system, she has to be an expert  

 

in her area and be confident.  She has to be able to protect her position and  

 

her values.  She has to have the confidence to move to a different  
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institutions if need be.  She has to be able to use her background as a  

 

resource.  She has be able to stand her ground even if she is the only one. 

 

If you understand how to navigate in the culture and you 

understand how to protect yourself, but still do good work.  You 

will get recognized, you know, and you may not be able to stay at 

the same organization, like I went from one to another to make my 

steps up.  The one thing that is true and has been consistently true 

all along is that I know this work.  So I’m a subject matter expert 

about diversity and I’ve had some success in the programs that I’ve 

had, but the success has been largely about what’s happening in the 

white world not what’s happening in the minority community.  

Because the minority communities have largely stayed the same 

and besides diversity has never been about can we work in the 

minority community and make change occur. The change has 

always been directed at the white community. (194-205) 

 

           All of the Latina participants agreed that the greatest value of a  

 

Latinas is their ability to challenge the status quo by making personal  

 

connections. It is important that Latinas continue to assist other Latinas in  

 

being successful.  Latinas understand the need to infuse higher education  

 

with the personal cultural aspects of diverse individuals. 

 

So, unless they can see you and me personally for the value that 

you bring, it’s gonna be hard for them to assign value to you when 

they’re considering a person for promotion or a person for a job.  

So, unless they can get past stereotypes and the fear that the 

demographic shift will be a drain, we won’t be able to get the 

critical mass in leadership positions, unless we have this great 

continuing insurgence of minorities, especially Latinos, but I would 

say largely Latinas particularly.  (159-165) 

 

As a Latina Dr. Calderon is interested in making changes.  She  

 

emphasized that she is willing to push whatever agenda she needs to push  

 

to get results.  According to Dr. C, she may be an irritant to individuals  



Texas Tech University, Rosa Gallegos, August 2012  

 

361 

 

 

who do not agree with her perspective, but she feels she had nothing to  

 

lose.  She understands that as a Latina she may not be doing the politically  

 

correct thing, but as a Latina administrator it is her job to create  

 

opportunities for other people. 

 

I’m going to push what ever agenda I need to push, however way I 

feel I need to push it. It may be abrasive I may be an irritant.  I may 

be not doing the politically correct thing. But I will do it. Because I 

have nothing to lose. I have nothing to gain and I want to change 

academia and I want to maximize opportunities for other people in 

our community. (82-85) 

 

Dr. Calderon expressed a deep responsibility to assist her students  

 

and their families, but she explained that there is a large amount of anxiety  

 

that comes with not being about to help everyone.  She also explained how  

 

the numbers of hours she has to put into helping students, their families  

 

and the community is very exhausting and unending for Latinas.  She  

 

understand that many times she is the only administrators that can make a  

 

difference with these students, but was she considers frustrating is that the  

 

university does not understand or reward administrators for their  

 

dedication to helping under represented students. 

 

I mean the number of hours that I have spent talking to young 

women and young men about being successful in the academic 

world is inordinate. It is inordinate.  And I know that it is my 

responsibility.  My responsibility to be honest to be thoughtful to 

be a source of support and to help them be successful.  Because that 

is what we need.  And so is the tenure process rewarding me for 

that, no! (229-233) 
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Dr Calderon also spoke about how her personal agenda has come  

 

from the need to change the campus environment not for herself but for  

 

others.  She has made it through the obstacles in higher education.  She is a  

 

tenured faculty member and has the personal flexibility to move through  

 

out the system.  She continues to research and publish. She wants to  

 

change the current male dominated agenda.  She does not want to dilute  

 

the quality but wants Latinas included.  She wants to create an  

 

understanding of the important contributions being made by Latinas.  She  

 

wants to change the current perspective. 

 

But I think you know that is part of my agenda. . I’m not doing it 

for me. I am a full professor. Its not about me. I’ve done this. It is 

wonderful to be able to say that you know what I am a full 

professor.  I’m doing it for others.  How can you change the 

academic world the tenure and promotion process.  I’m not saying 

to dilute the quality, but to look at things differently.  (304-308) 

 

As a Latina administrator Dr. Calderon has learned that she has to  

 

be honest with people.  She relayed how it is important to listen to her  

 

colleagues perspectives, but she also wants to get her perspective across.   

 

She knows that she may be wrong sometimes, but people need to hear her  

 

out.  And she needs to help her colleagues to see things differently.  

 

I need to be able to say this is what I think and sometimes do I say 

the wrong thing. .I do. But People need to think differently and that 

is one of the things about this job that you have to tell people I 

understand where you coming from but you need to look at it from 

this perspective too.  (357-359) 
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According to Dr. Calderon when deciding to move into an  

 

administrative position, it is important to understand the requirements and  

 

make sure to have clear expectations.  Many institutions are recruiting  

 

minorities, but what do they really want an administrator that is going to  

 

make a difference or just a brown face.  According to Dr. C a Latina  

 

cannot take a position without understanding what she is getting into.      

 

Many things matter to when accepting a position such as environment,  

 

culture, etc. 

  

I would want to know like what would be my role.  What is my job 

description. What is the expected outcome. We have a lot of 

responsibilities in these offices.  Do I get recruited all the time I do. 

But to me its like ok.  Do you just want a brown person there. Do 

you just want a woman there.  Do you want a brown woman 

because it helps you look more diverse and all that craziness.  No 

how will I get evaluated.   What is my expected role..  What are the 

outcomes that you expect my first year. Then to me its like a lot of 

other things matter. Culture matters.  (334-339) 

 

Tenet 4 

 

Experiential knowledge of people of color is legitimate and critical  

 

to understanding racial inequality. The CRT and LatCrit framework  

 

requires that the Latinos experiential knowledge be central and viewed as a  

 

resource stemming directly from the Latinos lived experiences.  For  

 

Latinos, it is essential to acknowledge and allow integration of experiential  

 

knowledge such as community memory as a source of empowerment and  
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strength, and not as a deficit.  Experiential knowledge is often passed on to  

 

them by their family through storytelling, family histories, biographies,  

 

scenarios, parable, cuentos, chronicles, and narratives (Delgado, 1989,  

 

1995) 

 

Many of the Latina participants (LPs) provided examples of how as 

educators and administrators they have used skills they learned from their 

childhood and family. These LPs also described how the positive 

behaviors and attitudes of their mentors provided them with visual 

references of behaviors that they wanted to emulate. In addition they 

provided examples of cultural behaviors such as the importance of having 

strong work ethics, developing good collaborative efforts, and encouraging 

a family environment.  Dr. Rosas provided an example of how as an 

administrator she has used the traits of her parent’s relationship to help her 

in interacting with her male colleagues.  Dr. Rosas was also intrigued and 

inspired by her father’s historical narratives.  Dr. Caldron spoke about how 

she urgencies Latino graduate students to learn from their environment by 

studying the strategies of the “gringos.”  Dr. Torres recounted how the 

stories told by her father on the innovations by the Mayans and Aztecs 

filled her with pride and gave her the courage to overcome her own 

educational obstacles.  The educational experiences of her mother, allowed 

Dr. Ramos to visualize her own higher education success.   In addition the 
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successful business strategies displayed and implement in her family’s 

business provided a good foundation for her own leadership style.  In 

assisting students and their families in understanding how higher education 

degrees would benefit the entire family, many of the Latinas developed 

hands on programs that involved bring entire Latinos families on campus.   

Valuing Experiential Knowledge.   

 

Several of the Latina participants recounted how their parents told  

 

stories about the experiences of their ancestors. These stories included  

 

historical accounts of the contributions made by the Aztecs and Mayans.  

 

The stories included the cultural and literature influences of Latinos. Dr.  

 

Torres spoke about how she grew up in an environment filled with  

 

presentations on art, music and history.  She described her father as an  

 

intellectual who loved to share with his children information on a variety  

 

of topics involving Latino history. 
 

My dad was college educated in Mexico. He was an intellectual. 

He did not necessary talk (we were six girls and three boys) so 

much to the girls as to the boys about being professionals and being 

doctors and lawyers and I don’t know what else. But of course  I 

grew up in that environment where he loved art, and music and 

history and current events and whatever.  He used to come up with 

his own scripts and he would have us all act and he would film 

us… and all sorts of stuff.  I grew up in a very rich environment, 

intellectual environment.  My dad talked a lot about the importance 

of education. (29-35) 

 

Much like Dr. T, Dr. Rosas (R1) also described her father as an  

 

intellectual.  She spoke about how he told his children historical stories of  
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Mexico. 

 

And of course I came from a home where both of my parents. 

Mostly my father was a very staunch believer in the pride of being 

Mexican American descent so for entertainment because we were 

poor financially for entertainment.  He would tell us the history of 

Mexico. His was a historian on his own. He would tell us the 

history and so we would sit around in the evenings and he’d tell us 

stories and so his passion was also education (19-22) 

 

Dr Rosas reflected on the obstacles she had encountered by not  

 

being easily accepted by Latino males.  She had to learn how to be more  

 

strategic when dealing with males.  She learned how to interact with males  

 

from her parents and their relationship. According to Dr. Rosas, as a Latina  

 

trying to make a difference in a male dominated environment she had to  

 

understand that she was a threat to most males. 

 

You see part of it is one of the things that I face is that I’m to 

threatening to the Mexican American males as an administrator.  

So part of what I’ve learned to do is to I go back to you know my 

father and how my mother used to relate to my father and that I 

learned how to do that. I make them think that it was there idea 

because and when I know that it was my idea in the first place 

because  it’s to threatening for me to make to be the one and that 

actually the fact that I was more competent if you will and better 

suited for some positions. (216-222) 

 

Dr. Calderon used various methods to help students translate the  

 

educational system.  She attempts to always be honest about what the  

 

students need to do.  She has tough conversations with the students and  

 

their families as well as administrators and faculty.  

