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ABSTRACT

THE CAREER DEVELOPMENT OF LATINA WOMEN ACHIEVING TH E
POSITION OF PUBLIC HIGH SCHOOL PRINCIPAL

By

Consuelo Anna Palacio

The University of Wisconsin-Milwaukee, 2013

Under the Supervision of Dr. Gail Schneider

For this qualitative study, | used the lens of @oeial Cognitive Career Theory to
investigate the lived experiences of Latina womawvigating their career paths into the roles
of public high school principals. Latina women arelerrepresented and in some states they
are not represented at all. Few Latina women bavared the position of high school
principal in public education; however for thoseontave, it is unclear how they attained the
position. It was significant to learn about thetéas that have lead to the representation of
Latina women who serve as high school principdlse representation of Latina women
high school principals is minimal and limited tatsts where there are high concentrations of
the Latino student population. The U.S. Censuserted that the increasing number of
Latino students entering public high schools wilhtinue to grow in the Zcentury. The
changing student body demographics in public schath Latino students are also

expanding to different parts of the United Stat€his qualitative investigation asked the

ii



central question: How do Latina women describertineed experiences while navigating
their career paths into public high school printshg?

Participants were asked fourteen open-ended qusstiéive major themes emerged
from the interviews: (1) early influence (i.e. faynand cultural traditions), (2) diverse career
background (i.e. professional careers and oppdi#sninto education profession), (3) high
achieving teachers (i.e. initiatives and advanceénét) professional leadership initiatives
(i.e. data management, accomplishments, challeagédssupport systems), (5) professional
upward mobility (i.e. leadership style, supervisopgning doors to the principalship,
aspirations beyond principalship). Through theperiences with family and cultural
traditions, the Latina women principals developee@arly influencdoundation. The early
influences meant having high expectations and atspns for children’s education, which
compelled the principals to ensure that studertseded in the classroom. A second
feature was diverse career backgroundA diverse background meant having broad
business perspectives, having specialized skitiskaowing how to incorporate their talents
to manage the implications of leadership in edocatiFindings from this study confirmed

and added to past literature contributions.
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CHAPTER 1: INTRODUCTION

Where I'm From
By Consuelo Palacio

| am from Fruitvale apartments, from “hamidown”ttles,
dirt grass backyards and stray dogs we keep.
| am from a house with a porch
and a friendly watch dog,
from my “granma” whose
work, ironing clothes,
is next door.

| am from a house of parties with relatives neat fam,
where drinking is free, dancing is fun to watch,

and laughter is abundant.

I am from “granma’s” backside triplex, cement patail chain-
link fence, five barking dogs and a new
lemon tree, where parties no
longer festive
at night.
I am from a place where fear of sexuality, shame,
distrust of home-living
and drunkenness
exists.

| am from a house of our own where memories ara,bor
feelings run deep and secrets | keep.
| am from the church down the street and wear aksdred
skirt, white shirt and two-tone
brown suede
lace-ups.
| am from innocents, a walk with the lord,
and psychic prophesies that
reveal and come to
life.

| am from that crazy place outside of school whmeshots,
whores and pimps, pregnant teens and
bloody people run the streets, where Barts
speed up-top and buses are
everywhere.
| am from heat, and sunny beaches, and surrourwlidges
and buildings where immediate



relatives can be
reached.
| am from the land where Dorothy once visited te#ow brick
road, a place where | dream about clicking my heels
and where family feuds are
everywhere.
| am from a place where it heats like an oven amdex's snow
reach to my knees, a place where cows grow
big only to fill the air with their fear
at the slaughter house
all through the
summer.
| am from a place where thick large black and brémausts click
in chorus, a place where | have died
while living.

| am from deep thought, isolation, and attempt ahyocation.
| am from a place where its safe and independeakastshape,
where | experience joy, heartbreak,
Chill'n and feel'n.

| am from Him who rejuvenates my soul and blesses m

with three who need

me.
I am from a place where | lay my head down and woriethat the
HELL am | doing here!” when there is

suppose to be two!

| am from a place where | love my children and cmrgtiously
guide them in their schooling,
where | see others not so
fortunate.

| am from a place where others are not so luckygrevlvoice is not
heard, but should be.
I am from those moments when | reflect on those témb not
cometh to their potential, but should have.
| am confronted to pave the sticks that turn tasoa
that turn to dreams...that turn to goals!

I am from this not so “far out” place where butlies mate, live
and die with so much
Grace.



Who Am |
This poem is presented to my reader so that yougeag sense of who | am and know
how I fit in the research. | am a Latina womamm tri-cultural. | was born in California. |
am tri-cultural because | grew up with my mothetdtural values, my dad’s cultural values
and cultural values of the United States. My motiaas born in Nicaragua and moved to the
United States at age eleven. My father is Mexiarerican born in Kansas. His
grandparents migrated from Mexico to work the calfs in the United States. He is third
generation; however, his parents held strong rmokdexican traditional cultural values.
The presence of my poem demonstrates my appraciatimy professor who showed me
how to express my reflections of self. Without gaidance, | would not have been able to
create such a keen insight. It is through furtieélection that | have decided to reclaim my
maiden name, Consuelo Palacio. | am inspired éyfgportunity to help Latina women like
me achieve career aspirations in public educatibis. my hope to give voice to these
women principals who have experiences and persesatooted in American education that
ought to be distinguished in scholarly literatuMy long-term goal is to work as a college
professor in the field of education and to bringticcholarly literature to the forefront to
highlight the works of educational leadership net lyeard.
My Curiosity About Latina Women Principals in Publi c Education
After completing the course work in the Ph.D pragr&was required to write a
dissertation. What topic | would research | did kmow. My Chair asked me about the
representation of Latina women in the principalsHijpon research, | learned that there were
few Latina women high school principals in publahsols, and in some states there were

none. | was obviously curious and wanted to ingegt Latina women who chose to serve



as high school principals. What was extraordirsdogut these few women who became high
school principals in mainstream society or Whiteisty? Were these women influenced at
an early age with Latino cultural values, Latinaditional values, family values or other
values? Was their principalship development inftexl by early influences? Does the
Latino culture identity for women calledarianismocontribute to or hinder Latina women
ascending to high school principal? What doesdesidp development look like? My
research to learn the knowledge about Latina wosnesreer paths to the principalship
would produce evidence that would answer my questid he central question became:
How do Latina women describe their lived experiesneile navigating their career paths
into the public high school principalship?
Identified as Latina

Men and women who speak Spanish, who have pardrdspeak Spanish, who come
from Spanish-speaking countries or who are descesdd individuals who come from
Spanish-speaking countries are categorized in thieed) States. For example, Hispanics,
Chicanas/os and Latinas/os refer to the commusitywhole— Latino and Chicano for men
and Latina and Chicana for women. For this papeil| use the term Latina/o so that the

paper reads more fluently. Chicanos is referrddeaicans only.



BACKGROUND
In the United States equal opportunity for educateadership for our ethnically
diverse population came as a result of the landroaskBrown versus Board of Education
of Topeka(1954), a desegregation case, and the civil rigintgygle. As a result,
underrepresented ethnically diverse women and raee aspired to and advanced into
leadership positions in public education. So whthere low numerical representation of
Latina women school principals, especially thosgisg in the high schools? Additionally,
for Latinas who have excelled, why is there a lacknowledge on their ascension into the
role of high school principal? Dominated by Whitales, a public high school principal has
a challenging position. Principals hold power anthority to influence academic progress,
advocate for students, regulate policy, lead, aadage. They recruit schoolteachers and
assistant principals. Further, they influencedhiculum and instruction in classrooms and
act as a role model (Ubben, et al., 2004). Howewatina high school principals are nearly
unseen to Latina teachers and youth. Latina wosnaites are often silent. Minimal
attention in academia is given to understanding timy advanced into their roles and
managed to be successful serving as high schaddipals. How do we let people know
how this happens? For these reasons, this stwayiagd Latina women’s unique
experiences as they navigated their career patiti$ha role of high school principal. The
goal was to provide useful information to policykaes, principalship preparation programs,
and future Latina women striving to achieve, sudcaed excel as high school principals.
Statement of the Problem
This study sought to examine the experiences oh&aaromen principals serving in

comprehensive high schools in public educationt @sunclear how a few Latina women



successfully attained the position of public highaol principal. The study’s purpose was to
describe the personal and professional everyday lexperiences of Latina women
navigating their career paths into a public highast principalship position. The study used
Social Cognitive Career Theory (SCCT) (Lent, Bro&rtlackett, 1994, 2000) as a
theoretical framework.

Latina women serving as principals are commonlggalaat elementary schools (U.S.
Department of Education, 2007) where a majoritizatfna/o students are enrolled. Latina
women serving as high school principals represes# than 4.5% of all high school
principals. National data show that Latina womangpals are not fairly represented in
grade level distribution and ethnic representatid:s. Department of Education, 2010).
Because of these disparities, the few Latina gpadsi serving in public comprehensive high
schools were the focus of this study.

Despite the disparities, Latina women do aspiria¢orole of high school principal and
are prepared with teaching experience and credef@anzalez & Ortiz, 2009, p. 192-197).
These exceptional Latina women have been succassduahieving high school principal
leadership positions; however, it is not well ursieod how these women have achieved
such a high level of leadership success. WhaLalitha women do and how do they do it to
achieve a high school principalship position?

Research Questions

The central question guiding this study was: How.dbha women describe their lived
experiences while navigating their career paths putblic high school principalship? The
subsequent questions provided increased depthdierstanding the experiences of Latina

women public high school principals:



1. What was most significant about their principalstépeer path experiences?
2. What meaning did they make of their career expeasiin regard to the principalship
career path?
Significance of the Study

The significance of this study is multiple. It ad and goes beyond the existing
literature on Latina women high school principalpublic education. It adds categorized
themes, cultural implications about Latina/o idgntand understanding gender roles based
on the traditional cultural values. Finally, ighlights career pathways, career development,
challenges, and problem-solving strategies of laatiigh school principals.

By conceptualizing culture, race, gender, and dentity scripts as interconnected, my
dissertation research fills theoretical and emalrgaps in the existing literature. In addition,
it adds to our understanding about the experieatkatina women as they navigated a path
toward successfully attainting careers as pubbit Isichool principals. In order to change the
status quo for Latina women principals, it is neegg to better understand their unique
experiences, compared to White principals in tbaieer paths, challenges, opportunities,
and problem-solving strategies.

Historically there is racial and gender partialitythe public education system,
especially between teachers and principals. Tétefcal perspective goes back when
Anglo-Saxons of the Protestant Church establishiddigschools. The Protestant religion
heavily influenced the school leadership role aaddhselected White males to lead schools.
Women where discriminated against and encounteagtiebs to the role of principal.

Women were typecast as incapable of managing ak(tee Appendix (1) Historical

Perspective). As a result, White males have dotméhtine principalship role while White



females were the majority of teachers. While teeack changing there are still disparities
(Table 2.2). When broken down by gender for aidgrlevels the percentage of female
teachers (all ethnicities) is currently about 750the teaching population while only 51%
are female principals. When broken down by gragel| the greatest disparity is at the high
school level where teachers are 59% female, buesept only 29% of the principals.
Elementary teachers are 84% female, but repre€8atd the principals. Within the ethnic
minority groups, the percentage of minority teashsrabout 19% of the teaching population
while 18% are principals. Although there may sderbe equality between the teacher and
principal ratio, within this group there are ladjeparities. In high school, teachers are 7%
Black as compared to 7% Latina/o. However, onb#& of principals are Latina/o compared
to 9.8% Black. This represents a greater than 10@f#rence between the representation
between Blacks and Latinas/os as principals whi teacher numbers are the same (7%).
The proportions of students of color who are irhrsghool are Black, 17% and Hispanic
20% (U.S. Department of Commerce, 2012).

In high school, Whites represent 83% of the teachad 84% of the principals. White
principals mirror the proportion to their numbessteachers. Black principals surpass the
proportion to their numbers as teachers. Alarnyinghtina/o principals fall below the
proportion to their numbers as teachers. As Latistudent enroliment has been increasing
for the last decade, the Latina/o teachers anaipals’ representation have increased

slightly (NCES 2010).



Table 1.1 Public Full-Time Teachers and Principalsby Sex, Race and Ethnicity, 2007-

2008
Elementary Elementary Secondary Seaogn All All
Teachers Principals  Teacher®rincipals Teachers Principals
Sex
Female 84.4 58.9 58.7 28.5 75.1 51.0
Male 15.6 41.1 41.3 715 R24. 49.0
Race
Ethnicity
White 82.0 79.5 83.1 84.1 82.9 82.4
Minority 18.1 20.5 16.9 15.3 A9 17.7
Black 07.4 10.9 07.0 9.8 06.9 9.70
Latino 07.9 07.6 07.0 4.5 07.2 05.9
Other 02.8 02.0 02.9 01.5 02.9 02.1

Source: U.S. Department of Education, National CenterHducation Statistics,
The Condition of Education 2010, CharacteristicSciool Principals;
Characteristics of Full-Time Teachers.

Research indicates that there is a shortage obsphiocipals (Battle, 2012; Cusick,
2003; Fullen, 2008; Canavan, 2001). The shortageast severe in public high schools
especially those considered to be challenging dsl{&wza, Celio, Harvey, & Wishon,

2003). In addition, national statistics and repantlicate that Latinas/os are among the most
marginalized ethnic group serving as principalth@public education system (NCES, 2010-
028; Battle, 2009; Fiore et al., 1997; Gates e28l03). Latinas/os represent about 9,593
(5.9%) of the 162,600 school principals

(NCES, 2010-028).

In 2012, the Wisconsin Department of Public Insinrg Staff by Ethnicity and Gender
Report Statewide — Licensed by Positi@mvealed that Latina/o principals accounted for
1.7% of all principals (Elementary, 14; Middle,High School, 2; Charter or Bilingual, 10).
Whites and Black Americans accounted for 91% af@éoSrespectively. Furthermore in

Wisconsin, Latina women accounted for 2.2% of ahwven principals (Elementary, 11;
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Middle, 1; High School, 1; Charter or Bilingual, @hereas White women and Black women
accounted for 88.1% and 8.9%, respectively. Latinenen are scarcely represented as high
school principals across the United States andnmesstates there are none.

The representation of Latina/o principals, espgclatina women principals (<4.5%),
does not mirror the United States’ Latino commubidy4 million (16.3%). Nor does it
mirror the Latino student enrollment 10.8 millidz2(1%) (NCES, 2011-347). This pattern
is consistent in Wisconsin where the representatfdratina/o principals, especially Latina
women principals shows inequality. Latina/o prpats do not mirror the Latina/o
community 5.9% (336,058) or the Latina/o studemokment 8.4% (73,472).

Following Brown vs. Board of Education of Topekd954), the 1960s of social unrest,
and The Civil Rights Act of 1964, both women andchroé color, and White women
progressed into the ranks of school principal. Ewesv, White women ascending into
principalship positions have progressed most frlieensibcial unrest and pressures of the Civil
Rights Act. As stated previously, White women preb/ represent the majority of the 51%
of all women school principals in the nation. Etinic women and men, a minimal
distribution of their principalship representat@eross the United States has prevailed.
Latina women school principals are scarcely represk especially in high schools.

In addition, empirical research about the livesatina women school principals is
nearly non-existent. The paucity of literature agskarch that exists present Latina women
aschange agentdut not well respected. The latter is a resufireconceived cultural
gender deficit stereotypes (see Terms) by non-baaministrators and society (Magdaleno,
2004; Marcano, 1997; Ortiz, 1982; Trujillo-Ball,@8). In addition to overcoming barriers

faced by both women and minorities (e.g., gen@@e), Latina women face gender equity
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issues while working with Latino men (MagdalenoQ2p To change the status quo for
Latina women principals several things should vestigated. First, it is necessary to better
understand their career paths and the opportumitessented to them to enter the
principalship role. Next, challenges of the prpaiship position and their successes in the
role of principal should be explored. These dist@s can assist decision- and policy
makers in recruiting and developing Latina women the position of high school principal.

Latina principals have unique professional oppaties (Marcano, 1997; Ortiz, 1982;
Gonzélez & Ortiz, 2007), contributions, and contemiwledge important to principals.
Latina women high school principals have the opputy to influence leadership and
advocate for students. Latina principals can vtheg opinions in education policy and act
as role models for students, parents, community teachers aspiring to the principal
position.

I hope that this research will benefit other Latm@amen by providing a roadmap to the
high school principalship and influence professidrainas to serve as high school
principals. This dissertation provided an averard_atina women high school principals to
voice their perspectives and experiences. Profegsdigher education, policy-makers and
principal preparation programs may benefit by hgwhared keen insights of Latina women
principals familiar with the two cultures (LatinaédAmerican). The researcher hopes to
deconstruct any negative stereotypes of Latina wosclool principals by illuminating their
leadership attributes and their strategies utilioedipward mobility. It would seem to me
that part of breaking the stereotype of Latina wompencipals includes obtaining
principalship positions and demonstrating competetius increasing the number of Latinas

serving as high school principals.
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Contribution of Existing Research

Current research reports that Latina women pringigee generally tracked into urban
regions, or in communities with a high percentagmimority student, or high concentrations
of Latino student enroliment. Further, they leadals in challenging districts in
deteriorating urban settings and in high levelp@ferty. It appears that leadership
opportunities in ‘challenging schools’ are avai@hir Latina high school principals.

As urban school districts grow and minority studeopulation increases, it is likely
that opportunities may also increase for Latina woraspiring to become high school
principals. Changing demographics show an incremkatina/o student enrollment.
Increased school administration should reflectctenging demographics; especially since
gualified majority high school principals do notphpfor employment at ‘challenging
schools’ (Roza, Celio, Harvey, & Wishon, 2003; Mlio, Rallis, & Goldring, 2009). In
other words, qualified White principals do not wemserve in ‘challenging schools’ or
ethnic ones.

New data show the number of Latina/o students a@tsehools in suburban areas.
Latina/o students are now the largest racial/etgrocip to attend schools in suburban areas
and towns (NCES, 2010). Latina principals arekeadnto schools highly concentrated with
Latina/o students in urban regions. Will Latinanpipals also be tracked into schools highly
concentrated with Latina/o students in suburbaoaiattistricts? Should this be the case,
how do Latina women achieve the principalship mlthese high schools?

The data show some Latinas have successfully eaolkegie degrees (e.g., Masters
and Doctoral degrees) to become high school prat€ipSome Latina women have

negotiated between ‘the old and new way’ of lifetopower themselves with a self-
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awareness. They recognize that learned messagdsmbivomen are expected to be in
Latino families and communities are opposite of iwhaaught to women, at an early age, in
American society. American women are groomed tadsertive, independent, and to have
career aspirations. This would allow them to Heséficient in the United States capitalist
society in which we live while this is contraryltatina gender scripts oharianismo(a term

of womanliness) (Schmitz & Diefenthaler, 1998, B9l Marianismois similar to the
behaviors taught in the ‘Cult of Domesticity’ priged in the United States in the early
1800s. This ideology of womanliness dictated woineld roles as mother and wife and that
she be pious (holy), pure, submissive, and domé&trerica in Class from the National
Humanities Center). Some Latina women growingexperienced these gender role scripts.
They also faced racism. Therefore, Latina womerbaultural and experience a double
bind (e.g., racism, gender discrimination) (Arredon2002).

Forty years ago, majority (White) women who foumegual distribution in school
principalship compared to teacher distribution E@rajed policy makers for the purpose of
increasing their representation in the principgdsbie (Grogan & Shakeshaft, 2009). They
wanted to balance a distribution of principals toran the distribution of teachers. As a
result, majority women have achieved increased mgalgepresentation in the
principalship. Latina women also need to seek kspraiments to balance a distribution of
principals to mirror the distribution of teacheiRrincipals are important to the teachers,
students, community, and society. Principals’ &alip can establish a school culture to
improve overall student academic learning (GoldriRgllis, & Militello, 2009; Leithwood &

Wabhistron, 2008).
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In an effort to understand underrepresentatioarehers explored this phenomenon.
A number of studies on White women have reportedarous obstacles and guidance
strategies to understand, achieve, and sustairokphaocipal positions across the United
States. Over time White women have increased tbpresentation in the role as school
principal. However, national reports show that Whvomen are unfairly represented in
high schools as principals. Grogan and Shakeg&P@itl) write, “...Proportionally, women
are still poorly represented in the secondary jgadship...” (p. 41). Equally, Latina women
are unfairly represented as high school principals.

Researchers have reported valuable informationtaheicorrelation between high
school principal attainment and Latina women (Blggdaleno, 2004; Méndez-Morse, 1998;
Ortiz, 1982; Truijillo-Ball, 2003). Factors suchrasiliency, value for hard work,
community, commitment, confidence, student acadéouigs, positive attitude, and safe-
guarding their administrative position are juséw fof the positive influences in
principalship attainment. Additionally, Trujillodl (2003) noted that Latina women
principals adopted an identity related to White ahedclass [women principals] to maintain,
and succeed in the leadership role as principalsgp).

Also documented are barriers and challenges ofidisaation relating to race, sexism,
lack of mentors and role modes, salary inequities, delay before entering administrative
roles (e.g., Grogan & Shakeshaft, 2010; Hibbit§32Magdaleno, 2007; Marcano, 1997,
Méndez-Morse, 2004; Ortiz, 1982; Trujillo-Ball, Z)0 Research has also documented the
additional barriers Latina women face in regartidav they are perceived in leadership. For
example, they are viewed as having deficit charestie stereotypes from both Latino men

and non-Latino persons (Ortiz, 1982). These stgpes lead individuals to think less of



15

Latina principals and presume they lack competanaieducation leadership. More
detrimentally, Latina educational leaders expememegativity by a society who thinks of
them as “submissive, docile, weak, incompetent,ssxalal” (Trujillo-Ball, 2003, p. 169);
they are “typecast and expected to portray passhaviors” (Ortiz, 1982, p. 113); and they
experience isolation and closed networks from radtainistrators of the same ethnic
identity (Magdaleno, 2004). Finally, Latina schpohcipals face challenges from Latina/o
parents who accuse them as ‘being too White.’ naatvomen principals stated that Latina/o
parents thought of them to have experienced a @bsslture’ (Marcano, 1997).
Limitations and Gap in Existing Research

The existing empirical studies on Latina/o pubtb@ol principals serving in the high
schools, although insightful, are scarce (Gonzé&léxtiz, 2009; Grogan & Shakeshatft,
2007; Méndez-Morse, 1999; Ortiz, 1982; Smulyan,@0d0ujillo-Ball, 2003). These studies
were conducted of Latina women and Latino men ppais, few in numbers, who managed
schools during the 1970s to the present. Manfi®ttudies are of Latinas/os serving
elementary and middle schools. Few of these stddimused on Latinas/os serving in high
schools, especially as it pertains to Latina womikanaddition, minimal information is
known about them. These studies were insightfldimllearning about positive and negative
factors contributing to the success of and chaderfgced in the principalship role. It was
difficult to locate data on Latina/o principalspesially women, as they mobilized their
career to attain the principalship at any schoatlle In these studies, the career development
process of these women was not reported. Moreritapity, these studies did not explore
their opinions and perceptions on the preparatimhamvancement into the school

principalship role.
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Further, these studies did not explore how Latimalture, race, gender, and gender
identity scripts contributed to or hindered Latimamen’s ascension to the role of high
school principal or leadership development. Thetadies also did not explore whether
efforts were made to promote gender equity amotigpdaomen and Latino men.
Limitations of the Study

| first attempted to conduct research in Milwaukéksconsin of current Latina women
public high school principals. Because | did rumidte Latina women public high school
principals in Wisconsin to participate in the stutifocused on mid-western states to find
them (e.g., lllinois, Indiana, lowa, Kansas, Mgdm, Minnesota, Missouri, Nebraska, North
Dakota, Ohio, South Dakota). The researcherdtlihot locate an adequate number of
Latina women principals, so she focused on the ireatea of the United States to locate all
study patrticipants.

The findings of the study do represent all Latirenven principals. For instance,
Latina women school principals in Wisconsin mayédifferent experiences when
compared to Latina women school principals in oth&l-western states.

| used a qualitative method for this study thauresg a small number of participants.
Findings from the small sample size involved carbegeneralized to majority (White), or
other minority women, or to other Latina professilsn

Because | explored the study of Latina women putit school principals, the
researcher set aside any “preconceptions [of toadit cultural gender scripts] to best
understand the phenomenon as experienced by theigemts” (Creswell, 1998, p. 31). The
researcher asked her committee members to randoodyg check her recordings. Although

in the end, the researcher interpreted the naerafihe researcher’s upbringing with cultural
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traditions were not generalized to that of Latir@wven as their experiences growing up may
have been different.