 

There are some things we have to say how can I take short cuts so 

that these two world come together otherwise you are going to 
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loose your mind.  I am very brutally honest and I’ve had some 

really tough conversations with administrators, with faculty and 

with students. (427-429) 

 

According to Dr. Calderon it is important that Latinos become  

 

more strategic in moving through the higher education system. She  

 

explained how Gringos develop a network and work within the network in  

 

order to be successful.   Latinos need to learn how to develop a network as  

 

well. 

 

You need that and you know the gringos work that way I’ve seen it 

and in the American Political Science Association there are groups 

of people that get together and you are going to be the discussant 

.because when this person goes up for tenure I want you to be able 

to write the letter, etc, etc. They have it all figured out we are not 

there yet and I tell them when you go to a conference do not let 

your friends be your the discussants someone else needs to discuss 

your paper so that in two or three years when you need that letter 

for tenure that with confidence you can say this person does not 

know me personally but we have had professional interaction at 

this conference and it is a person that knows my field.  We need to 

be more strategic. When people here from (city omitted), go to 

conferences I ask them who is going to be your discussant.  Well 

we are all presenting together. No don’t present together. Why? 

Because these are the things I’ve learned a lot from when I was a 

graduate student to being a full professor. I’ve learned a lot and 

these are the little tricks that we have not yet assimilated and we 

need to work together as a community of scholars to say how are 

we going to help each other through this process  (506-518) 

 

Dr. Calderon relayed how she used resources from other Latinas to  

 

help students in understanding how to mesh their culture and personal lives  

 

with their professional lives.  Because of the importance of culture and  

 

family ties for Latinos it is very difficult to find a way to succeed in higher  
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education when the dominant culture is pressuring them to assimilate.   

There are ways of doing it but it is not easy to be able to do that. It 

takes a lot of time. I have them read a book called the Maria 

Paradox. It was written by I think one is a Puerto Rican and one is a 

Dominican I don’t even remember the name but they talk about the 

expectations that one has with the family and culture and we are 

trying to fit in to the professional world. And the Maria Paradox it 

is probably a dated book by now but I think  it is very relevant.  

(416-420 

 

According to Dr. Calderon in order for students to be successful in  

 

higher education the family has to be socialized to the expectations of  

 

higher education.  She explained the importance of understanding personal  

 

values and passions in order to find a way to fit into the professional  

 

world.  Then finding a way to integrate them into the professional work  

 

without losing your individuality. 

 

If you are in the business in creating future leaders and future 

academics. It is difficult but that is part of were I  go back to you 

having to socialize your family. I mean it is hard but you have to do 

it, but I have done it. I have brought parents to campus. I help them. 

This is what you do to insure your student is successful. These are 

the questions you need to ask them.  I do the financial aid thing. I 

show them what we require for people to study I do the twenty four 

hour clock. I show them the earning potential of people with 

bachelor degrees.  I have some success.   Can I have more yes but 

we have to have buy in from the community.  (408-415) 

 

   According to Dr G, when a Latina makes a decision, it is not the  

 

same as a White woman.  All strategies cannot be used by Latinas because  

 

Latinas do not have the same standing as the dominant group. 

 

So in other words, I take what is a successful strategy, but carve it 

out so that it works for me.  So you have to modify the strategy 

[be]cause white strategies don’t work for non-white people.  
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[Be]cause you can’t pull it off.  You can’t pull it off.  You can’t 

pull it off because you don’t have the standing that they have. 

 

Tenet 5 

 

CRT/LatCrit emphasizes the valuing of experiential knowledge  

 

which indicates the need to understand the affects of historical factors that  

 

have affected and continue effect the educational experiences and lives of  

 

Latinos and their success.  Research indicates that faculty and  

 

administrators of color continue to face feelings of alienation, poor support  

 

systems, and cultural conflict which appear to have developed in early  

 

educational experiences and been reinforced in institutions of higher  

 

education (Ogbu 1979).   

 

Several Latina participants spoke of how the stories told by her  

 

fathers gave them the knowledge relevance in an educational system that  

 

attempted to negate the importance of culture. The examples of  

 

discrimination and racism voiced by the Latinas were reflective of  

 

institutions of higher education which continue to practice social injustice  

 

through behaviors that highlight the differences in people color as deficits  

 

instead of valuable cultural traits (Villalpando, 2004).  

 

For many of the Latinas the educational systems history of  

 

evaluating their lack of education success based on deficiency theories  

 

surfaced as self-doubt and lack of confidence in their abilities as students  

 

and administrators. Some of the Latinas recounted how “self-doubt” 
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plagued their educational career. Other Latinas relayed instances when  

 

counselors attempted to sway them from attending college by indicating  

 

that they were not college material.  As administrators, Latinas gave  

 

examples where they were denied the opportunity to contributed or their  

 

presence was not acknowledge.  Some of the Latinas described interactions  

 

with the members of dominant group, when they were subjected to subtle  

 

instances where their contributions were criticized, ignored, or devalued. 

 

Being Interdisciplinary/Historical Context – reflection of multi- 

 

dimensional perspectives, 

 

Dr. Torres and Dr. Rosas expressed the important role their father’s  

 

stories played in their decisions to enter higher education and pride to  

 

overcome negative experiences.  
 

(Dr. Torres) My dad gave us this tremendous sense of pride of our 

language, culture and ancestors. Even when I walk into that room 

with white men I am not intimidated.  I am a proud Hispanic. That 

we come from a proud and powerful history. I always felt a 

tremendous sense of pride. These guys are not going to intimidate 

me at all.  I never felt intimidated.  I think it helped me a lot.  I 

never thought I’m a poor Hispanic woman.  I never felt intimidate 

me.   I strive with challenges.  (313-318) 

 

Dr. D recounted how self doubt has followed her throughout her  

 

educational career.  She has relied on her personal strength as a Latina to  

 

over come her insecurities and believe that she has something to  

 

contribute. 

 

And again, you know that whole sense of stepping up even though 

you feel like you're not worthy. Stepping up and doing the job 
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when opportunity presents itself. Especially when people think that 

you are, and that's happened repeatedly in my life that I think I’m 

not, I’m not prepared, I’m not ready, I’m not worthy,  you know, 

somebody else should do this, not me. I mean the ultimate imposter 

syndrome (laughing) You know eventually they're all gonna find 

out that I really am not all about that and not ready and not as 

capable as they think they are, they think I am.  And I think that 

I’ve always had some of that. kind of self-doubt. But it's also 

allowed me to push myself in a completely different way when I 

lead. Cause I don’t take my leadership for granted. I take my 

leadership very seriously. And so I’m very mindful of how I lead. 

(266-274) 

 

Dr. Ramos recounted how during a professional meeting, the  

 

provost attempted to dismiss her contribution to the discussion. She  

 

immediately challenged the dismissal. She explained how as an  

 

administrator she takes her dedication of the success of her students  

 

seriously 

 

I had a provost one time. I was speaking raises his hand at 

me to stop me from talking and I looked at the president and 

I looked at him and I said I am not done. Whether you value 

what I have to say or not is your problem.  I have to say it 

because my responsibility is making sure that my kids are 

taken care of because every single student on this campus is 

my kid and I take it very personal.  And so that compassion 

comes across in my decisions everyday and my intuition 

takes over at times. But I have to be far more prepared than 

everybody else.  (201-207) 

 

Dr. Rosas provided an example on how she continues to educate  

 

administrators on the importance of understanding the influence of culture  

 

on the educational success of students of color. 

 

I’ve spent my time in administration especially in those 

settings with those people who have no understanding.  
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Educating them about the cultural nuances the cultural 

aspect of us.  Some of it has been just by the way that I 

behave myself but then some of it has been you know 

outright explanations. (162-165) 

 

Latina Feminist Theory intersection of the Latina Participants 

According to Moya (2001) and Anzaldua (1987) the work of Latina  

 

feminists is first to imagine a better world in order to help chart the paths  

 

down which they, as Chicana [Latina] feminists, are going—paths that  

 

would help them to decide what actions they should take, how they should  

 

prioritize their efforts, and whether and when they should consider  

 

changing directions (Gonzalez, Jovel, & Stoner, 2004; Moya, 2001;  

 

Anzaldua, 1987).   

 

While only one of the Latina participants was described as a Latina 

 

feminist by her colleague, all of the Latinas provided examples that clearly  

 

put them in the sphere of a Latina feminist leader.  Just the mere fact that  

 

these women have fought to develop a strong definite understanding of  

 

their cultural identity and merged this identity to their professional roles  

 

puts them in a Latina feminist context.  Even though some of the women  

 

expressed a sense of self-doubt in their abilities to be effective leaders and  

 

administrators, their actions and accomplishments told a different story.   

 

The following themes emerged from the interviews:  1) all of the Latina  

 

participants appeared to have processed through a Mestiza identity or  
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Bicultural transformation, 2) some of the Latinas’ needed to rebel against  

 

traditional expectations that restrained their capabilities, 3) all of the  

 

Latinas continue to struggle to be seen as equals and capable of  

 

performing at the levels of their colleagues, and 4) all of the Latinas’  

 

continue to pursue the goals of establishing equity for all Latinas and the  

 

acknowledgement of the importance of their Latina perspective.  In  

 

addition, all of the Latina participants strive to change the views of the  

 

dominant group in regards to the importance of cultural differences  

 

between all women, commitment to personal values, commitment to  

 

identity, commitment to family and dedication to pursue their social justice  

 

agenda for all Latinos.   

 

According to Moya (2001) and Anzaldua (1997), some Latinas go  

 

through a mestiza consciousness process in development of their feminist  

 

identity.  Others appear to have followed a bicultural feminist process  

 

(Ramirez & Castaneda, 1974). The responses of these Latinas to the  

 

interview questions illustrated the different ways in which the bicultural  

 

and/or mestiza individuals coped with the pressures of living and working  

 

in a society that promotes conformity to the dominant culture.  The  

 

comments of one of the Latinas suggested that she has responded to  

 

cultural conflicts by presenting a more accommodating demeanor to the  

 

expectations of the mainstream while the other Latinas have maintained a  
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greater sense of identification with the Latino culture.   