Definitions of Terms
The following definitions are useful in understamglthe background and issues related to
this study.

Axiology —Also calledvalue theory This term concerns itself with “the nature ofueaand
with what kinds of things have value” (Cambridgetzinary of Philosophy, 2009, p. 949).

It concerns itself with “interjecting personal exipaces and values into the inquiry,

including issues of voice and political action” {da, 2002, p. 135). It answers the question:
How do we personally engage in inquiry? (i.e. mgage in inquiry as a means to improve

the community?)

Brown vs Board of Education of Topeka A court decision issued in 1954, to end
segregation in public schools; since, segregatigrublic schools denied “equal protection
of the laws” (Alexander & Alexander, 2001, pp. 58®%7#). In 1969, the Supreme Court
mandated all schools still operating with legalrsggtion to desegregate without delay.

Cultural Deficit —This is a term that describes fault within a gaifar culture to cause
academic failure in school or other settings. Yq2896) states,

“cultural deficit model finds dysfunction in Chicato cultural values and insists such
values cause low educational and occupationahatiit®... These
supposedly...emphasi[ze] on cooperation rather tbhampetition, ... tendency to
minimize the importance of education and upwardamcobility”’... The models
assert Chicana/o families also exhibit problemiatiernal social structures-cause
and perpetuate a culture of povéfty[and ] argues that Chicano/o parents fail to
assimilate and embrace the educational valueseaddiminant group, they continue
to socialize their children with values that inhieilucational mobility® (p. 22-23).

Epistemological 4s a term that concerns itself with the “the ddsiiy of objectivity,
subjectivity, causality, validity, general — lizaty” (Patton, 2002, p. 135). It answers the

guestionHow do we know what we know?



18

Hispanic— A term introduced by the United States goverrtnmeti978 to establish an ethnic

category to include persons (e.g., Mexican, Pueitan, Cuban, Central American, or others
with a Spanish origin) with “a common ancestrablaage and cultural characteristics ... that
... differ in immigrant history and settlement in thaited States” (Trevino, 1987; as cited in

Jones & Castellanos, 2003, p. xx).

Latina/o — Refers “to persons residing in the United Statiegse ancestries are from Latin
American countries...”(Jones & Castellanos, 2003%xp. (e.g., Mexico, Peru, Argentina,
Nicaragua, and Guatemala). It also includes Latosawho speak a language other than
Spanish (e.qg., Brazilian). [US Census do not kkelBrazilians as Latinas/os]. Latino is a
term sensitive to persons who have origins in Nakiatin American countries who have
mixed blood with European people by way of conq@Rsimirez, 1998; as cited in Jones &

Castellanos, 2003, p. xx).

No Child Left Behind (NCLB) Act of 2001 No Child Left Behind Act of 2001 (NCLB) -
The No Child Left Behind Act of 2001 (NCLB) is anldmark in education reform designed
to improve student achievement and close achievegags...from kindergarten through
high school. It is built on four common-sense pdlaaccountability for results, an emphasis
on doing what works based on scientific reseaxpaeded parental options, and expanded
local control and flexibility No Child Left Behind., 2004, p. 1).

Ontological— Is a term that concerns itself with verifiabdality and truth. Its concern is
that the object of the study must exist. It ansabe questiorVhat do we believe about the
nature of realityAPatton, 2002, p. 135). The reality and truthctsmstructed in the minds of
the actors involved in the situation” (Guba & Liht01988; as cited in Creswell, 1998, p.
254).

Title VII of the federal The Civil Rights Act of 184 —as amended by the Equal
Employment Opportunity Act of 1972, prohibits disaination with regard to any personnel
action, or a term, condition, or privilege of emypitent based upon race, color, sex, national
origin, or religion(Affirmative Action...).



19

Title VI of the federal Civil Rights Act 0964 — prohibits discrimination on the basis of
race, color, and national origin under any progaaractivity receiving federal financial

assistance (Affirmative Action...).

The Civil Rights Act of 199% provides recovery of compensatory and punitasaalges for

the violation of Title VII and the Americans withigabilities Act (Affirmative Action...).

Racial/Ethnic (R/E) Minority - American Indians or Alaskan Natives, Asians or f@aci

Islanders, Blacks and Hispanics (Affirmative Actioh

Underutilization - Having fewer minorities or women in a particyjal group than would
reasonably be expected by their availability inrglevant labor force (Affirmative
Action...).

Overview of the Study

This dissertation has six chapters. Chapter Lioes the background of the study,
problem statement, significance of the study, itleedture of past supports, the ‘need’ or
rationale for the study, limitations of the curretidy, and definition of terms/variables.
Chapter Il presents the literature review relatethe overview of the principals, women and
minorities as principals, Latina women principalatina/o cultural values, and career
development theory. Chapter Il reviews the puepafsthe study, presents the design,
research questions, selection process of particjpgpulation and sample, interview protocol
and questions and an explanation of the procedises for the data analysis. Chapter IV
describes the participants’ profiles. Chapter porés the findings from the participants’
interview sessions and emerging themes. Chapterasents on integration model of the
emerging themes from the data as well as the suyinéerpretation, and implications for

high school principals and future research.
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Chapter II: Literature Review

This chapter focuses primarily on Social CogniGereer Theory and how it relates to
the career development of Latina women high schootipals in public education. The
facts on the numerical representation of the Latmacipals specified in Chapter 1 lead us to
ask: What did Latina women do to ensure career oppidies existed to ascend into the
position of high school principal?

Social Cognitive Career Theory

In 1994, Robert W. Lent, Steven D. Brown, and Gltkett developed Social
Cognitive Career Theory. Although SCCT incorpodatéher facets of career development
theories, the SCCT framework was first derived framd built upon the general social
cognitive theory created by Albert Bandura in 19B8ént, Brown, & Hackett, 1996, p. 376).
Bandura’s theory was based on the “processeserkeisttformation, career selection [choice],
and performance” (Lent et al., 1996, p. 376). Trree variables from general social
cognitive theory are “self-efficacy, outcome expdicns, and personal goals” (p. 380).
When self-efficacy and outcome expectations aeriielated, then goals are set in place to
guide the outcomes of the personal goals (p. 3B8jh Bandura’s and SCCT's theories are
used to guide a person’s career development antbaa goals.

Bandura believed in the “interlocking mechanisnat effect one another
bidirectionally (model of casualty).” SCCT subses to Bandara’s (198&jadic
reciprocaland connects it to SCCT's “models of interest tgwaent, choice, and
performance” (p. 378). The terntriadic reciprocal,” is represented with the following:

(1) personal attributes (internal cognitive, affectstates, and physical attributes)

(2) external environmental factors
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(3) overt behavior (distinct from internal and physigahlities of the person)

The SCCT framework also derives from Hackett antz'Bgoosition of “application of
the self-efficacy construct to women’s career depelent” (Lent, Brown, & Hackett, 1996,
p. 376). The SCCT is most aligned with the positd Hackett and Betz, however it puts
more emphasis on self-efficacy. Flores and O’'B(i002), stated:

Lent and his colleagues (Lent et al., 1994) extdriglndura’s (1986) social cognitive

theory and Hackett and Betz’s (1981) career séifafy theory to develop a social

cognitive career theory (SCCT) that hypothesizedtifluence of personal, contextual,
and social cognitive factors on interest formaticareer goals, and performance...

Finally, proximal contextual variables were hypaized to exert direct effects on career

goals...(p. 15).

Further, Lent and colleagues (1996) indicate tl&€CH is more concerned about:
specific cognitive mediators through which learneéxgperiences guide career
behavior; with the manner in which variables suglngerests, abilities, and values
interrelate; and with the specific paths by whielngon and contextual factors
influence career outcomes. It also emphasizes gsmby which individuals
exercise personal agency [self-regulatory] (p. 377)

Career development includes both external andnatdrarriers that affect choice (career

possibilities), change, and growth. For example:

e social and economic conditions promote or inhikittigular career paths for
particular persons

e different abilities and achievement histories

e acomplex array of factors: culture, gender, geregtdowment, socio-structural
considerations, and disability/health status ()37

Self-Efficacy
Self-efficacy is critical to career developmentiniolves a set of self-beliefs specific
to performance and interactions with other perbehavior, and environmental factors. The

self-beliefs are “acquired and modified with foousces of information or types of learning
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experience: personal performance accomplishmeictsjous learning; social persuasion;
and physiological states and reactions” (p. 380).

The effects of the sources of information of sdlicacy depend heavily on personal
attainment for most of its information source. Sheans that self-efficacy increases with
successful experiences while repeated failuresrigeié-efficacy. Self-efficacy concerns
itself with whether a person can do something baseitheir capabilities. Herrmann (2010)
further explained Bandura’s position about selfeaity:

Bandura’s (1986) theory posits that self-efficacgynbe that individual difference

variable that allows people in aversive and chaileg circumstances and unresponsive

social systems to live efficaciously despite tlegivironmental conditions (Turner,

1996). Achievement strategies, effort intensityd éanacity in seeking solutions to

barriers (Covington & Omelich, 1979) are also pceti by self-efficacy (p. 45).
Outcome Expectations

Another critical role to SCCT is outcome expectasio It describes a person’s beliefs
about the resulting consequences or outcomes efgénformance of behaviors ” (p. 381).
It asks the question, “if | do this, what will hag®” (p. 381). Outcome expectations are:

e response outcomes, such as beliefs about... reim@nte(receiving
tangible rewards for successful performance)
e self-directed consequences (such as pride in drfesehastering a
challenging task)
e outcomes derived from the process of performingargactivity (for
instance, absorption in the task itself) (p. 381).
The role of outcome expectations is important beeatis believed to motivate behavior.
The outcome expectations also result from learxpereences. Outcome expectations can

also derive from a person’s memory of an outcofa. example:

Rewards they received for similar past actions

Observation of the outcomes produced by other geopl

Attention to self-generated outcomes (like: selrawal) and the reactions of others
Sensitivity to physical cues such as: level of eamatl arousal or sense of well-being
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Goals

SCCT defines goals as a person who takes actiengage in an activity or to affect an
outcome. As people set personal goals, they ey lto organize and guide their own
behavior. Lent and colleagues (1996) believe peatonal history and environmental events
shape behavior (p. 381). Behavior is also motovatea person’s personal goals.
Summary of SCCT

SCCT (Lent, 2006) is selected as the theoretieah&work for the current study
because of how it applies textual variables in@adevelopment. SCCT posits that
background contextual variables exert and influesareer self-efficacy, resulting in the
influence of interests. This dissertation is segho understand how Latina women
navigated a career path to the role of high schaantipal. Latina women have experienced
career development, but what does this look liIE€2CT can shed light in this arena as it has
“its applicability with diverse racial/ethnic grosiffe.g., Flores & O’Brien, 2002; Ladany,
Melincoff, Constantine, & Love 1997; Luzzo & McWter, 2001; Mau & Bikos, 2000)”
(Ojeda & Flores, 2008, p. 84). The componentsike up SCCT are: (1) Person factors
(e.q., gender, ethnicity); (2) Background contekfaetors (e.g., social support,
environment); and (3) Proximal contextual fact@g(, perceived barriers) (Lent, 2006).

Both qualitative and quantitative research on latiohool high school principals are
needed to understand their career path experierates,and challenges in the principalship.
Researchers report on how Latina women have takmghallenge to lead public schools in
the United States (Méndez-Morse, 2004; Glass & daschini, 2007; Manual & Slate, 2003;

Trujillo-Ball, 2003) as high school principals, hever, limited information is known.
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Latina Leadership

Latina women high school principals are an undeistupopulation rarely examined in
education scholarship. Data on preparation foraadement into, maintenance of the
principalship position are a rarity in educatiderature (Grogan & Shakeshaft, 2007, p. 21,
Ortiz, 1982, p. 115). More specifically, Latinamven’s voices are nearly silent (Trujillo-
Ball, 2003, p. 194) when describing a broad rarfgmotent like, principal demographics,
board/central office principalship relations, pgdg®mnal development, leadership style, and
career paths. Literature about Latina women hajiosl principals is limited. Grogan and
Shakeshaft (2007) believe the lack of literatureus to “the few women of color in
educational leadership positions” (p. 21). Itiglgar for example, whether Latino culture
and gender role identity for women influenced pipatship development; or if Latino
culture and gender role identity have contributedrthindered Latina women acquiring
principalship; or if there were efforts made torpaie gender equity among Latino male and
Latina female high school principals; or if ident#cripts ofmarianismgo specific for Latina
women, influenced their role as principal. Thi®mmation may prove to change the status
quo for Latina high school principals.

Beyond principalship, Glass and Franceschini (2@®did) others report on Latina
women school superintendents who lead Americanipabhools; however, an in-depth
profile of their role is lacking. As principalsatina women lead schools successfully, and
often were hired to bring about stability in mirigrpopulated schools or to ‘fix’ schools in
deteriorating condition (Ortiz, 1982; Gonzalez &i@r2007, Palacio, 2013, unpublished).
Gonzalez & Ortiz (2007), found that Latina supeximdents who served as principals

improved overall student test scores, lowered plis@Ery issues, and increased parent
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involvement. These reports indicate that therd_atena women who are competently
skilled in their administrative roles as principgdsmake improved changes in schools.
Research shows that Latina women who have achgwecipal positions developed a
more well-rounded educational experience beforarsgias high school principal. Further,
Latina women held advanced degrees compared teeWhitcipals not required for a school
principal (Gonzéalez & Ortiz, 2007; Grogan and Stsdledt, 2011). Examining the
perceptions of Latina women principals familiarmihe two cultures (Latino and American)
may prove insightful considering their unique pesienal opportunities (Ortiz, 1982
Gonzélez & Ortiz, 2007), contributions, and contemiwledge important to principals.
Yosso (2006) wrote in her bookritical Race Counterstories Along the
Chicana/Chicano Educational Pipelinabout the contributions Latina women offer. Yoss
wrote about cultural wealth in Chicana/o commusiti&he described the social theory,
“Model of Community Cultural Wealth” as a model tlizfined a list of capital attributes
offered by Latina women: (1) Aspiration; (2) Lingtic; (3) Navigation; (4) Social; (5)
Familial; and (6) Resistance. A detailed desaripts provided in the section: Latina
Cultural Values.
A positive aspect of Latina/o school principalshat they are effective role models for
minority students (Magdaleno, 2006). Latina higha®l principals were able to connect
Latina/o students and their parents to school atadfguided them through the education
system for academic success while maintaining ssdog all students (Palacio, 2013,

unpublished).
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Historical Data: Principal Representation

An overview of historical national data presengeaeral view of Latina/o principal
representation and the increases made over timeeriés of dissertation studies include data
and a close up view on Latina women principalstalaken from the National Center for
Education Statistics (NCES) reported that in 1987g8incipals were overwhelmingly White
men. The National data also reports on minoritggypal representation. The temminority
represents both women and people of non-White @ttes. In 1999-2000, White women
principals were nearly half of all principals armhtinue to be heavily clustered in
elementary schools. In 1987-2000, racial mingoiincipals were minimally represented
(Gates et al., 2003, p. 77). Of the racial miryocituster (i.e., Black, Latino, Asian,
American Indian), Latina/o school principals amgnsiicantly underrepresented with
minuscule growth predicted (Battle, 2009, pp. &8re et al., 1997) for future principalship
positions.

Although White women principals have almost doubtedumbers from 24.6% to
43.7% in 1987-2000 compared to a slight increaseaf@al minority principals from 52.0%
to 54.6% in 1988-2000 (Gates et al., 2003), thembers grew minimally. Racial minority
public school principals increased from 13.4% td¥®in 1987-2008 compared to a slight
increase from 7.0% to 12.8% in 1988-2008 in prisatieools (Battle, 2009, p. 8-9; Gates et
al., 2003, p. 77). Latina/o public school prindgpiamcreased almost 100% from 3.3% to
6.5% in 1988-2008 compared to an insignificantease from 2.5% to 4.0% in 1988-2008 in
private schools (Battle, 2009, p. 8-9; Fiore etEd97). The representation of the Latina/o
school principals is 5.9% or approximately 6,99&ibfL18,610 principals in 2007-08,

reported in, NCES, a national survey (Battle, 2009)
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The exact number of Latina women principals is wvin. Although, Latina
principals’ gender and race identity is self-repdron national surveys (e.g., NCES), their
numeral representation (e.g., ethnicity and gender)t recorded in public records due to
the low numbers of returned surveys. Another nedlseir numeral representation is
unknown is due to the way gender race/ethnicity@perted on national statistics of school
principals. Data reveals that Latina principals elustered in elementary schools. Further,
Latina principals serve in schools that have a leigtollment of minority students who are
impoverished and low achieving.

The following section present several studies ittettify Latina women principals in
public education. Marcano’s (1997) quantitativedgtof a sample of ten Hispanic female
principals in Chicago, Texas, and Wisconsin inctufiee Puerto Ricans, one South
American and four Mexican female principals. Akmg fluent in Spanish and English. Four
were married and six were single women of whiclkeehwere divorced and three never
married. The research findings illuminated basrigfrlanguage, gender, and culture as well
as racial and sexual discrimination in their cassbrancements. The results also showed
“that Hispanic female principals do not want tode@sidered ‘outsiders’ by their colleagues;
they seek entrance into leadership positions ac€gance by the White culture.
Condescending attitudes and tokenism, once thegiedeeted, are destructive to positive
working relationships” (p. 6). Marcano found “alver understanding of [their] experiences
[as principals]” (p. 2). To maintain a positivesk environment, Latina women must look
beyond the condescension of attitudes and pereeptibothers in order to move forward.

Research indicates that Latina women principalevrequently found to serve schools

in urban areas. Ortiz’s (1982) qualitative stufly sample of 350 school administrators, her
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report further examined 55 Latina women adminietsain California. Ortiz reported on
“how social science research can be utilized bicpohakers in their decision-making
processes...[using] the case of educational adiratian...to show how socialization and
role theories help to explain the participationtefmembers” (p. 1). Ortiz's work revealed
that Latina women principals were hired in the ikties and early seventies as tokens to
calm social unrest and were placed in schools whiee& ethnic group is dominant” (p. 89).
Most Latina women principals referred to as chaaggents were hired to improve school
conditions. After bringing order back to the sclspsome Latina women principals were
transferred to another school to replicate theicsessful efforts. Although the Latina women
administrators “displayed skills and competenareschool administration...viewed as
‘warriors’ who bring about stability in minority Bools” (p. 112), their responsibilities were
limited. Latina women were tracked into deteriorgtschools with high concentrations of
poor socio-economic Latina/o students. Latina womere ‘tokens’ in school
administration and they were typecasts to be erpect portray similar roles of passive
behaviors (p. 113) according to Ortiz.

Manual and Slate’s (2003) quantitative study otpcang superintendents reported
Latina women administrators to be at the bottorthefhierarchy of public school
administrator positions. The study examined 23nlaatvomen’s reflections on becoming
superintendents. Their achievement of superint@nalesitions was heavily grounded in
their trials of principals. A survey was used teasure “attitudes toward career pathways
and perceived barriers” (p. 12). Findings revedhad Latina superintendents reported to
work in school districts with high enroliment oftirea/o students and high poverty rate.

Similarly, they faced discrimination issues compérdo White female superintendents.
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Another challenge noted was how Latinas experienuadnal support and encouragement
from their spouses (22%) and no support and engeurant from parents or siblings
regarding leadership career paths. White womeargupndents were reported to receive a
higher level of support from their significant otheAccording to this study, Latina women
lacked family and spousal support for high-ranKedership aspirations. Findings for this
phenomenon were not investigated; therefore,uhdear whether traditional Latino culture
influences were a factor in their rise to the posibf superintendent.

Magdaleno’s (2004) qualitative dissertation stutlg sample of 22 Latina/o school
administrators, examined Latinas/os’s reflectiondiow they became superintendents in
California. Their rise to the superintendent posiis grounded in their trials serving as
principals. The study highlighted Latino admirastirs’ experiences and mentorship.
Magdaleno’s work revealed several important finding

(1)...a positive professional and personal relatignbletween the school board and the

superintendent is critical to position tenure; ) superintendent position is intensely

isolated; (3) for many Latina and Latino superiuakemnts, isolation is a result of racial
and gender discrimination; (4) superintendents eskadge the covert and overt
racism and discrimination exists but have leareidgulate themselves in order to
tolerate and move beyond its effects; (5) a memgoprogram is key to the

development of successful leadership charactesifticLatinas and Latinos (p. xi.)
Further, findings also revealed how both womenmaed of the same Latino ethnic group
experienced issues of gender socialization. Hsisa emerged regarding “the effect that
‘machismo’ [gender behavior specific for men] haglee relationship between” Latino men
and Latina women (p. 90); as well as the idealthtiha women are socialized into gender

behavior ofmarianismo(womenliness), specific for women. In other wortdsyianistic

behaviors are geared towards the domestic andane¢icmobility.
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Glass and Franceschini (2007) conducted a stugyaaticing public school district
superintendents leading American schools. Theystxdmined self-reporting opinions and
perceptions on a broad range of content that sithpesurrent condition of the
superintendency. Data collection comes from aesuwith 59 questions. The study updated
findings of the 2000 status repoffie Study of the American School Superintender@y: 20
A Look at the Superintendent of Education in the N&llennium This study follows
similar studies in 1982 and 1992. Glass and Frahoeiss study is considered “midpoint
10-year study, conducted during an era of rapichgbdueled by heightened accountability
demands, shifting demographics, and an array @ratcial and political stressors” (p. 9).
The work revealed that of the 1,338 responding soj@adents, more White women (21.7%,
n=285) had entered the superintendency, howevenumber of minority superintendents
remained small at 6.2%, n=18 (p. 17, xix). Whahre disturbing, Latina/o
superintendents were only 1.4%, n=8. In additeolarge percentage of women and
minorities were hired as change agents 28% and I¥ése groups hired as change agents
had a significantly higher percentage of doctoegjrées (p. 70). Their study did not report
on the sex and race/ethnicity segregation, sot#tasson the proportion of Latinas compared
to White women and other minority women are nesmlyossible to determine.

As echoed in previous studies, Glass and Franaaqd@®i07) found similar results
concerning Latinos and their experiences with shom minimal growth in the role of public
school superintendents equal to that of public schoncipals. The focus was an in-depth
look at superintendent preparation and guided éveldpment of standards-based
preparation and licensing developed by the Intezs$ahool Leaders Licensure Consortium

(ISLCC). These data provided a set of guidelimesah administrator preparation program
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for school principals. Providing a survey suclGdass and Franceschini’s would offer a
framework for school principal training for Latimeomen. This may aide Latinas in
leadership development to serve as high schootipafs as positions become available.

Schools in the Zicentury face the challenge of recruitment and essgion in the
principalship role (Fullan, 2008). Wynn (2007) ogjed on a potential shortage of both
school administrators and teachers. Similarly,avan (2001) indicated that principals in
Catholic schools in the United States are leaviregr profession. Studies report that
principals in both public and private schools &a&ving due to retirement (Cusick, 2003),
private (22%) and public (45%) (Battle, 2010); htgmover (42%) (Doud & Keller, 1998);
and for other reasons (Hertling, 2001). In addititnere are growing concerns of ill
prepared principal candidates. Garrison-Wade, ISahd Fulmer (2007) reported how
“recent research points out the need to improvissidi current and future administrators”
(p- 117). Roza, Celio, Harvey, and Wishon (20@pprted a concern of the few high school
principal candidates available to fill high schoolurthermore, prospective majority (White)
principals avoid assignments to schools “with thestichallenging working conditions,
higher concentrations of poor and minority studemts lower salaries...” (p. 1).
Role, Duties and Responsibilities

The elementary, middle, and secondary school grahes an established official
position. Depending on the school’'s needs, thecpal’s role is shaped by school
principalship expectation in combination with perabexpectations of those demands
(Ubben et al., 2004, p. 4). The role of the ppaticomes with established expectations set
by the school community. The expectation are afdablished by the following: “school

mandates and policy, state and federal policied@&edtives, court decisions, the general
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public, the educational profession itself and vasitnterest and professional groups” (Ubben
et al., 2004, p. 11). In other words, the schaowlgipal’s role has evolved into one that is
created by both internal and external factors.