 

 

These Latinas have retained their cultural identities and attempt to  

 

deal with the realities of two conflicting cultural worlds by continuing to  

 

acknowledge and directly engage cultural conflict.  Several of these  

 

Latinas appear to have moved from a ‘mestiza consciousness” where they  

 

rebelled against a traditional Mexican American environment in search of  

 

an existence that would allow them to combine two “opposing worlds.”  

 

(Gonzalez, Jovel, & Stoner, 2004). The other Latinas have struggled  

 

against the pressures to assimilate to maintain and solidify their bicultural  

 

identity through family support and community support of their cultural  

 

identity (Ramirez & Castaneda, 1974). 

 

Latina Family Environment Mestiza/Bi-cultural 

 

According to Moya (2001), with regard to the challenges and  

 

barriers faced by Latinas to attend college, the work of Latina feminist  

 

scholars is instructive. Several of the Latina participants through their  

 

narratives provided examples of  the male-centered, patriarchal, and  

 

heterosexist family structure found within the Latino community (Moya,  

 

2001), while others proudly spoke about their strong family foundation  

 

that encouraged their independence and supported their educational goals.   

 

(Dr. Gomez) When it came time for college, so I got this good high 

school education, but when it came time for college my father 

didn’t understand why I would want to go to college. This was 
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around 1968. Didn’t understand why college was necessary when I 

was just going to get married anyway, so why go to college. (23-

27) 

 

(Dr. Rosas) Mostly my father was a very staunch believer in the 

pride of being Mexican American descent and so his passion was 

also education so from a very young age when I was four years old 

I knew I was going to college because he told me that he wanted 

me to go to college. So I knew that education was the way  So my 

passion became helping kids go to school and get educated because 

that was going to be the key to making a difference for us. (25-30) 

 

(Dr. Ramos) [There was] also a very strong convictions in our 

house of the importance of an education.  So my grandmothers and 

my mother and my father, everyone, we just knew going to college 

was not an option is was like the 13
th

 grade. (38-42) 

 

Creating Social Order for Latinos 

 

The voices of the Latina participants (LPs) suggested that the  

 

primary work of these Latinas as feminist educators/administrators is to  

 

identify and acknowledge the conflicts and contradictions found in the  

 

Latino community and in the higher education system.  Then to attempt to  

 

work through them to create a qualitatively new and better social order  

 

with the goals of establishing social justice (Gonzalez, Jovel, & Stoner  

 

2004; Moya, 2001).  The responses of some of the LPs in this study  

 

indicated that all of the LPs engaged in such a process through out their  

 

career.  

 

(Dr. Calderon) I mean yeah and I feel like ok I need to go. I need to 

do this. Everywhere I go I’ve got to push an agenda. We need to 

change stereotypes and you need to get people to think differently 

about who we are and what we do with our community and how we 

too add value to the greater enterprise. (314-317) 
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(Dr. Calderon) I tell my colleagues that all the time. You will never 

understand because you are not a women, and because you are not 

a Latina and because you are not a mother. (234-235) 

(Dr. Dominguez) So for me, getting other people to attain their 

educational degrees, not just come to the university, but also 

graduate and finish and get their degrees is important. Because I 

see it as for them you know being a process that will get them out 

of that you know cycle of poverty or if they’re low income students 

or will allow them to better themselves in some way and move on 

and to the next step and I recognize too that not everybody has the 

same access. So creating access to as many students that look like 

me, have experiences like me is very important. (68-72) 

 

(Dr. Ramos) I had a provost one time, I was speaking raises his 

hand at me to stop me from talking and I looked at the president 

and I looked at him and I said I am not done. Whether you value 

what I have to say or not is your problem.  I have to say it because 

my responsibility is making sure that my kids are taken care of 

because every single student on this campus is my kid and I take it 

very personal. (201-205)  

 

Rebellion from Traditional Roles 

 

Several of the Latina participants acknowledged the conflicts  

 

within their families by challenging not only their roles as women but also  

 

their abilities and capacities. These women not only had the courage to  

 

leave their homes despite the apprehensions of their parents but also  

 

demonstrated that they could, in fact, take care of themselves and see  

 

themselves through graduation (Gonzalez, Jovel, & Stoner 2004; Moya,  

 

2001).  The rebellion of some of these Latina participants from traditional  

 

roles moved them closer to the feminist sphere. 

 

(Dr. Dominguez) When my father said  “No you can’t” I said “I 

finished high school” and I was one of two Mexican American kids 
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in my town that finished high school. When he said you can’t go to 

college, I said I have to. And you know and I had never questioned 

my father.  You know whatever he said was what was done.  I 

mean he was very strict. And I said well whether or not you want 

me to, I’m gonna go.  (48-51) 

 

(Dr. Gomez) I understood the Mexican American family and the 

traditional gender roles, but I had been educated largely by white 

Europeans. I went to catholic school that was operated by nuns 

from Europe. It was a college prep program, so, so I felt like I was 

left with nothing. I didn’t really have any skill. The only thing I 

could really do is go to college. My father said no. That he couldn’t 

support that and my mother was largely silent, even though she had 

sent us to catholic school knowing that it was college prep. In that 

moment she couldn’t speak for me. And then I rebelled and it 

sounds strange because I rebelled and went to college. (29-36) 

 

(Dr. Gomez) Then I just saw that it was so patently unfair that my 

brothers got celebrated for doing the same thing that I wanted to 

do, but I was chastised for doing it because it wasn’t what Mexican 

American women do. (44-46) 

 

Struggles for Personal Equality 

  

These Latina participants faced similar situations as professionals  

 

in a higher education environment that challenged their individuality  

 

through the dominant group’s stereotypical expectations. The Latinas face  

 

a continuing struggle to be seen as equals and capable of performing at the  

 

levels of Latino males and their White colleagues. 

 

(Dr. Ramos) We have the responsibility to instill in our young 

Latinas that we can do it and if we don’t set the example then it is 

just more talk.   I tell my girls all the time because if you don’t do it 

who is and if you don’t do it now when are you going to do it.   

And I tell them the truth.  It is not easy if it were easy everyone 

would have one but you are smart enough. (235-238) 
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(Dr. Ramos) What I do see is that Latinas want to be accepted but 

they want to be in charge. And so there is this clash of what society 

is telling them what they can do and be and where they are caught 

from an emotional standpoint, but I do think we will overcome and 

I do think we will continue to grow. (169-172) 

(Dr. Dominguez) Well quite frankly if you’re a person of color and 

you’re in a board room you have probably less power than others. 

That’s the reality. That’s the problem. So I never, I’m never gonna 

fool myself into thinking that I have as much power as everybody 

else cause the reality is that I don’t. (333-336) 

 

(Dr. Gomez) In other words, that they see the coming demographic 

shift of the increase in the Latino population as a drain instead of a 

value. So, unless they can see you and me personally for the value 

that you bring, it’s gonna be hard for them to assign value to you 

when they’re considering a person for promotion or a person for a 

job. So, unless they can get past stereotype and the fear that the 

demographic shift will be a drain, we won’t be able to get the 

critical mass in leadership positions.  (157-163) 

 

Latinas’ Innate Leadership 

          

           As young Latinas each of the Latina participants displayed an innate  

 

understanding of the importance of helping Latinos find their path through  

 

higher education.   

 

(Dr. Dominguez) I think it was just the feeling of being puzzled by 

it and feeling some shame around it because you feel like you must 

of done something really horrible to have that happen. And it 

wasn’t until I was an adult that I understood that this was injustice 

that this person had done against me, but I also knew that I never 

wanted any child to ever experience that. And that’s really what got 

me to go into education.  And so I knew at that point that I had to 

go to college, and I had to get my degree so that I could be a 

teacher. (43-48) 

 

(Dr. Rosas) That passion for me started at a very young age. I was 

still in school in public school when I saw the need for one to 

become educated and to help. Very early I became aware that 

education was the key to making the change to changing the lives 
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of Mexican Americans.  And Mexican Americans lived on the 

North end and Anglos lived on the south so at a young age I began 

to ask the questions why do we live on one side and they live on 

the other and I started noticing the differences.  (5-10) 

 

Challenging Deficits  

 

The Latina participants continue to seek social justice for students  

 

who are neglected by the diversity initiatives in higher education.  They  

 

have also found that there is still a need to assist higher education  

 

administrator in changing the deficits of the system in regards to  

 

understanding the Latina perspective.   

 

(Dr. Rosas) I’ve spent my time in administration especially in those 

settings with those people who have no understanding.  Educating 

them about the cultural nuances the cultural aspect of us.  Some of 

it has been just by the way that I behave myself but then some of it 

has been you know outright explanations. (162-165) 

 

(Dr. Dominguez) Every administrative position I had, has been 

because I felt like I could do more and I stepped up and moved into 

those roles because it allowed me to do more.  The feel with that 

passion that you know that initial focus of how can I make things 

better and certainly that’s what’s brought me to this position here at 

(name omitted).  I mean this is like the ultimate role that I could 

ever have. Because my focus is on creating equity for marginalized 

individuals on this campus whether it’s our students of color, 

faculty, staff, whether it’s you know our LGBT population, 

individuals with disabilities you know woman and you know it’s 

broaden the scope but still the seed of that idea is still what carries 

me forward. (161-167) 

 

Challenge Control of Higher Education 

 

The Latinas’ responses indicated how they frequently challenge the  

 

dominant groups’ control of higher education decisions.   
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(Dr. Rosas) I began to share and propose ideas from the prospective 

of a Mexican American.  Which was something that had never ever 

happen here and it was very ironic because  even  at that time 90 

percent of our student population was Hispanic or of Mexican 

American descent. But there was no one at the table who could 

share that perspective and help the others understand what that was 

all about and what the issues were you had to deal with as a 

Mexican American as Hispanic and a first generation, and lower 

economic strata, etc and all those issues. (135-140) 

 

(Dr. Ramos) It comes to that male dominated society because it is 

still male dominated especially in student affairs. I mean they are 

all guys. I go to these meetings and all the VPs are males and 

everybody under them are females doing all the work.  And I’m 

thinking guys retire get out of here.  But of course I am not going to 

say that what are you doing you are taking up space. (206-207) 

 

Social Justice 

 

These Latinas strive to change the view of the dominant group in  

 

regards to the importance of cultural differences between all women,  

 

commitment to values, commitment to identity, commitment to family and  

 

dedication to push social justice agenda for all Latinos.   