The principal’s role can be shifted in one of saV&rays depending on the school’s
local, state or federal policy driven initiativesdeon the way the school is perceived
according to Ubben et al., (2004). For exampthefschool is policy-driven, the principal’s
role would shift toward managing both organizatam its people “so that order,
predictability and tradition are maintained” (p. 9) the school were driven by the changing
needs of its internal and external environmentyate would move toward that of a
“facilitator of a shared mission that unites orgamion members through purposeful
commitment” (p. 10). Next, if the school is “cheterized as a think/learning model” (p. 10),
a reflective and problem-finding approach is empgwasfor problem solving. Further, the
principal’s role is to improve daily conditions aprhctices and to disperse knowledge and
empowerment to open communication to generate deasi(p. 10). Additionally, if the
school is student academic performance-drivenptimeipal’s role would be to meet the
expectations set “by increasing diverse communéres political pressures arising from
policy initiatives at local, state and federal lisi€Ortiz & Ogawa, 2000, p. 7) so that
students meet academic benchmarks set by the(gtdt@). Finally, if the school is reform-
driven the principal’s role is to develop commuragders and learners within the school to
increase student productivity (p. 20).

The restructure in the form of school-based managems assigned to the school
principal. The district level authority delegatetetision making to the school level”

(Ogawa, 1994, p. 520). The principal’s role shiftshat of a “transformational leader”
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(Ortiz & Ogawa, 2000, p. 4; Ubben et al., 20041@). The principal must then “orchestrate
shared power and decision-making...” (Ubben et 8042 p. 20) and “authority” (Ortiz &
Ogawa, 2000, p. 4) to school personnel. Theyespansible for providing quality
instructional academic curriculum to ensure thbstaldents receive the same education. She
must also improve and increase student academievachent especially to diverse student
population living in urban areas that may fail sahar score below average in academic
benchmarks (Fullan, 2008, p. 4; Ubben et al., 2p020).

School administrators are also responsible fontaeagement of five essential
functions for school operation: curriculum develant) staffing and instructional
improvement; student services and resource proamerand building utilization including
budget and maintenance. The last function pertaidsities and responsibilities directly
involved with community relation, parents and thblgc (Ubben et al., 2004, p. 13-14).

Principals must assume a leadership position amdoganmitted partnerships by staff,
parents, and school leaders. Leadership visibgditrucial. She must articulate a shared
vision and create an environment that fosters enepment of others (Ubben et al., 2004, p.
18). Further, principals must share authority tkendecision, train, and motivate staff to
work alongside them as they manage the functicsyz@&s to operate the school (p. 14).
Fullan (2008) contends that principals need todlglsth conditions, cultures and
commitment on a large scale and to engage in agoigimprovement” (p. ix). The goal is
to approach improvement with teamwork so that tesare maximized.

A principal must also interact with parents on salkevels and agendas associated
with the students. She interacts with parents whein students are not performing

academically and when parent/teacher confereneescaeduled during daily school hours
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(Ubben et al., 2004, p. 102-103). The principdlatmrates with parents when concerns are
raised about their special needs children who kia&@pline issues and require services
provided under the Individual Disabilities Educatiact (IDEA) (p. 171). Collaboration
also occurs when parents have students who argkabrreceive special education services
in learning assistance based on language and aagerb (p. 161). Principals maintain good
relations with actively involved parents and comityumembers involved in advisory
boards (pp. 335, 336), parent teacher organizéBd®) (p. 339) and the local board of
education (p. 327). To reassure parents that shailents are in a “safe learning-living-
working environment” (Ubben et al., 2004, p. 29#)ncipals maintain communication with
custodial staff. Custodial staff is to ensure thajor needs for building and grounds are
identified and maintained (p. 292). Principalsiersa safe and gang-free environment by
regulating student conduct, providing disciplinagtion, implementing and sustaining
policies and rules (p. 365).

In addition to parent communication, principals ntain responsibilities over fiscal
management and teacher recruitment. She is regpoie teacher budget and “molding”
(p. 221). She acts as human resources managdirtgaappraisals, selection, orientation,
staff development and placement on tenure (p. 228hough not required, the principal
may mentor teachers (Hubbard, Mehan, & Stein, 2005; as cited in Fullan, 2008, p. 7).
Principals must prevent at all cost employmentrdisoation on the basis of race, color,
religion, sex, age, national origin or disablingdidion. Federal regulations such as: The
Civil Rights Act of 1964, the Equal Employment Opimity Act of 1972 and their several
amendments and Americans with Disabilities Act (AA 1992 “make it unlawful to

discriminate” (p. 215).
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Finally, principals are responsible for organizingordinating and articulating student
services in the school. She provides technicaiees to staff to provide “diagnosis,
prescription and treatment of individual learndficlilties” (Ubben et al., 2004, p. 105). She
is responsible for student advising. She stanfts®¢he school board and other community
business organizations to advocate for studenstitiservices and policies (pp. 26-40).
Principals are responsible for collecting and sgatiag demographic data to create a needs
assessment to learn of other services to provitleetgtudent population (pp. 64-68). The
various responsibilities of principals are broad aan be overwhelming. Government
policy played a role in ensuring that teachersi@a&ted fairly and students are meeting
benchmarks.

Qualifications and Career Pathways

Aspiring principals of public schools must achi@gricational accreditation, acquire
certified teaching experience and pass the natimmstiate licensure examination before
attaining both the principal licensure and the stipoincipal position (Gates et al., 2003, p.
31). Private school principals are not mandatedtate certification requirements (p. 61).
Some states depending on policy and regulationalNdiv public school principals to assume
these positions without certified teaching expareée(Gates et al., 2003, p. 5). Graduation
from a four-year institution or principal prepaaatiprogram (Glass et al., 2004) and “a
master’s degree often from a state-approved prograducational administration” (Gates et
al., 2003, p. 31) is required by most states. Altdh many principals have experience as
vice-principal, this position is not required. Hewer, it is an important career step when

entering a “medium size to large school distri@ttjz, 1982, p. 7).
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Principals are expected to maintain a higher sstafdard once they complete the
principal licensure program, pass principal liceesexam and attain the role of principal.
The standards are guidelines to assist the prilscimde development and professional
preparation. As stated previously gréncipalship standardsvere developed by: The
Interstate School Leaders Licensure Consortiuml{(QL(Glass & Franceschini, 2007). Six
standards were created in an effort to form a frmonk and base of excellence developed for
the preparation of school site administrators (Wbétkeal., 2004). The principal is to:

e Facilitate the development, articulation, implenaitn, and stewardship of a

clear vision of learning that is shared and suppdrby the school community.

e Advocate, nurture, and sustain a school culture imstfuctional program

conducive to student learning and professional ghow

e Ensure management of the organization, operatiand,resources for a safe,

efficient, and effective learning environment.

e Collaborate with families and community memberpoesling to diverse

community interest and needs, and mobilizing coniigntesources.

e Act with integrity, fairness, and in an ethical man.

e Understand, respond to, and influence the largditipal, social, economic, legal,

and cultural context (Ubben et al., 2004, p. xx)
Principals use these standards to help guide pleeiormance in the areas of curriculum,
instruction, staff development and planning (Gla&€4, p. 121).
Challenges Faced by Principals

Over several decades (e.g., 1985-2000), the goverhptaced numerous mandates on
public education (Glass et at., 2004, p.109). gtvernment expected education leaders to
be accountable for managing shifting demograploicias and political mandates, cultural
proficiency, academic achievement accountability l@ading special education initiatives
such asNo Child Left BehindqNCLB). As a result of change, school principalgy face the

challenge of “building a new generation of leadsrd workers with international

experience, a global perspective, and the skilleatch” (Caine & Stier, 2010; as cited in
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Abonyi & Van Slyke, 2010, p. 533). In additionnse principals faced personal challenges
of not being able to effectively work with “studeritom diverse career backgrounds and
needs” (Garrison-Wade, Sobel, Fulmer, 2007, p..127)

More specifically, Fullan (2008) described the ks faced by principals who strive to
be change agents. Fullan described these baagarstiatives, high-stakes vulnerability,
managerial diversions and new principals who arsiclered “unfit for purpose” (p. 1).
Initiatives were described as launching innovatitrag were unmanageable. They were
considered policy initiatives with inconsistencasl were minimally funded
(PriceWaterhouseCooper, 2007, p. vii; as citeduleR, 2008, p. 2). Further, he argued that
initiatives were chaotic to manage in current cbads (p. 3).

Fullan (2008) described high-stakes vulnerabilgytee accountability factor. The
accountability factor is considered to be “extelgnahposed, ill conceived and punitively
driven” (p. 3) components ®&fo Child Left Behind They are defined as government-
imposed resolutions “irrespective of local condis@and motivations” (p. 3). They imposed
an external intervention for student learning iny@ment to be provided by qualified
teachers. When principals fail to produce contusuimprovement and standards, their
teachers face “one-sided anxiety-producing pressiikinthrop, 2004, p. 5; as cited in
Fullan, 2008, p. 4). This situation can resulioss of Federal funds or school closure.

As principals prioritized their time with the compants of operating the school, they
spent less time on “strategic imperatives” (p.clnprove academic instruction. Next,
Fullan (2008) described managerial diversion asrittieease demands placed on principals.
Principals are expected to manage the budget,ibgjldersonnel and public relations

(complaints), as well as improve instruction (p. 4)
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Principals experienced highly complex job respaitisds. Fullan (2008) identified the
termunfit for purposeas being new hired school principals who werepmepared to manage
demographic changes. Rapidly adding in increasggonsibilities in a short amount of time
resulted in unexpected realities for school priatsp Fullan argued that two problems have
emerged:

(1) Principals entered the role with different expeota [however they] have mislead
themselves (p. 5). They expected that demograjhiegard to ethnic
composition would change but not management;

(2) Many educators were promoted prematurely lackiegettperience to meet
the demands of the job (p. 5).

Principals encounter challenges of demographicgésrpolitical expectations, and

unpreparedness. This may cause some principatérgon from working in schools in urban
cities or with students not meeting academic beracks
Women and Minorities in School Principalship

From the 1970’s, women have progressed into thesrahwhat used to be a male-
dominated profession as school principal. As showFable 2.1, data are provided
regarding the number of women in school principifions. The data represents a rapid
increase over a period of 20 years; however, wopngcipals do not mirror their proportion
as teachers (Grogan & Shakeshaft, 2009). Accoritige report, The Condition of
Education 2010, women are 75.1% of teachers andd@i®éncipals (Battle, 2009). The
difference between the principals and teachersarhigh schools for 2007-08 is a significant

difference than what is found in the elementariorat
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Table 2.1: Public School Women Principals and Tees; by School Level, 1987-1988,
1990-1991and 2007-2008 (Percentage)

Principals Teachers
Schools 1987- 1990- 1999- 2007- 1987- 1990- 192007-
1988 1991 2000 2008 1988 1991 2000 2008
Elementary 30.0 36.5 51.8 58.9 828 832 747 75.1
Secondary 9.4 11.0 218 285 52.1 53.2 55.2 58.7

Source: U.S. Department of Education, National CenterHducation Statistics, School
and Staffing Survey, 1987-1988 and 1990-1991; Department of Education, National
Center for Education Statistics, The Condition dt&ation 2010.

The upward executive mobility for White women pipais is impressive compared to
minority individuals who serve as school principaspecially when compared to Latina
women. Minority women and men representation exghincipalship are almost stagnant in
growth (Aud et al., 2010).

In general, the gap between minority principals @ftdte principals is drastically
growing wider (Battle, 2009; Fiore et al., 199Mhe disparity is illuminated when Minority
women and men principals combined are comparedhibeMromen principals. Alarmingly,
this pattern is even more extreme when comparimprnty women principals to White
women principals. In other words, it appears thate are few minority principals and fewer
minority women principals. According to nation#dtsstics, it can be interpreted that fewer
minority women are underrepresented. Howevergesitata are not reported on
race/ethnicity and gender their direct correlattannot be proved and are never reported in
tandem with one another. Therefore, it is almogidssible to determine minority women of
race/ethnicity representation as school princif@lsrgan & Shadeshaft, 2007, p. 21) because

they are not reported in federal statistics. Wé@mparing numerical principal

representation to student increase for Latinagfbsation does not occur.
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There has been an influx of rapid increase of ladtirstudent population; the Latina/o
teachers and principals are not growing at the gateeas Latina/o student population.
Student demographics in the United States contmebange as the Latina/o students have
increased beyond Black student population. In sscheol districts, Latino student
population is the largest race/ethnicity categ@grden City, KS).

A problem occurs with some current principals whegy admit having difficulty
managing changing demographics. Much of the clmghdeémographic occurs in urban
cities, a place where few qualified principals gpl work as school principals. Preparing
and training qualified Latina/o teachers and ppats may fill the gap of qualified teachers
and principals needed in these area.

Barriers Faced by Women and Minority Principals

Barriers are common concerns that must be addressexhdblocks, which can hold
back or stall a person’s career path. Polczyri®d®Q) defined barriers as social and societal
constraints that impede access of a certain indatlitom membership in a particular group.
In other words, it is something that stands invilag between individual and organization.
Shakeshatft et al., (2007) and others have reporiedomen and minorities who have
experiencedoad blocksn their succession into school principalship poss. These are in
addition to other challenges experienced by thet®\frincipals.

Women face barriers that stand in their way of adtwy into the role of school principal.
Shakeshaft, Brown, Irby, Grogan, & Ballenger (200@ded that although some barriers in
the 1980s are gone, some are still evident in 1f'&éntury:

o family and home responsibilities currently afféot career patterns
e sex role stereotyping

e gender
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e overt discrimination “impede women'’s career progié€p. 114)

e administrative preparation programs, which lackicutum and materials for both
women students and students of color

e gender discrimination in the hiring decisions
e unequal salaries

e women principals “continue to experience hostilekptaces that discourage
participation and leadership” (p. 114)

Women enter the teaching career without plans mifiag into administration; therefore,
women remain as teachers longer than men beforgranxgan administrative role. As a
result, their career path into administration agfécom men (Polczynski, 1990).

Although women continue to face barriers, they hanagle progress over the last thirty
years. Women have overcome some of the barriatsitied to hinder their steps forward
into school administration. For example, more woraee confident to do the job and
inspired and motivated. Further they are “encoedag enter administrative careers and are
represented in numbers in preparation programs doctoral degrees” (Shakeshatt et al.,
2007, p. 114). Although improvements have beeneniwre is room for further growth as
it pertains to women entering school principalshgmtering the ranks as high school
principals is another area where women can gaimawgment in administrative leadership.
Further, Latina women principals experience theafentioned barriers listed.

Research has shed light on the correlates of lpvesentation among Latinas/os who
aspired to attain the role of school principal.tiha principals confront issues with the loss
of identity, typecasting, cultural bias and infeityp. Their abilities, skills and competencies
are underestimated because of ethnicity [steresfypey., Grogan & Shakeshaft, 2010;
Hibbits, 2005; Magdaleno, 2007; Méndez-Morse, 2@iz, 1982; Trujillo-Ball, 2003). In

general, other minority principals face similaruss.
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Minority school principals face the following baers: few educational leaders are in
the recruitment pool; they follow a career pattpatgl from White administrators;
experience racial segregation; face difficulty gagnsupport from White colleagues
(Magdaleno, 2007) and lack mentors and role madiédsual & Slate, 2003). Finally,

Latina principals experience gender role stereotyfMagdaleno, 2004). The shortage of
Latina/o principals makes for a minimal recruitmpanbl to future aspirations of advanced
administrative positions, such as the superintenden

In his study, Magdaleno (2004) reported that Latreaiministrators experienced racial
and gender discrimination both covert and overiscibmination is defined as differential
treatment of people of color on the basis of thate, ethnicity, or background (see terms).
A related concept of discrimination is racial segt&on referring to “differentiation based on
race” (Verdugo, 2003, p. 243). Ortiz (1982) repdron how Latina/o principals experienced
a closed network sometimes referred to as ‘olddddygirl’ network, by White school
principals. Dana (2006) definegtworkas building and maintaining strong interpersonal
relations. In addition, Dana also found that “@qgent to 80 percent of all jobs are found by
way of networking” (p. 202). Building on strongénpersonal relations such @estworksis
important as it represents self-identity, capakiitssand provides opportunities for
advancement in business such as education adratrostr

The benefits of networks are abundant for novié®etadministrators. They include
having acquaintances with people in advanced positsuch as school superintendents.
Superintendents have the power to promote andghimeipals. According to Dana (2006)
the novices may gain the knowledge and insight festablished administrators in their

efforts to maintain positive support from the boaf@ducation. For example, a novice
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superintendent or any other school administraton¢pal) can benefit by receiving personal
attention in training, style, practice in leadiggjdance on leadership, functions and
responsibilities from networking. More importanttiley may gain mentorship, sponsorship,
and visibility. When there is a system powered eontrolled by 81% Whites who limit the
entrance of minorities in the principalship, itifficult for those who do manage to gain
entrance to receive support and mentorship (Dad@6;2Mlagdaleno, 2007). As a result,
Latina/o school administrators experience isolatidhe role of mentorship and sponsorship
is a factor in attaining and sustaining advancéwgskadministration (Magdaleno, 2007).

Minority principals and White women principals expace challenges ascending into
the roles principals. Minority principals have yetovercome many of the barriers that
White women have already overcome. Both groupgse@ally minorities, have a way to go
before a fair representation in school administrais attainable. Latina women principals
also incur the same challenges, which include wnahallenges reflecting cultural identity.

Latina Women Principals

Brunner and Grogan (2007) stated that, “no attarti@s been paid to creating a profile
of women of color” (p. 109) in school leadershiprtiz (1982) also made reference to the
lack of research on Latina school administratdi€ndez-Morse (1999) echoed the visibility
regarding the lack of administrators’ studies, datanformation about Latina women
administrators absent from academic literaturaveiR-Wrushen and Sherman (2008)
elaborated on the paucity of literature for minpvitomen:

While few studies exist on minority women leadérgd experiences, a limited

number of studies have emerged that focused ogakfrAmerican women leaders.

Fewer exist outside of dissertation studies anfdrepbrts on Hispanic women [are]
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virtually non-existing...Research on Hispanic womeaders indicates that family

support for achieving educational goals is als@iat(Méndez-Morse, 2004).

A call for quality research on minority women hasseed for decades. Does the lack of
research result from the lack of minority womendergtialed with doctoral degrees? Will
more research come about for Latina women schaatipals as more Latina administrators
advance into the professorship position? Studesi@eded to gain unique experiences of
Latina women administrators.

In a study of 16 males and 6 female superintengd&tagdaleno (2004) reported that
Whites and Latino men have, “pigeon holed [Latir@anven] agpassivemothers, wives,
daughters; away from education and professionakeeat (p. 11). In his investigation on
the perspectives of Latino superintendents, hedduatino men to regarchachismaas an
ingrained [male] behavioral trait that affects iy they respond to Hispanic (Latina)
educational leaders” (p. 91). Ortiz (1982) repditew “Hispanic female principals...[were]
expected to portray either the sultry Latin chagaor the Virgin de Guadalupe image
(mother of Jesus)” (p. 113). Although Latina wonpeimcipals are referred to as ‘change
agents’, they are not well respected (Ortiz, 198 aditional Mexican culture provides a set
of gender behaviors that discourage women fromidogueadership positions outside the
home. For some, this can create deficit sterestygdese generational stereotypes hurt
Latina women’s image (Magdaleno, 2004). This igspecially difficult clash since Latino
families and gender role behaviors “are undergtiagsformation” in the United States
(Santiago-Rivera, Arredondo, Gallardo-Cooper, 2002)

Latinas/os are socialized by way of religion anchomnity to live honoring cultural

values, which can sometimes discourage women frimrgy higher education and positions
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of leadership. For example, Gonzélez, & Ortiz (@0@vestigated two Latina women
educational leaders and found that one Latina woexaerienced a cultural traditional
barrier regarding female gender role behaviommafianismoreserved for women. This
occurred when her father stated to her that “he2edl only males needed a college
education” (p. 193). With the support and influeré her mother she enrolled in college.
However, she was discouraged from pursuing a degregucation. She eventually dropped
out and later re-enrolled in the education field &mded her own college expense. Her
passion for education and student achievement ethdlaglr to move forward and attain the
state school superintendent position. Dedicatiosetvice public education, such as this
participant, should be highlighted in current ktiere.

Informed literature should provide positive leadgpsskills of Latina women school
administrators. This elicited information couldgpn@omen attain their aspirations of school
principal. Latina principals who display competskills are referred to ahange agentim
school administration. They manage schools witdrge percentage of ELL (English
Language Learners). They increase test scordalulize schools in deteriorating condition
that are staffed with disorganized personnel amlp@Gonzalez & Ortiz, 2009; Ortiz,
1982). As aresult, some Latina women principatstiansferred from school to school to
bring about stability as requested by central effidhere is a need for strong, well-
organized, motivated and compassionate principhtstake on the role of change agent.

Latina women school principals have insulated tredwes from barriers by changing,
adapting, or accepting different “identities to faym to expectations and to play the games

of race and gender successfully” (Trujillo-Ball,G&) p. 192). As Latina women acculturate
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or assimilate into American culture their optioasamork outside the home or acquire
professional leadership positions increase (Gil &§uez, 1996). Ortiz (1982) states that,

...women who are successful [principals] are extrgmelry and highly

possessive of their positions. They view themsehealistically in comparison

to the rest of the school organization. They renester ready to defend themselves

and fight for their position. In addition, theywdop loyalty and tenacity towards

their work and the organization. They learn teeassvhat is possible and to pace
themselves to accomplish whatever is necessdpy.113-114).

In Gonzéalez and Ortiz’s (2009) study of two Latimamen superintendents in New
Mexico, women reported on success factors to ireclattong work ethic, high-energy level
and the ability to get along with most people. iTherk described the career paths of
Latina women experiences as teachers, principalsaperintendents. Their investigation
found these women had education career aspiratimg in life. One Latina principal found
that her aspiration and motivation led her to bee@nteacher and later principal. She was
appointed to a school with issues of staff, stusland low-test scores. The Latina woman
principal turned the school into a “Blue Ribbon 8chwith the second-highest district
scores in the state” (p. 193) in five years. Laagposition was created for her in central
office. Next, she was appointed to Associate Sofmrdent of Human Resources. Finally,
she became school superintendent. She attribatesubcess to working hard and having
good people skKills.

Another Latina administrator, investigated by Gdezand Ortiz's (2009), reported
that being divorced for 20 years made it easiehérto advance into leadership as it

provided her freedom received from divorced, aratepo build on career. Such freedom
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provided mobility for career opportunities (p. 194hakeshaft duplicated this finding. The
administrator worked as a teacher for six yearslated worked in central office before
becoming a principal. As a superintendent, sheapasinted to a school district with a $2.5
million deficit and in two years “led the distritt financial upswing...” (p. 195). Gonzélez
and Ortiz found that both Latina administrators keal as change agents and reformers and
received their doctoral degrees while serving atre¢ office. As reported, some scholars
identified factors that limit or advance the attaent and success in the principalship
position; however, limited literature resources available in this phenomenon. It is clear
these women have aspiration, passion, desire, atigation.

Women of color aspire to education leadership aeg earn all necessary educational
requirements before seeking education leaderstspigas (Brunner & Grogan, 2007, p.
111). Often they earn more credentials than requiGrogan & Shakeshaft, 2011, p. 30). In
fact, a large percentage of minority women recenectoral degrees, although not
necessary. Dissertation studies report on hownhatiomen school administrators are taking
the challenge to lead public schools in the Un8&ates (Méndez-Morse, 2004; Glass &
Franceschini, 2007; Manual & Slate, 2003; TrujilaH, 2003) as principals. However, not
much is known about their quest in their ascengahe high school principal position. In
the following, the author will describe Latina degnaphics in the United States.

Demographics of The Latino/a Population

As of September 28, 2011, the U.S. Census Burgsutes the United
State population of 308,746,000, of that numbeimiogpopulation (e.g., Mexico, Spain,
South and Central America, not Brazil, and the laka@an) consists of 50,478,000 million

(16.3%) and 25 million (8%) are Latina women, respely. In 2008, Latino children under
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the age of 18 were 22%. The U.S. Census Buredil j26ported that of the Latino
population of 50,478,000 (16.3%) in the United &aB1,798,000 (63%) of the U.S. Latino
population is of Mexican descent. The remaindeleiscribed as 4,624,000 (9.2%) Puerto
Rican; 1,786,000 (3.5%) Cuban; and there are 120P0(024%) other Latino.

Figure 2.1. Latina/o Population in the United 8sdby Percentage.