 

(Dr. Ramos) When I was being interviewed and I was being 

interviewed. I was told. Oh yes you probably will be very good, but 

so and so has two kids in college and his is the bread winner of his 

family and he needs the job more than you do and you are single 

you don’t have kids you are female and you are young.  And I 

remember walking out of there so dejected. (148-152) 

 

(Dr. Torres) Right now I was in a meeting. And there were three of 

us with the vice president for research who happens to be a 

Hispanic. But the dean..one  of the other deans from the college of 

business  is White and then we have the dean from the health 

sciences which is a white female. And then here I am a Hispanic.  

All his comments were going kind of directly to the White male. 

The dean who is a white male.  And so it’s like hey I’m right here.  

And the other lady probably felt the same way or maybe she was 
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oblivious to that. But I am very observant.  And so I think those 

kinds of subtle kinds of things. You know it may not be sometimes 

a direct kind of attack.  Kind all sorts of a subtle messages that they 

are sending that you are not as important. (334-353) 

 

(Dr. Gomez) We got a new president in may and almost the first 

time we had a meeting together he said to me, “So I see you’re the 

conscience of the group.” Well, actually, I think he’s insulting my 

colleagues. They should all be the conscience. If I’m the only one 

who’s the conscience of the group, we’re not really being 

genuinely authentic [leaders]. I mean I know what I know what it 

means. It means I’m an obvious minority, I mean it means every 

time they look at me they see a minority. They see, especially in 

my case because I have a multiple marginalized identities. (110-

116) 

 

Dr. Gomez) You have to navigate the gender dynamic. You have to 

navigate the ethnic dynamic and, you know, God help you if you’re 

not Christian and straight. Because then they really don’t 

understand you and so in my case I’m Latina and there’s just not a 

sense that my peers understand anything about me.  (135-139) 

 

Summary of CRT/LatCrit/Latin Feminist Theory 

 

In their narratives the Latina participants (LPs) provided examples  

 

of how higher education and society as a whole continue to subscribe to  

 

the discriminatory and racist elements in the five Tenets of CRT and  

 

LatCrit.  While these LPs continue to encounter subtle practices and  

 

policies of racial inequality in their respective institutions, they continue to  

 

find strength to overcome these obstacles through a strong cultural  

 

identity. They have developed coping strategies through leadership  

 

abilities and experiential know of previous experiences with  

 

discrimination.   
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All the Latinas in their narratives provided examples of how due to  

 

the lack of role model and mentors, they had to discover their own paths  

 

through the higher education environment.  Several Latinas found  

 

themselves rebelling against traditional family expectations in order to  

 

follow their passion to complete a higher education degree.  Through their  

 

personal sacrifices and empowerment the LPs have became activist in a  

 

movement to define their own identity in higher education.  In their new  

 

roles as educators these women are dedicated to eliminating stereotypes  

 

and racial barriers that continue to exist for Latino students.  In addition,  

 

these women continue to develop programs committed to the success of  

 

Latinas in all educational level.  

 

These women have succeeded in their professional careers and in  

 

their personal lives. They have been able to  ‘‘beat the odds’’ and become  

 

successful by overcoming obstacles through the development of strong  

 

cultural identities.  These women have not allowed the practice of racism  

 

and discrimination in their education and career paths to deny them the  

 

right to establish their own identities. Instead, they have developed ways in  

 

which to circumvent the negative effects of racism and have worked hard  

 

to carve out niches for themselves in a society that in general has not been  

 

welcoming to Latinas/Latinos (Casas, 2007). 
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Chapter VI 

 
Summary/Discussion/Implications/Suggestions/Conclusions 

 

This study gathered qualitative information through a series of 

interviews in an effort to understand and contextualize the influence of the 

professional and personal experiences of Latina administrators of Mexican 

descent in public four year universities in Texas and New Mexico.  The 

experiences, events, recollections and stories shared with the researcher 

gave voice to Latina/Mexican American female administrators’ 

experiences and revealed how so many similarities in the personal and 

professional experiences can exist between Latinas from different states 

and universities.  In addition, the study highlighted the importance of 

understanding and accepting each Latina’s individuality and uniqueness.  

Participants, through their willingness to allow the researcher access to 

intimate details of their lives, revealed the complexities and intricacies of 

their personal and professional experiences and influences on the 

development of their identities as Latinas.  The Latino culture’s strong 

belief in family, good work ethics and responsibility was evident in each of 

the participant’s ability to overcome challenges in their personal life, 

education, career path,  and ultimately in their administrative roles.  For 



Texas Tech University, Rosa Gallegos, August 2012  

 

384 

 

 

these Latina administrators, the quest for professional achievement and 

personal success is filled with obstacles, struggles, and many small 

victories which have been devalued or completely unnoticed by higher 

education.  The reward, however, for those who are able to persevere and 

achieve their goals is the understanding that they are creating their own 

identities in an educational arena where stereotypes, racism, and 

discrimination continue to be perpetuated by the dominant group.  These 

Latinas are also demonstrating their leadership in helping other Latinos to 

achieve their educational goals and accomplishing their professional goals.  

In addition they continue to find strength in the understanding that their 

families are benefiting from their success as educators. 

Summary of Themes 

 

Reflecting on the themes that emerged from the conversations is  

 

useful and provides an insight into the Latina participants’ journey which  

 

is still a rare occurrence in four year public universities across the nation.   

 

The narratives presented in this study are just seven examples of Latinas  

 

who have succeeded in their educational goals, but there are others in the  

 

pipeline who will attempt to make the same path.  What became apparent  

 

through this study was the continued impact and pervasive presence of  

 

race, culture, and gender on Latina administrators.  Even thought these  

 

women have succeeded and proven their expertise as educators they  
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continue to deal with issues of power, institutionalized racism, sexism, and  

 

privilege that exist and in their opinions continue to be perpetuated by the  

 

dominant group.  While any of the issues listed above could be a deterrent  

 

for any Latina seeking a higher education administrative position, the  

 

success of these Latinas has and will continue to highlight and challenge  

 

 bias in the educational system  and will open doors of opportunity for  

 

other Latinas. 

 

While the findings of this research provide several different  

 

implications for practice which could help improve the understanding of  

 

all Latinas administrators and leaders in higher education, the following  

 

suggestions are specific to these Latinas of Mexican descent.  The  

 

suggestions are not intended to change the higher education environment  

 

of all Latina administrators.  The higher education success of these women  

 

is an example of their abilities and yet they continue to encounter obstacles  

 

which appear to be purposely and strategically placed by the dominant  

 

group to somehow orchestrate the Latinas’ failure. 

 

According to the literature the feminine/feminist voices of Latinas  

 

have not been significantly heard and often have been devalued by the  

 

academy as being too emotional and culturally focused to be considered  

 

appropriate for university’s impartial academic environment.  However,  

 

these Latinas continue to voice the value of their experiential knowledge  
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and the importance of the dominant group understanding the importance of  

 

their individuality within the higher education environment. The findings  

 

from these seven Latinas’ narratives provide examples of obstacles and  

 

barriers that continue to limit their effectiveness as administrators. In their  

 

narratives the  Latina administrators explained how they maintained a  

 

strong sense of identity throughout their formative years and in to their  

 

current administrative positions.  They maintained a sense of who they  

 

were and what they believed in, and never lost touch with their family,  

 

culture and traditions.  Even though some of the Latinas’ pursuit of their  

 

educational goals may have been initially considered  a rebellious act, their  

 

family’s firmly grounded sense of family and culture nurtured their  

 

identities and allowed them to be resilient in the face of obstacles that  

 

challenged every aspect of their lives.   

 

While institutions of higher education boast of their commitment to  

 

seeking qualified minorities for administrative and faculty positions, the  

 

Latinas provided numerous examples of stereotypes and out right 

 

discriminatory actions that limited their effectiveness.  In order for  

 

educational institutions to show their commitment to diversity and  

 

dedication to providing an inclusive environment, the administrations of  

 

higher education institutions need to be reminded of the problems faced by  

 

Latina administrators.  A continued commitment toward institutional  
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efforts to recruitment, employment, mentoring, support, and promotion if  

 

Latinas in administrative roles with decision making power is essential.     

 

According to the Latinas narratives, the institutional culture 

reaffirmed the their personal and professional dilemmas regarding their 

place in administration and the academy in the following ways: a) the 

Latina administrators were often made to feel tokenized by the institution’s 

administration, b) the Latinas continue to face subtle racism and 

discrimination by other administrators, c) the Latinas have had to learn 

how to excel in an institutional culture controlled by a dominant group 

whose leadership was considered the “norm” and conflicted with the 

Latinas’ cultural driven leadership style, d) the Latinas continue to struggle 

to find avenues in which to claim their own “voice”  and create their own 

identity within an educational environment controlled by the dominant 

group’s expectations and stereotypes, e) while the Latinas’ successes 

demonstrated their innate ability to overcome and persevere, their 

credibility was questioned on a daily basis. 

While these Latinas have demonstrated their abilities as leaders and 

their capabilities for success, they continue to face colleagues and 

administrations that devalue their individuality.  Many of these Latinas 

have found that as the only Latina administrator in professional meetings, 

they experience the same feelings as the only minority student in a class or 
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in a residence hall, a Latina feels not only cultural shock but discomfort 

and isolation (Luna, 2000). The Latinas experienced racism in their own 

education and developed missions to become teachers in order to help 

students facing similar obstacles.  The Latinas’ experiences described how 

many administrators in decision making positions continue to support and 

promote a system still functioning within the deficiency theory.  The 

increased access of Latinos in to higher education has not changed the 

system instead Latinos continue to be evaluated according to the dominant 

groups’ expectations thus being evaluated as deficient.  Due to the limited 

number of Latinas in higher education, the Latinas did not have access to 

Latina role models or mentors as students, and even now have very little 

interaction with other Latina administrators.  The Latinas participants 

agree that it is important that young Latinas are mentored by other Latinas 

who are sensitive to their unique experiences.   