U.S. Latino Population =16 %

B 63% Mexican
249% Other Latinos
m9.2% Puerto Rican

H 3.5% Cuban

The projected growth of Latina/o population in theited States by 2050 is expected to
be 132.8 million, 30% respectively. The growth_afina/o public school students has
grown 60% from 1990-2006. By 2050, this growtlexpected to be strong in the coming
decades to represent “more school-aged Latinaldrehithan non-Latina/o white children”
(Pew Hispanic Center, 2008, Education). This niag be because Latina/o families birth
more children than the average number of 1.5 amldn majority White families in the
United States. Latinas/os are the largest etmoigmin states: Arizona, California,
Colorado, Connecticut, Florida, Idaho, lowa, Kansaassachusetts, Nebraska, Nevada,
New Hampshire, New Jersey, New Mexico, Oregon, RHskhnd, Texas, Utah, Washington

and Wyoming (U.S. Bureau of Labor Statistics, 20&0nzalez & Ortiz, 2007).
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Latina/o student pushout (dropouts) rates are fsegnitly higher than both White and
African American students. The United States Natid®Center for Education Statistics,
Digest of Education Statistics (Table 262), anmapbrts on the following 18-24 years old
total dropout rate, 10.2%; of the total dropouérat/hite, 10.0%; Black, 10.2%, Latina/o,
25.3%. Hispanic 18- to 24-year-olds completed fsigimool at 72.7% in 2010 (Pew Research
Center, 2011). Of the 25- to 29-year-olds who cletel a bachelor’s degree only 13% of
Hispanics, 53% of non-Hispanic Asians, nearly 39%/bites and 19% non-Hispanic blacks
(Pew Research Center, 2011).

In Wisconsin, according to the 2010 United States<Ds, 75% of women patrticipate
in the labor force. Further, 39% of women are ay@ll in management, professional and
related occupations. According to a national stmagst Latina women in the United States
have either a technical job, one related to semicmployment in sales (Gonzéalez & Ortiz,
2007; United States Census Bureau, 2010). Jadsruice and sales include venders, food
preparers and department store sales associatkgl(ing cashiers). Less than 25% of Latina
women work in managerial positions compared tolge&% of non-Latina white women
who work in such capacities. Latina women are uegeesented in the workforce. This
pattern is evident in other professions lead by wonm particular education. Latina women
in Wisconsin comprised a small percentage of thte'st teachers and have a smaller
representation at the principalship level. Morgamantly, the Latino student population is
the fastest growing in the nation’s schools. Hosvethe demographic change does not
appear in school leadership. Regarding acaderhiexsment, the number of women

attaining higher education has doubled over a gdesfden years, 2000-2010.
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The National Center for Education Statistics (20Epprted on the degrees conferred
to Latina women compared to White and Black women.
Table 2.2: Number of degrees conferred to U.Sdeass by degree-granting institutions,

percentage distribution of degrees conferred, @amdgmtage of degrees conferred to females,
by level of degree and race/ethnicity: Academiayd®99-2000 and 2009-10

Level of Number Percentage distribution| Percent conferred to
degree and females

race/ethnicity | 1999-2000 2009-10, 1999-2000 2009-10/ 1999-2000 2009-10
Associate's 554,845/ 833,337 100.0 100.0 60.3 62.0
White 408,772 552,863 73.7 66.3 59.8 60.9
Black 60,221 113,905 10.9 13.7 65.2 68.3
Hispanic 51,573 112,211 9.3 13.5 59.4 62.4
Bachelor's 1,198,809 1,602,480 100.0 100.0 57.5 57.4
White 929,106 1,167,499 77.5 72.9 56.6 56.0
Black 108,013 164,844 9.0 10.3 65.7 65.9
Hispanic 75,059 140,316 6.3 8.8 59.6 60.7
Master's 406,761 611,693 100.0 100.0 60.0 62.6
White 324,981 445,038 79.9 72.8 59.6 61.8
Black 36,595 76,458 9.0 12.5 68.2 71.1
Hispanic 19,384 43,535 4.8 7.1 60.1 64.3
Doctor's" 106,494, 140,505 100.0 100.0 47.0 53.3
White 82,984 104,426 77.9 74.3 45.4 51.4
Black 7,080 10,417 6.6 7.4 61.0 65.2
Hispanic 5,039 8,085 4.7 5.8 48.4 55.0

*Includes Ph.D., Ed.D., and comparable degred=aldctoral level. Includes most degrees
formerly classified as first-professional, suchiva®., D.D.S., and law degrees.
SOURCE: U.S. Department of Education, National CenterHducation Statistics. (2012).
The Condition of Education 20IRICES 2012-045), Indicator 47
Underrepresentation of Latina Principals

As shown in Table 2.3, the reported data for pusidticool teachers and principals are

presented for both the majority population andLth&no population.
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Table 2.3: Public School Teachers and Princif2416,/-2008 (Numbers) Compared to
Latinas/os in Public Schools, by Job Title and Le2807-2008 (Percentage)

Elementary Elementary Secondary Secondakif All
Teachers Principals  Teachers  Hyalsi Teachers Principals

U.S. 2,069,200 99,000 1,062,770 53,600 3,291,400 162,600

Latino 7.9% 7.6% 7.0% 4.5% 7.2% 5.9%

Source U.S. Department of Education, National CenterHducation Statistics, The
Condition of Education 2010-028, CharacteristicSotfiool Principals; Characteristics of
Full-Time Teachers; Glass & Francechini, 2007.

Gonzalez and Ortiz (2009) reported that in New Mexhere were “a higher
percentage [31%] of ethnic minority teachers thenrtation [14%]” (p. 191). However, the
Latino teachers “make up a small percentage oftide’s teachers and ...a smaller
representation at the superintendency level” ().1®©f the more than 2,000 teachers, one
of five is a Latina woman (p. 192). Of the 53%nafmen principals in New Mexico, Latina
women principals (although few) out number Latinalenprincipals.

In more than 20 years, school conditions and stuyg@pulations have remained the
same for Latina women school principals who senveubic education settings. Ortiz
(1982) and Gonzéalez and Ortiz (2007) reportedlthtiha women principals were appointed
to school buildings with physical deteriorationylstudent test scores in the district, schools
challenged with multiple gangs and out of conttatlents. It was found that schools with a
large population of Latino students enrolled repnésd 85%-98% and a large percentage of
free and reduced lunch 86%-96% (Trujillo-Ball, 2D0%chool conditions and student
populations in school remain the same for Latinamwo principals serving in public schools.

Ortiz (1982) reported that the few Mexican-Amerigaimcipals do not mirror the large

proportion of Mexican-American students. More tihagenty-five years ago Ortiz found that

“while 17% of pupils in the Southwest are Mexicamérican only about 3% of the
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principals are this ethnic background (45)” (p..8&onzalez & Ortiz (2007) reported similar
findings on a national scale as they cite the vafriRamos (2007). He stated, “Ethnic
minorities represent 14% of the teaching populatiaonwide while ethnic minority
students comprise 36%” (p. 191). This proportiergdp continues. While 22.1% of all
school enroliment pupils in the United States a#ra/o (any race) only 7.2% teachers
5.9% principals are of this ethnic background (Clz€11).

Table 2.4: Pubic School Students, Teachers am¢ipals 2009-2010 (Numbers) Compared
to Latinas/os in Public Schools by Student Enroiitnéob Title, and Level 2007-2008

(Percentage)

All All All All

Students Teachers Principals Superintendents
U.S. 48,775,838!  3,209,637! 169,171! 080
Latina/o 22.1%! 7.2% 5.9% 01.4%*

Source: U.S. Department of Education, National CenterHducation Statistics, The
Condition of Education 2010, Characteristics of &@dHPrincipals; Characteristics of Full-
Time Teachers; Glass & Franceschini (2007).

IU.S. Department of Education, National CenterEducation. Public Elementary and
Secondary School student Enroliment and Staff Goblrdam the Common Core of Data:
School Year 2009-10 (NCES 2011-347). Statistics,
*Data reflecting approximate number of all schdisiricts, 14,063.
Latina women are underrepresented in school adtratien. Most statistics for Latina
women principal data comes from individual and @pal data comes from individual and
private institutions studying Latina principals.
Career Pathways

In a study of 23 Latina women superintendents, Maand Slate (2003) reported that
superintendents spent an average 11 years as teaciteabout 11 years as principals before
attaining the superintendency (p. 6). The mostrnomcareer pathway was “teacher,

elementary principal, central office (34.8%) [falled by]... most common career pathway

were teacher, central office (13.0%), teacher, Bigtool principal and central office
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(13.0%)” (p. 6). Approximately 17.4% of the womsuperintendents reported pathways
different from options provided in the survey bymdal and Slate. It is unclear how
different the pathways of the 17.4% were sinceas wot indicated in the findings. Gonzalez
and Ortiz (2009) found similar results regardingih@ women administrators’ not
experiencing typical career pathways to seniorlladeninistrative positions. For example,
in their study of two Latina women superintendehesy reported a career path for Latina
woman as working first as a teacher in an alteveatchool and later worked in central office
before attaining the school principal position1p5).

In Brunner and Grogan’ (2007) study of 95 womegabr respondents, 17%
identified themselves as Latina. It was found thase women were “better educated than
white women” (p. 114) with 61% holding a doctordegjree yet they experienced up to six
administrative positions compared to four admiaisge positions for women before
acquiring a higher-ranking administrative positioomen of color spent more time as
assistant principals before attaining the schooiggral position in their career pathway to
school superintendency (pp. 112-115). Severaiesyateviously mentioned have reported
that Latina women take a delayed zig-zag approatdré attaining the principalship
position compared to White female school principals

In Trujillo-Ball’'s (2003) dissertation of four Mesgan American female principals,
women experienced different “career developmenepat” (Shakeshaft, Brown, Irby,
Grogan, & Ballenger, 2007, p. 114). For exampie principal began her career as
psychological associate for a university, interaesgchool psychologist, worked as a
schoolteacher, promoted to assistant principal timafly attained the principalship. The

second principal spent three years teaching sexsedhool counselor for 16 years and later
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served as assistant principal for four years beditiagning the school principal position. The
19 Latina women principals studied by Ortiz (1988)orted duplicate finding different from
that of White female and male principals. Ortipaged that most Latina women principals
hired in the mid-1960s and early- 1970s earned thacher and administrative credentials
during their role as educators (Ortiz, 1982).

Latina/o Traditional Cultural Values

Unfolding Latina/o cultural values is both acadeind personal. The reader should
note that while some Latina women have experientidsn the confines of these values,
other Latina women are at least aware of Latinaditional cultural values. A description
of Latina women and men, their culture, and histdrperspectives is provided in this section
of literature.

Although Latinas/os are grouped as one monolitategory in the United States and
are stereotyped as having similar characterigtiese are “differences among subgroups”
(Lewis-Fernandez et al., 2005, p. 282) and withiougs (Santiago, et al., 2002). Latinas/os
from Latin American countries are different. Fermore, although all countries have
indigenous populations, many of the differencesasirbuted to the influences of Spanish
and European settlement.

Crouch (2004) in his book, Mexicans and America@sacking the Cultural Code,
wrote about how immigrants have influenced Latingkitan countries. Crouch indicated
that Mexican people are predominantigstizowhich means they are of mixed ethnicities,
Indian [indigenous] and Spanish. The Spanishiahaland German people influenced
Argentineans. White European (English) and theniSpanfluenced the Chileans. The

Indigenous civilization (Inca) and the Japanestléseent) influenced Peru. Spaniards
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settled in Costa Rica. Belize was formerly Britighonduras is ethnically and culturally
diverse with escaped Black slaves, Mayan, and Spapeaking refugees from the Mayan
wars and Garifuna Creoles (Afro-Hondurans). Briziled to Portugal and European
ancestry (p. 27); however, it is not considerethenU.S. census categorization of Hispanics.
The country has a large Black population groundeatsiAfrican slave ancestry. Another
group of immigrants who settled throughout Latin &roa are of Jewish descent (Roniger,
2010).

Latinos’ ethnically diverse populace was influenbgd'migrations by various cultural
groups to Latin countries” (Frevert & Miranda, 932. The population is a common blend
of “Spanish and indigenous peoples of North, Cémaind South America. However, Latinos
of African, Italian, German, French, Japanese dhdranationalities abound in Latin
America and in the United States” (p. 293). Altbbwiewed as one group in America, the
Latinos in the United States historically are ethfly and racially diverse.