Even though higher education institutions promote these Latinas as 

experts and role models for the success of Latino students, these women 

feel devalued and vulnerable due to the lack of support and consideration. 

The Latinas’ commitment to development of programs to increase the 

educational success of Latino students in higher education continues to be 

given less attention by many institutions. The countless hours spent by 

Latina administrators in the Latino communities are considered wasted 
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time by the dominant group’s perspective.  While racial and discriminatory 

behaviors are subtle and delivered under the disguise of constructive 

criticism and antidotes for improvement, the behaviors still point to the 

dominant groups’ need to lessen the importance of the Latinas’ 

achievements.   

The racism and discrimination that these Latinas continue to 

encounter as educators do not come as a surprise to them.  These Latinas 

do find it difficult to battle racism and discrimination when dealing with 

administrative systems controlled by political agendas of the dominant 

group.  While these Latinas are expected to leave their cultural identities 

and social justice agendas outside of professional discussions, the 

dominant group does not reciprocate.  These Latinas were hired for their 

unique perspectives on cultural issues and yet they are not expected to be 

overly influential or take personal ownership of their diversity efforts.   

As students these women faced racism and discrimination.  Being 

an administrator in an institution of higher education to these women 

means not only accomplishing their personal and professional goals but the 

goals of very Latina who ever considered a higher education degree.  All 

Latinas regardless if they know each other feel a collective rather than 

individual motivation to make a difference in the access of higher 

education for all Latinos.  Creating access to higher education is a personal 
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motivator because of the Latinas ability to personalize all Latinos a 

extended family.  The idea that they are making a difference for the family 

is important.  While their “White” colleagues can categorize professional 

from personal and thus their feelings for family, Latinas chose not to deny 

their importance of their personal connections.  The dominant group 

continues to emphasize the Latinas’ cultural identities as deficits or  

inadequate for the established system.  The CRT/LatCrit Theory and 

Latina Feminist Leadership Theory highlight the educational system 

contradiction to claims to increased access-ability and acceptance. 

Suggestions for Future Research and Practice 

 

In this study I have tried to use the Latinas participants’ narratives 

to reflect their continuing struggles with challenging the mindset of the 

dominant group in higher education through their personal and 

professional experiences.  The findings of this study reveal the numerous 

personal and professional experiences that influence the leadership of 

women.  In order to continue to examine this particular area and to 

understand the leadership of Latinas administrators of Mexican descent, 

other areas of research must be examined. Moreover, further research on 

all Latinas in all areas and levels of higher education would prove 

beneficial.  The following recommendation are suggested: 
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Recommendations for Research. 

 Need to incorporate issues concerning bicultural development and 

cultural domination into the professional development of all 

administrators. 

 Latino administrators must be provided opportunities to examine 

their attitudes critically and to assess how they have responded to 

pressures to conform to the standards of the dominant group. 

 For Latinas to be more effective administrators it is important for 

them to have a better understanding of their bicultural identities. 

 All administrators must be provided the opportunities to examine 

their attitudes critically and to assess how they have responded to 

individual whose cultural identity does not conform to the 

standards of the dominant group.  

 Sufficient support by higher education institutions to accept the 

need to culturally change beyond rhetoric.   Support to make it 

possible for these women to succeed without superhuman efforts.     

 Commitment to Latina recruitment efforts - opportunity for 

educational institutions to overcome the “only Hispanic” 

phenomenon so often prevalent in higher education Vera (1982).   

 Development of  Latina networking programs with other 

institutions. 

 Same study with an increase in the number of Latina women being 

interviewed so as to add to the conformability and transferability of 

the research or same study with inclusion of more states. 

 From this study, it appears that early educational messages 

influenced the seven women professional personally.  It would be 

interesting to determine what messages young Latinas receive with 

regard to higher education as a career option.   

 The concept of tokenism needs to be explored further.  As 

institutions of higher education reexamine their commitment to 

equal employment it becomes important to determine current 

practices relative to the hiring of qualified Latina administrators.  

Practices need to be examined on a regular basis with feedback 

from current Latina administrators and Latina administrators who 

have left the system. 

 It would be interesting to determine what is considered as 

significant positive support between Latino “mothers” and 

“fathers” for Latinas and how does this support help to form young 

Latinas attitude about cultural identity and career options. 

 While the researcher attempted to capture a good understanding of 

the personal and professional experiences a more in-dept study is 
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necessary to truly capture the emotions, perceptions and values of 

these Latinas.   

 Study comparing new generation of Latina administrators to 

Latinas administrators who are on the verge of retiring or who have 

retired. 

 Study on widening gap between White and Latina administrators 

 Study on Latino administrators as perpetuators of Latina exclusion 

in higher education leadership? 

 Study comparing difference between Latinas who fit the mestiza 

context and those that fit the bicultural context 

 Study comparing Latinas administrators with academia career path 

and those from the business  

career path 

 

Recommendations for Practice. 

 

 The need for continuous professional mentoring once the Latinas 

are in their administrative positions. 

 Development of mentoring programs where experienced Latina 

administrators mentor aspiring Latina administrators with a focus 

on the unique personal and professional obstacles Latinas face in 

balancing personal and professional responsibilities. 

 Importance of Latinas meeting with all administrators in informal 

setting to discuss commonalities and diverse perspectives so 

administrators can began to understand and appreciate the expertise 

the Latina administrators bring to their position. 

 The importance of identifying and cultivating new Latina 

leadership into the administrative and executive pipeline. 

 Doctorate programs taught by Latina administrators who honestly 

focus on the reality of being an administrator especially of Latinas 

– targeting racism, sexism, and continued stereotyping.   

 Development of a well rounded Women’s studies program that 

speak to the needs and skill of women of color.   

 Addition of seminars that focus on research articles and leadership 

literature on the experiences of Latina/Latino administrators with 

colleagues, presidents, chancellors, and board of regents. 

 Conducting leadership and cultural competency training to 

administrators, executives, etc. 

 Development of Leadership Academy for aspiring administrators 

and inviting current and retired administrators and presenters, 

facilitators, etc. 
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 Development of programs to assist in providing professional credit 

to administrators and faculty that serve as mentors for women of 

color. 

 Forming a Latina Leadership Consortium for the purpose of 

cultivating future leadership and developing a pipeline for young 

Latinas to access Latinas in current leadership positions to 

strengthen the leadership skills of young Latinas. 

 Creating formal internship and shadowing programs for aspiring 

administrators of Mexican descent to build a network of Latinas in 

states with large Mexican American populations. 

 Conducting an analysis and critique of current educational 

leadership programs and assessing whether the curriculum is timely 

and relevant for the students in programs.  If the student enrollment 

is largely made of Latinas is the curriculum and the faculty’s 

expertise suitable for the Latinas needs.  Are the leadership 

competencies in the curriculum consistent and aligned with the 

cultural competencies needed by the changing demographics 

 Development of programs that give Latino students a realistic view 

of how their culture is beneficial to their education and career 

choices. 

 Research and survey the competencies of current administrators to 

evaluate if these individuals are still functioning under antiquated 

deficiency theory. 

 Investigate national doctoral programs in educational leadership 

and determine who has the best practices and highest success rates 

for prospective Latina leaders. 

 

 

Conclusion 

The numbers reflected in this study are small, and there must be 

caution not to generalize about Latina women or infer that the women 

interviewed reflect the voices of all Latinas, Chicanas, or Mexican 

American women.  While this study found some commonalities among the 

participants, there is great variability and the realities may be different.  

However, in an institution in which women administrators and faculty 
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members are the minority and the number of Latina in each respective 

position is dramatically small, their voices cannot be ignored.  Even 

though Texas and New Mexico are two states with a significant Latinos of 

Mexican descent population and a growing Latino student enrollment in 

higher education, the researcher had difficulty locating Latinas of Mexican 

descent administrators in positions fitting the studies criteria.  While the 

literature indicates that higher education administrations have discussed 

the affects of the changing demographics on higher education, 

administrators continue to ignore and devalue the contributions of Latinas.  

The Latina enrollment in higher education will continue to increase and 

thus the demands for further research on this segment of the population. 
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RESEARCHER’S REFLECTIVE SUMMARY 

As a result of initiating and completing this research study, I 

benefited personally and professional.  When determining the topic for my 

dissertation, I knew I needed to develop a topic that would motivate me 

personal and professionally.  In addition, I needed to find answers to my 

questions about what awaited me after completion of my Ph.D. and who 

better to provide those answers then success Latina administrators.   

I approached the data gathering part of this study with 

apprehension and excitement.  I was going to have an opportunity to speak 

with Latinas who essentially were my heroes.  These women had 

succeeded in educational and professional goals that I could only dream of.  

Even though I was in the mist of the dissertation process the possibility of 

completing and then the idea that I could use my degree to contribute 

academically to the higher education process appeared to be extremely far 

in the distance.  From these Latinas, I was going to have the opportunity to 

hear in their voices the experiences that shaped their educational career 

and leadership philosophy that they use on a daily to shape educational 

policies on their respective campuses.   

I instantly felt a connection with all the women in the study so 

many things they said brought back memories for me.  I started to realize 

that these women were just like me.  These women even though they had 
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proven themselves were still struggling to find answers to their own 

questions.  They were still trying to find their place in higher education.  

They were still the little Mexican girls who had to overcome the lack of 

support by educators and continue to persist among negative expectations.  

They were still dealing with educators who were predicting their failure.  

Their lives and everything they loved at some point in their educational 

career had been considered a deficit.   

As I listened to their personal and professional experiences, my 

admiration grew. Having the opportunity to add their stories to the 

literature was the greatest honor in my educational career. These women 

continue to be my role models for their persistence and their endeavor to 

succeed to make a difference to their families and countless Latino 

students.  Even though higher education may appear to only offer a dreary 

future for the few Latinas who make it past numerous obstacles to 

leadership position, these women remain positive.  They understand that 

any struggles they face today will only make it easier for other Latinas in 

the future.  

I enjoyed getting to know the Latina participants on a personal  

 

level and appreciated the trust and confidence conveyed that allowed me to  

 

capture their voices, their stories, and their ensuing legacy in an authentic  

 

way.  I my self grew from being exposed to their professional maturity,  
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their insights, and their commitment and dedication to their community  

 

and higher education.  I have certainly benefited by their sacrifice and owe  

 

a great deal of  respect to these women who have had the foresight and  

 

courage to break the gender and color barrier in higher education. 
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APPENDIX B 

 DATA MANAGEMENT PLAN AND INSTRUMENT FOR DATA 

GATHERING 

Data Management Plan 

 November  

 Human Subjects Approval 

 Proposal Approval 

 Pilot Study 

 December 

The six prospective participants will be contacted  first by 

telephone, second by email, and/or finally by U.S. mail.  Once 

contact is made, a brief, verbal/and/or written explanation of the 

study will be given.  When the selected Latina administrator agrees 

to participate, a packet containing the following information will be 

mailed.  

 a letter of invitation, which will serve as an introduction of 

the researcher and the study. 

 a formal consent form meeting Texas Tech University 

research requirements. 

 a summary of the research topic and an explanation of the 

participant’s role in the research. 
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 the preliminary questionnaire with a request to complete 

and return by the specified deadline 

Instrument for Gathering Data 

The researcher will contact the Latina administrators within two 

weeks of mailing the initial introduction packet.  When the Latina 

administrator or the gatekeeper is contacted, the researcher will confirm 

the receipt of the packet, answer any questions, and confirm participation 

if possible. 

1. The data collection sequence will include the following phases; 

a. Review and coding of preliminary demographic 

questionnaire 

b. Telephone call or email to schedule or confirm the 

interview appointment       

c. A letter confirming the interview and copy of interview 

questions will be mailed. 

2. Interview procedure 

a. Introduction 

b. Explanation and permission to audio tape the interview 

c. Notation of general observations 

d. Begin interview 

3. After interview review notes and make any additions 
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4. Scheduled triangulation interview 

5. Transcription of interview notes and recording 

6. Contact participants to schedule review of interview transcription 

Analysis of transcriptions by participants  
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APPENDIX C 

 LETTER AND E-MAIL OF INTRODUCTION TO LATINA 

ADMINISTRATRORS 

 

Date 

 

Dear [Latina Administrator] 

I am a doctoral candidate in higher education at Texas Tech 

University in Lubbock Texas, and beginning my dissertation work.  My 

research topic is “Latina Administrators in Higher Education.”  I plan to 

conduct my study by interviewing several Latina administrators from 

public universities in Texas and New Mexico.  My goal is to obtain a 

better understanding of the professional and personal experiences that have 

led or aided the advancement in higher education administration of 

Latinas. My dissertation committee chair is Dr. Sylvia Mendez-Morse, 

professor in the Texas Tech University College of Education. 

Due to your work and achievements as a Latina administrator in 

higher education, I would like to include you in my study.  Your 

involvement would consist of the initial completion of a demographic 

questionnaire about 20-30 minutes and then an interview with a possible 

follow-up conversation for information clarification.  The demographic 

questionnaire and a consent form will be mailed to you with a request to 

complete and return prior to the interview.  The interview would be 

scheduled in the spring of 2011 in your office or a location that is 

convenient to you. The interview will last approximately 45 minutes.  With 

your permission, I would also like to audio tape the interview.  During the 

interview, I would ask you about eleven open-ended questions to help me 

better understand a) What personal and professional leadership experiences 

have impacted you as an administrator and b) How have these personal and 

professional experiences shaped your leadership skills?  You will have the 

option to stop the interview and taping at anytime.  In addition, I would 

like to request the name of an individual, who will be able to speak to your 

administrative and leadership role at the institution.  This individual would 

be contacted for an interview time at his or her convenience. To insure 

confidentiality, all names will be replaced with identification codes and 

pseudonyms. All documentation as well as audio tapes will be destroyed 

approximately one year after my dissertation is completed.  Your 

participation in the study is voluntary and your decision to participate or 

not to participate will be kept confidential. 
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I know that your schedule is very busy, but I would be very grateful 

if I had a chance to interview you for my study.  Your participation would 

greatly contribute to the success of this work.  If a face-to-face interview 

cannot be scheduled, I would be open to a telephone interview.  Feel free 

to contact me by phone at (806) 742-3451, ext. 250 or by e-mail at 

rosa.gallegos@ttu.edu if you have any further questions about this study.  

You may also contact Dr. Sylvia Mendez-Morse by phone at (806) 742-

1977, ext. 367 or by e-mail at Sylvia.mendz-morse@ttu.edu. 

I will contact your administrative assistant in the next week to 

schedule a formal appointment and send you a demographic questionnaire 

as well as provide you with a consent form for the interview.  Thank you in 

advance.  I look forward to meeting you in person. 

 

Sincerely, 

Rosa H. Gallegos 

Doctoral Candidate in Higher Education 

College of Education Texas Tech University 
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APPENDIX D 

 LETTER FOR DEMOGRAPHIC QUESTIONNAIRE AND 

CONSENT FORM FOR LATINA ADMINISTRATORS 

 

Date 

Latina Administrator 

Address 

 

Dear [Latina Administrator] 

 

Thank you for agreeing to participate in my study on “Latina 

Administrators in Higher Education.”  I know that your schedule is very 

busy and I am very grateful that you have taken the time to add my study 

to your schedule.  Your participation will greatly contribute to the success 

of this study. Enclosed with this letter you will find the demographic 

questionnaire and the consent form.  Also included is a self-addressed 

stamped envelope.  The questionnaire will take about 20 to 30 minutes to 

complete.  The questions in the questionnaire will allow me to create an 

initial profile for your interview.  Please complete the questionnaire and 

sign the consent form.  Both items should be returned in the provided 

envelope.  Please do not include your name or the name of your institution.  

The envelope has been coded to insure confidentiality.   I will contact you 

in one week to check on the delivery of the demographic questionnaire and 

consent form.  At that time I will also schedule a date and time for your 

interview. 

 

Thank you again for your time.  Please feel free to contact me by 

phone at (806) 742-3451, ext. 250 or by e-mail at rosa.gallegos@ttu.edu if 

you have any further questions about this study.  You may also contact my 

committee chair, Dr. Sylvia Mendez-Morse by phone at (806) 742-1997, 

ext. 367 or by e-mail at Sylvia.mendez-morse@ttu.edu. 

Sincerely, 

 

Rosa H. Gallegos 

Doctoral Candidate in Higher Education 

College of Education 

Texas Tech University 
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APPENDIX E 

 

 LATINA ADMINISTRATOR CONSENT FORM  

 

Consent Form 

 

You are invited to participate in a study of Latina Administrators in 

Higher Education.  The goal of the study is to obtain a better understanding 

of the professional and personal experiences that have led or aided your 

advancement in higher education administration.  You were selected as a 

possible participant in this study because of your position and 

achievements.  Selection information was gathered through your 

institution’s website.   

 

If you decide to participate, you will be sent a demographic 

questionnaire and in addition be asked to give an individual interview 

lasting approximately 45 minutes.  With your permission you may be 

contacted after the interview for additional information or to schedule a 

follow-up interview.  With your permission the interview will be audio 

taped. You will have the option to stop the interview and taping at 

anytime. Audio tapes and interview notes will be transcribed by an 

additional individual.  All documentation and audio tapes will be assigned 

an identification code.  Interviewer will remove your name and your 

institution’s name from all documentation including audio tapes.  

Interview transcriptions and notes will be sent to you for information 

clarification. Audiotapes and all documentation will be destroyed 

approximately one year after the researchers dissertation in completed. 

 

Any information that is obtained in connection with this study and 

that can be identified with you will remain confidential and will be 

disclosed only with your permission.  Any reporting of anecdotal data or 

quotes will be presented in such a way as to preclude identification of 

individuals. To insure confidentially, all names will be replaced with 

identification codes and pseudonyms will be used in the final report.  All 

documentation as well as audio tapes will be destroyed approximately one 

year after the researcher’s dissertation is completed. 

 

Your participation in this study is voluntary. Your decision to 

participate or not to participate will be kept confidential and will not 

prejudice your future relations with this university.  If you decide to 

participate, you are free to withdraw your consent and to discontinue 

participation at any time. 
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For questions about your rights as a subject, contact the Texas Tech 

University Institutional Review Board for the Protection of Human 

Subjects, Office of Research Services, Texas Tech University, Lubbock, 

Texas 790409.  Or you can call (806) 742-3884.  You may contact me by 

phone at (806) 742-3451, ext. 250, or by e-mail at rosa.gallegos@ttu.edu.  

You may also contact, my dissertation chair, Dr. Sylvia Mendez-Morse, 

professor in the College of Education by phone at (806) 742-1997, ext. 367 

or by e-mail Sylvia.mendez-morse@ttu.edu._______________________ 

 _________________________  

Signature       Date 

 

___________________________________________________ 

Printed Name 

This consent form is not valid after August 31, 2011 
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APPENDIX F 

 LATINA ADMINISTRATORS’ DEMOGRAPHIC 

QUESTIONNAIRE 

Demographic Questionnaire   Code #_________________ 

The Demographic Questionnaire includes questions that address the 

personal and professional background of the primary research participants.  

It will be used to create a preliminary profile of the participants.   

PRELIMINARY PERSONAL/PROFESSIONAL BACKGROUND 

QUESTIONS: 

 

Thank you for taking the time to participate in this study.  The following 

questionnaire should take about 20-30 minutes of your time.  When you 

are finished, please use the addressed stamped envelope provided to return 

the questionnaire. Do not include your name or address the envelope has 

been coded. I will contact you to discuss scheduling a time (convenient for 

you) to conduct an interview.  If you have any questions, please feel free to 

call me at (806) 742-3451 ext. 250 or e-mail me at 

rosa.gallegos@ttu.edu.You may also contact my dissertation chair, Dr. 

Sylvia Mendez-Morse at (806) 742-1997, ext. 367 or Sylvia.mendez-

morse@ttu.edu.   Your time and assistance is appreciated.  I look forward 

to our interview. 
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Current Position: 

Q-1.  Exact position title (e.g., President, Provost, Vice Provost, Director 

of Institutional Diversity): 

____________________________________________________________ 

Q-2.  Number of years in position: ____________________________ 

Q-3.  List the number of staff under your direction. 

            Full-time    Part-time 

 

Professional  _______    _______ 

Clerical  _______    _______ 

Graduate Assistants _______    _______ 

Work Study  _______    _______ 

 

Q-4.  Did you move to this position from:  

____ Within the institution 

____ Within the same state system 

____ Within the same state 

____ Outside of the state 

____ Other (please describe)____________________________________ 

Q-5.  Type of Institution 

 

____ Hispanic Serving Institute 

 

_____Traditionally White Institute 
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Family and Educational Background: 

Q-6.  Family background indicate if you were a first generation college 

student 

Yes________________  No________________________ 

Q-7.  Please check all degrees earned and indicate major field of study: 

Degrees Earned     Field of Study. 

_____Bachelor’s______________________________________________ 

 

_____Master’s _______________________________________________ 

 

_____Ed.D.__________________________________________________ 

 

_____Ph.D.__________________________________________________ 

 

_____Professional Degree ______________________________________ 

          (name of degree) _________________________________________ 

 

_____Other __________________________________________________ 

 

Career Path: 

  

Q-8.  Briefly describe your career path to your current position 

____________________________________________________________ 

____________________________________________________________ 

____________________________________________________________ 

____________________________________________________________ 

____________________________________________________________ 

____________________________________________________________ 

____________________________________________________________ 

 

Q-9 Are you currently or actively seeking a job change, including the 

consideration of retirement. 

 

_____yes  _____no   ______maybe 
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If yes or maybe, what are some possible job change options. 

 

Position Type   Institutional Type         Sector Type 

1 – similar position  1 – current institution         1 – public 

2 – new position at a  2 – two – yr institution        2 – private 

higher level in current area 3 – research and doctoral    3 – government 

3 – new position in a new 4 – comprehensive college/university     

Administrative area  5- library arts college         4 – no preference 

4 – retirement   6 – higher education         5 – not applicable 

5 – other (please specify) agency/organization    

___________________ 7 – state education agency 

___________________ 8 – federal education agency 

___________________ 9 – for-profit education organization 

    10 – outside higher education 

    11 – not applicable 

    12 – other (please specify) 

 

 

Q-10 If no, please describe your reasons for continuing in your current 

position. 

____________________________________________________________ 

____________________________________________________________

  

____________________________________________________________ 

____________________________________________________________ 

____________________________________________________________ 

 

Thank you for your time and assistance. 

 

 

Please return the Demographic Questionnaire to Rosa Gallegos, Texas 

Tech University, Box  Number, Lubbock, TX 79409 
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APPENDIX G 

 

 INTERVIEW SCHEDULE: LATINA PARTICIPANTS 

 

Interview Guide Latina Administrator 

Interview Date: __________ Start Time: _________ End Time: ________ 

 

Institution ID#: __________ Interview Location: ____________________ 

 

Position: ___________________________ 

 

Triangulation contact: _________________________________________ 

 

LP ID Code#: ______________________________ 

 

INTRODUCTORY STATEMENT 

 

Thank you for agreeing to this interview.  As previously explained, this 

research is designed to obtain an understanding of the professional and 

personal experiences that have led or aided the advancement in higher 

education administration of Latinas.  Due to your position as an 

administrator, your perspectives would provide valuable insights into the 

role Latina administrators have in higher education administration.  I 

would like to ask you two sets of questions to explore:   

 

1) What personal and professional leadership experiences have impacted 

you as an administrator? 

 

2) How have these personal and professional experiences shaped your 

leadership skills? 

 

The interview will last no more than 45 minutes.  You may discontinue 

your participation in this study at any time.  If you don’t object, I will 

begin the interview with a few demographic questions to confirm the 

demographic questionnaire information.  I will capture your responses on 

audiotape and in note form.   The audio taped interview and notes will be 

transcribed by an additional individual.  Once transcribed the interview 

and notes will be sent to you for clarification.  Direct quotes will be used in 

the final study and assigned a pseudonym.   

Do you have any questions for me before we begin?  Do you consent to 

this interview?   
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Please provide the name of an individual, who will be able to speak to your 

administrative leadership role at the institution. 

 

 

A. Demographic Information Review 

 

What is your exact position title? 

 

How long have you been in this position? 

When did you come to this institution? 

 

Which prior position have you held – here and at other institutions? 

 

What is the size of your institution in terms of student enrollment? 

 

What is the ethnic composition of your institution? 

 

B.  Research Questions 

 

The research will be guided by the following over arching 

questions:  What personal and professional leadership experiences have 

impacted these Latinas as administrators?  How do the personal and 

professional experiences of these Latinas shape their leadership skills?  

Based on both a cultural and feminist framework, the study aims at 

addressing the following additional questions.   

1.  How have your life experiences helped you in seeking and acquiring 

administrative leadership positions? 

2.  How have your personal experiences influenced your definition of 

leadership? 

3.  How have your professional experiences helped you in seeking and 

acquiring administrative leadership positions? 



Texas Tech University, Rosa Gallegos, August 2012  

 

433 

 

 

4.  How have your professional experiences influenced your definition of 

leadership? 

5.  What have you as a Latina learned from your personal leadership 

experiences? 

6.  What have you learned from your professional leadership experiences? 

7.  How do you as a Latinas’ interpret the meaning of leadership? 

8.  How do you feel your leadership experiences compare to the 

experiences of other Latinas’ in leadership positions? 

9 Who in your professional work has or have influenced your leadership 

skills? 

10.  Who in your personal life has or have influenced your leadership 

skills? 

 

Thank you for the interview and time.  Once the audio types and notes are 

transcribed I will send them to you.  My time line for transcription is May.  

Please feel free to contactme at anytime. 
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APPENDIX H 

 

TELEPHONE INTERVIEW GUIDE AND SCRIPT FOR LATINA  

 

ADMINISTRATORS 

 

 

Telephone Interview Guide and Script for Latina Administrator 

Interview Date: _________ Start Time: _________ End Time: _________ 

Institution ID#: ________ Interview Location: ______________________ 

Position: ___________________________ 

LP ID Code #: ______________________________ 

 

RG Dr. ____________, this is Rosa Gallegos calling from Texas Tech 

University regarding the interview on Latina Administrators. 

LP: 

RG: Thank you for agreeing to this interview.  Before we get started 

with the interview, I do need to inform you that this interview will 

be recorded.  I will now turn on the tape recorder and ask you to 

answer the following question:  Do you consent to the interview 

and the recording?  

LP: 

RG: Thank you… The interview will last no more than 45 minutes.  

You may discontinue your participation in this study at any time.  

The audio tape and the notes will be transcribed by an additional 

individual.  Once transcribed, the interview and notes will be sent 

to you for clarification.  Direct quotes will be used in the final 

study.  Your name and institution will not be used in the study and 

any references will be designated by identification codes for 

example LP1, LP 2, etc.  IHE1 or IHE2, etc.   

RG: As I previously explained in our earlier conversation, I am 

researching Latina Administrators in four year public institutions.  

This research is designed to obtain an understanding of the 

professional and personal experiences that have led or aided the 

advancement Latinas in higher education administrative positions.  

Due to your position as an administrator, your perspectives would 

provide valuable insights into the role Latina administrators have in 

higher education.  I would like to ask you two sets of questions: 

1)  What personal and professional leadership experiences have 

impacted you as an administrator? 

2) How have these personal and professional experiences shaped 

your leadership skills? 
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RG:  Please provide the name of an individual, who will be able to speak 

to your administrative and leadership role at the institution ____________. 

RG:  We will begin with a demographic information review: 

1. What is your exact position title? 

2. How long have you been in this position? 

When did you come to this institution? 

1. Which prior position have you held…here and/or at another 

institution? 

2. What is the size of your institution in terms of student enrollment? 

3. What is the ethnic composition other institution? 

RG: Research questions: 

1.  How have your life experiences helped you in seeking and acquiring 

administrative leadership positions? 

2.  How have your personal experiences influenced your definition of 

leadership? 

3.  How have your professional experiences helped you in seeking and 

acquiring administrative leadership positions? 

4.  How have your professional experiences influenced your definition of 

leadership? 

5.  What have you as a Latina learned from your personal leadership 

experiences? 

6.  What have you learned from your professional leadership experiences? 

7.  How do you as a Latinas’ interpret the meaning of leadership? 

8.  How do you feel your leadership experiences compare to the 

experiences of other Latinas’ in leadership positions? 

9 Who in your professional work has or have influenced your leadership 

skills? 

10.  Who in your personal life has or have influenced your leadership 

skills? 

 

RG:  I think our 45 minutes are up.  Is there anything that I did not ask that 

you would like to add? 

I would like to thank you again for the interview.  I just need to confirm 

the name of the individual that I need to contact for the triangulation 

interview:  ________________________ 

RG:  My timeline for transcribing the audio tape and notes is May.  I will 

contact you before so I can send you the transcription for clarification. 

 

Thank you and I will be in contact. If you have any questions, please feel 

free to contact me. 

Good bye. 
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APPENDIX I 

 

 LETTER AND E-MAIL OF INTRODUCTION TO 

  

 TRIANGULATION PARTICIPANTS   

 

Date 

 

Dear __________: 

 

I am a doctoral candidate in higher education at Texas Tech 

University in Lubbock Texas, and I was referred by ________________.   

I have interviewed ________for my dissertation work.  My research topic 

is “Latina Administrator in Higher Education.”  I plan to conduct my study 

by interviewing several Latina administrators from public universities in 

Texas and New Mexico.  My goal is to obtain a better understanding of the 

professional and personal experiences that have led or aided the 

advancement in higher education administration of Latinas. 

Due to your personal and professional connection with _________, 

I would like to include you in my study.  Your involvement would consist 

of an initial telephone interview at your convenience and a possible 

follow-up conversation for question clarification. The interview will 

explore your professional experiences with __________ and your ability to 

speak on her leadership role.  The interview would be conducted in the 

spring of 2011.  The interview would last approximately 30 minutes and 

with your permission it would be audio taped.  During that time I would 

ask you three open-ended questions to help me better understand your 

experiences with __________ as an administrator.  You will have the 

option to stop the interview and taping at anytime.  All documentation 

connected with the interview will be identified with code number and your 

name and institution will be removed.  The final report will use a 

pseudonym for any direct quotes.  Your participation in the study is 

voluntary and your decision to participate or not to participate will be kept 

confidential.  All documentation as well as audio tapes will be destroyed 

approximately one year after my dissertation is completed. 

I know that your schedule is very busy, but I would be very grateful 

if I had a chance to interview you for my study.  Your participation would 

greatly contribute to the success of this work.  Feel free to contact me by 

phone at (806) 742-3451, ext. 250 or by e-mail at rosa.gallegos@ttu.edu if 

you have any further questions about this study. You may also contact Dr. 

Sylvia Mendez-Morse by phone at (806) 742-1977, ext. 367 or by e-mail at 

slyvia.mendez-morse@ttu.edu. 
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I will contact you next week to schedule an appointment for the 

telephone interview and send you a copy of the interview questions as well 

as provide you with a consent form for the interview.  Thank you in 

advance.  I look forward to meeting you in person. 

 

Sincerely, 

Rosa H. Gallegos 

Doctoral Candidate in Higher Education 

College of Education Texas Tech University 
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APPENDIX J 

 

 CONSENT FORM LETTER FOR TRINAGULATION 

 

PARTICIPANTS 

 

 

Date 

Mr. or Ms.  _______________ 

Address 

 

Dear [Triangulation Participant] 

 

Thank you for agreeing to participate in my study on “Latina 

Administrators in Higher Education.”  I know that your schedule is very 

busy and I am very grateful that you have taken the time to add my study 

to your schedule.  Your participation will greatly contribute to the success 

of this study. Enclosed with this letter you will find the consent form and a 

copy of the interview questions.  Also included is a self-addressed stamped 

envelope.  Please sign the consent form and return the form in the provided 

envelope.  Please do not include your name or the name of your institution.  

The envelope has been coded to insure confidentiality.   I will contact you 

in one week to check on the delivery of the consent form.  At that time I 

will also schedule a date and time for your interview. 

 

Thank you again for your time.  Please feel free to contact me by 

phone at (806) 742-3451, ext. 250 or by e-mail at rosa.gallegos@ttu.edu if 

you have any further questions about this study.  You may also contact my 

committee chair, Dr. Sylvia Mendez-Morse by phone at (806) 742-1977, 

ext. 367 or by e-mail at Sylvia.mendez-morse@ttu.edu. 

Sincerely, 

 

Rosa H. Gallegos 

Doctoral Candidate in Higher Education 

College of Education 

Texas Tech University 
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APPENDIX K 

 

  TRIANGULATION PARTICIPANT CONSENT FORM 

  

Consent Form 

You are invited to participate in a study of Latina Administrators in 

Higher Education.  You were selected as a possible participant in this 

study because of your personal and professional connection with 

______________.   The study will not identify you and/or your institution 

by name. 

If you decide to participate, you will be asked to give an individual 

telephone interview lasting approximately 30 minutes.  With your 

permission you may also be contacted after the interview for additional 

information or to schedule a follow-up interview.  With your permission 

the interview will be audio taped. You will have the option to stop the 

interview and taping at anytime. Audio tapes and interview notes will be 

transcribed by an additional individual.  All documentation and audio tapes 

will be assigned an identification code.  Interviewer will remove your 

name and your institution’s name from all documentation including audio 

tapes.  Interview transcriptions and notes will be sent to you for 

information clarification. Audiotapes and all documentation will be 

destroyed approximately one year after the researcher’s dissertation in 

completed. 

Any information that is obtained in connection with this study and 

that can be identified with you will remain confidential and will be 

disclosed only with your permission.  Any reporting of anecdotal data or 

quotes will be presented in such a way as to preclude identification of 

individuals. To insure confidentially, all names will be replaced with 

identification codes and pseudonyms will be used in the final report.  All 

documentation as well as audio tapes will be destroyed approximately one 

year after the researcher’s dissertation is completed. 

Your participation in this study is voluntary. Your decision to 

participate or not to participate will be kept confidential and will not 

prejudice your future relations with this university.  If you decide to 

participate, you are free to withdraw your consent and to discontinue 

participation at any time. 

For questions about your rights as a subject, contact the Texas Tech 

University Institutional Review Board for the Protection of Human 

Subjects, Office of Research Services, Texas Tech University, Lubbock, 

Texas 790409.  Or you can call (806) 742-3884.  You may contact me by 

phone at (806) 742-3451, ext. 250, or by e-mail at rosa.gallegos@ttu.edu.  

You may also contact, my dissertation chair, Dr. Sylvia Mendez-Morse, 
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professor in the College of Education by phone at (806) 742-1977, ext. 367 

or by e-mail at Sylvia.mendez-morse@ttu.edu. 

_______________________   _____________________ 

Signature      Date 

___________________________________________________ 

Printed Name 

 

 This consent form is not valid after August 31, 2011. 
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APPENDIX L 

 

 INTERVIEW SCHEDULE FOR TRIANGULATION  

 

PARTICIPANTS 

 

Interview Schedule for Triangulation Participants 

Interview Date: ________ Start Time: ________ End Time: ___________ 

 

Institution ID#: _________ Interview Location: _____________________ 

 

Position: ___________________________ 

 

TP Code # ___________________________________________________ 

 

INTRODUCTORY STATEMENT 

Thank you for agreeing to this interview.  I have been referred by 

____________.    

With your consent this interview will be audio tape recorded.  I now will 

turn on the tape recorder.   

 

As I explained in our earlier conversation, my research is designed to 

obtain an understanding of the professional and personal experiences that 

have led or aided the advancement in higher education administration of 

Latinas.  Due to your personal and professional connection with 

_______________.  Your perspectives would provide valuable insights 

into the role Latina administrators have in higher education administration.   

 

Thank you again for your time…The interview will last no more than 30 

minutes.  I will capture your responses on audiotape and in note form.  The 

audio taped interview and notes will be transcribed by additional 

individual.  Once transcribed the interview and notes will be sent to you 

for clarification.  Direct quotes will be used in the final study.  Direct 

quotes will be assigned a pseudonym.  Your name and institution will not 

be used in the study and any reference will be identified by a unique 

identification code for example TP1, TP2, etc. You may discontinue your 

participation in this study at any time.  

 

Do you have any questions for me before we begin? 
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We will begin with a demographic information review: 

Demographic Information Review 

 

1. What is your position? 

 

2. How long have you been in this position? 

 

3. How long have you known _____LP Code #___________? 

 

TRIANGULATION QUESTIONS: 

1.  Describe the leadership effectiveness of ________________________. 

2.  Do you feel that the ethnicity of ________________has influenced her 

leadership perceptions?  Please Explain. 

3.  How do you feel the career path of __________has influenced her 

leadership skills? 
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APPENDIX M 

 

 LETTER TO LATINA ADMINISTRATORS AND  

 

TRIANGULATION PARTICIPANTS FOR INTERVIEW AND  

 

NOTES REVIEW/CLARIFICATION 

 

Date 

Interview Participant 

Address 

 

Dear [Interview Participant] 

 

Thank you for agreeing to participate in my study on “Latina 

Administrators in Higher Education.”  I know that your schedule is very 

busy and I am very grateful that you have taken the time to add my study 

to your schedule.  Your participation will greatly contribute to the success 

of this study. Enclosed with this letter you will find a transcribed copy of 

the interview and my researcher’s notes.  Also included is a self-addressed 

stamped coded envelope.    

Please review the interview transcription and researcher notes for 

clarifications.  Make all notations or clarifications on the transcript.  To 

meet the deadline that my dissertation chair has set for my draft of the 

interviews, I have set the date for return of the transcript and notes for 

__________.  Please let me know if you need more time.  When returning 

the documents, please do not include your name or the name of your 

institution.  The envelope has been coded to insure confidentiality.   I will 

contact you in one week to check on the delivery of the documents.   

Thank you again for your time.  Please feel free to contact me by 

phone at (806) 742-3451, ext. 250 or by e-mail at rosa.gallegos@ttu.edu if 

you have any further questions about this study.  You may also contact my 

committee chair, Dr. Sylvia Mendez-Morse by phone at (806) 742-1977, 

ext. 367 or by e-mail at Sylvia.mendez-morse@ttu.edu. 

Sincerely, 

 

Rosa H. Gallegos 

Doctoral Candidate in Higher Education 

College of Education 

Texas Tech University 
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APPENDIX N 

 

 CODED ENVELOPE 

 

 

 

 

 

 

 

LP 1 or  TP 1         

          

        Stamp 

 

 

 

 

     Rosa Gallegos 

     Texas Tech University 

     Address 
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APPENDIX O 

 CODE LIST 

 

LP – Latina Participant 

TP – Triangulation Participant 

ATR – Additional Transcript Reader 

ARQ – Arching Research Question 

IHE – Institution of higher education 

 

 

 

 

 

 

 

 

 

 

 

 

 