Historic Establishment of Traditional Latina/o Gender Roles

Contemporary Latina women became socialized irirddbtional role of women’s
behavior when, in 1519, Don Hernando Cortes an&panish conquistadores conquered the
Aztec natives of Mexico. Aztecs were a dominantéaand intelligent people. Cortes and
his army, in collaboration with Catholic priestsegoowered the Aztec people and the
surrounding metropolitan populations’ riches anadéd upon the people Christianity and the
Spanish language. The conquest of millions washhatMexico’s Aztecs were conquered,
killed off by smallpox and made to wear stigmatigimhite pajamas to work” (Crouch, 2004,
p. 27). The Aztecs, a feared nation, were puhsme as a result of the conquest. Women

were violated. In addition, the people enduredasmesnent, persecution and
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disempowerment (Santiago-Rivera, Arredondo, & GddaCooper, 2002, p. 22) all in the
name of the King and the Queen of Spain.

Death came to unrelenting natives refusing to adtepnew religious Roman Catholic
doctrine. Natives wanting to escape death “emlor&agholicism and its rituals...”
(Arredondo, 2002, p. 312). The teachings and &shahent of Christianity provided a set of
behaviors for both women and men, including theritee of La Virgen de Guadalupe
(Mary, mother of Christ). Anzaldua (1999) notedvhicatina/o traditional cultural values,
influenced by the conquistadores and Catholic rnssies, restricted women and defined
her role (p. 39). Hardin (2002) also noted that$panish conquest of the Mexican Indians
and the Catholic missionaries instilled gender tbames termethachismandmarianismo
which influence gender identity to this day. Ths&tdry of Latin America, Mexico in
particular, is an example of a diverse group infleed by the conquest by Hernan Cortes and
Spanish culture, indigenous peoples, African sigvand the Catholic religion.

Foundation of Cultural Values

Pre-Spanish conquest, the indigenous people of ddexiaintained different ideologies
that supported and gave power to women. A matrérsociety was accepted (Arredondo,
2002). The way of life for Latin indigenous peqggdiar Aztecs and women in particular,
changed immensely as a result of the conquest.

The Latina/o community expressed expected behatamght from generation to the
next generation by having the roles of males anthfes clearly identified. Men are
expected to financially support the family econaatiicand women to raise their children
and do other domestic activities (Miranda, Bila¢Ju3o, Berman, Van Meek, 2006, p. 270).

Family is the center of Latina/o culture (Miran&aevert, & Kern, 1998) and departing from
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these established traditional behaviors is fromngoh. As Frevert and Miranda (1998)
noted, “exercising personal uniqueness and degdtom...traditional ways of behaving is
frequently discouraged” (p. 294). Santiago-Rivénaedondo, Gallardo-Cooper’s (2002)
The Chadwick Center for Children and Famillesse defined a set of Latina/o cultural
values typically seen in Latino families. (seeemtix | for an extended description):

e Familisma..socialized to value close relationships, coheggsnand
cooperativeness withfamily members. extended to close friends of the family...

e Los hijos[sons and daughters] is used by parents in rel&pidineir children, and
reflects the value that Latino/Hispanic familieag@ on children.aften very
affectionate with their childrensome homes, children are expected to be seen, and
not heard

e Marianismois a gender-specific value that applies to Lataradles...

e Machismas a gender-specific value that applies to Latiradas...

e Personalismo.valuing and building of interpersonal relationshipss opposed to
impersonal relationships...

e Respetdrespect]..implies deference to authority...importance of settifear
boundaries and knowing one’s place of respect...

e Simpatigkindness]...being polite and pleasant, even in #uoe fof stress and
adversity. Avoidance of hostile confrontation...

e Religion and Spirituality.critical role that faith plays in the everyday liféhe
majority...Catholic...religion offers.direction in their lives and guidance in the
education and raising of their children...

The Latino worldview and the inherent cultural \vedprovide a set of guidelines that
prioritize personalismo.These values influences and set expectationsolideness, respect
to authority, faith, and interconnectedness. Bonesfamilies who follow strict patriarchal
practices, the women'’s role can be overly restlieted dominated. Women who follow this

patriarchal value system, dislike it when it is silbe, and are powerless to leave this

controlling family environment (Stevens, 1973). gReling the gender role behaviors,
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Bracero (1998) termeahachismas “male privilege” (p. 271). Thmachismaconcept
implies that men have freedom and women are tielbtoestic responsibilities (Comas-
Diaz, 1987, p. 463). Other cultures within thetddiStates and across the globe have
patriarchal dynamics of social structures, sucbudtsof domesticity
In addition to cultural values, Latina women haeespnal, family, and community
cultural assets. The assets are made up of knge/laald skills that help Latinos navigate a
system made for non-Latinos in the United Stategjqularly the educational system.
Yosso (2006) wrote in her booKritical Race Counterstories Along the Chicana/Ginic
Educational Pipelingabout the cultural wealth in Chicana/o commusitié is a cultural
capital Latinas/os have “required for social madil(p. 37). She and a community of
Latina women created the social theory, Model aoin@wnity Cultural Wealth having the
following components defined:
e Aspirational Capital: The ability to maintain hgpend dreams for the future even in
the face of barriers (real or perceived).
e Linguistic Capital: Those intellectual and soakills learned through
communication experiences in more than one langaadér style.
e Navigational Capital: Skills of maneuvering thrbugpcial institutions
e Social Capital: Networks of people and communigoreces.
e Familial Capital: Cultural knowledges nurtured argéamilia (kin) that carry a
sense of community history, memory, and culturalition.

e Resistant Capital: Resistance to oppression imuanities of color and refers to
those knowledges and skills cultivatddough behavior that challenges inequality.

The model comes from “working-class Parents of €afiplying Freire and Bourdieu
theories to their everyday experiences” (p. 49 fdllowing section describes rigid
women'’s roles.
Gender Role Scripts

The characteristics oharianismalluminate the unique insight of what Latina women

may experience. According to Frevert and Mirarid#8),marianismd‘originates from the
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virtues ascribed to the Virgin Mary by the Romarii@éc Church” (p. 298). As defined by
Méndez-Villarubia (1994), the virtues that Latinamen should adopt are identified as
living “sexually pure, holy, caring, maternal, pead, faithful, handmaiden to the Lord,
subservient to the will of a masculine God” (p. L5&/omen who are raised in a home
where traditions of honor and dedication are valiMidanda et al., 2008, p. 270) are socially
molded to live their lives “morally superior andrgpally stronger [than men] to resemble
the Virgin Mary in attitude and demeanor” (Martir§97, p. 2). The Virgin Mary attributes
include self-sacrifice. For Latinas, this meanfirst serve the needs of their husbands,
fathers, and nurture their children. To remairaeldp family and to serve the community is
expected of women and the display of humility agbgevirtuous standing. Saving one’s
virginity until marriage is an emphasized behaviéccording to Kulis, Marsiglia, Lingard,
Nieri, and Nafoshi (2008), “In Mexico, the Virgiri Guadalupe is thearianistamodel who
exemplifies traditional, post-conquest female kttres that are highly valued: she is the
mestizgindigenous mixed race] version of the Virgin Mafg. 260). According to Stevens
(1973) and Comas-Dias (1987):

Ambition and competition for women are discouraged

Respect husband’s authority, elders, and people patver

Allow husbands to make all decisions

Obey orders from fathers, brothers, and husbands

Service others

Withhold feelings of emotions without complaint

Latinas are groomed early in childhood to be patingiving and to resign
themselves from conflict by remaining submissivd passive at home.

e Women learn a way of life that limits their indegence, voice and self

Characteristics aarianismowere articulated by Gil and Vazquez (1996) as:

Do not forget a women'’s place

Do not forsake tradition

Do not be single, self-supporting or independentded
Do not put your own needs first
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e Do not wish for more in life than being a houseewif

e Do not forget that sex is for making babies—notdl@asure

e Do not be unhappy with your man or criticize himifafidelity, gambling, verbal and
physical abuse, alcohol or any abuse

e Do not ask for help

e Do not discuss personal problems outside the home

e Do not change those things, which make you unhépgtyyou can realistically
change (p. 8).

Women are responsible for raising obedient childmamslated tdien-educadogwell
raised], and for teaching them traditional codebeadfavior. Mothers are accountable for
teaching “girls [how]...to be women and mothers wioadr the model of the Virgin Mary”
(Santiago-Rivera, 2002, p. 49). Unfortunately,rt&are expected to be passive, obedient
and homebound [without voice]...Women are perceiveededfenseless and vulnerable”
(Comas-Diaz, 1987, p. 463). Although these magngeebe outdated cultural norms of
behaviors, they still exist (Gil & Vasquez, 19966pAriza & Oliveira, 2001) in American
non-immigrant and immigrant Latino families. Thame many examples to the contrary,
however.

Mental health professionals, such as Bracero (1888)others, report their findings
from their study on the issues Latina women endegarding the stress they experience
living with traditional cultural gender scripts wery rigid conditions. Although some
women who live according tmarianismdearn about expectations of loyalty, faithfulness,
and endurance, they live with troublesome relatigrsor family hardship. These women
have gained inner strength to manage stress im twarove forward and keep their families
intact. Women are encouraged to look up to andeinb@ Mother of Christ, who had great

strength through her faith as she carried and giedeher child and kept her family intact.

Latinas who follow this path of Mary are admired itoby society. Women are positioned as
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role models to their children, especially as thielys to instill good behaviors, respect, and
resilience.
Machismo

Social science literature is abundant with commegeative descriptors ehachismo
behavior. In their study titled HIV Prevention anolw-Income Chilean Womemachismo,
Marianismq Cianelli, Ferrer, and McEImurry (2008) surveydtyfChilean women about
the themes afmachismandmarianismo They provided a description ofachismoas to
“the social domination and privilege that men haver women in economic, legal, judicial,
political, cultural and psychological spheres”2p8). As noted by Cianelli et al., the term
machismancludes behaviors that are about “gender inequaditk of communication
between partners about sexuality and violencelatiomships” (p. 304). Further, traditional
machismavas associated with more arrests, fights and alamnwsumption (Arciniega,
Anderson, Tovar-Blank, & Tracy, 2008, p. 28). GHinFerrer, and McElmurry (2008),
believe that superiority and oth@achismdraits “contribute to discrimination against
women” (p. 298).

Negative implications of male supremacy are maskitd behaviors unhealthy for
women (Arciniega, Anderson, Tovar-Blank, & Trac2908; Kulis, Marsiglia, Lingard,
Nieri, & Nagoshi, 2008). This view is mirrored @pmas-Diaz (1987) as she stated, “sexual
codes...condone the oppression of one group (ferbglepother (male), coinciding with the
feminist precept that sex-role stereotyping is mesitve and oppressive to women” (p. 463).
Often the term is associated with alcoholism (Alega et al., 2008), sexual harassment, and

manipulation of women (Pinel, 1994).
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Anzaldua (1987, 1999) in her book Borderlahds-rontera The New Mestiza,

provides her perception and analysis of the meamifingachismo
The loss of a sense of dignity and respect inrtecho’ breeds a falseachismo
which leads him to put down women and even to brmatdhem. Coexisting with his
sexist behavior is a love for the mother, whicletagrecedence over that of all others
(p. 105).

Anzaldua believed that Latino men established macits as a result of their own
oppression, poverty, and low self-esteem from bla¢hSpanish conquest and Anglos who
shamed them in America (p. 105). As noted by Cebiag (1987), men who followed the
characteristic omachismaxpected girls and women to follow traits aharianista The
descriptors of the macho man imachistasociety shed light on male social development.
Although this stereotypic portrayal is negative amtly highlights the faults ahachismo
positive traits are also associated with this teNot all Latino men embrace negative
machismo ideals.

Caballerismo

Machistabehavior has positive traits often overlooked asgbaiated with
caballerismg a term defined as chivalry (Arciniega et al., @00Latino men follow the
identity script of either machismo oalzallerismoor a combination. Arciniega et al., found
in their study positive traits termechballerismoa “Spanish word for.a knight [and]
horseman...” (p. 20)Caballerismodescribes Latinos as sensitive and protectorsvibé
and family from danger” (Gil & Vazquez, 1996, p. She termhombre(man) relates to
“honor, respect, bravery, dignity and family resgibility (Gutmann, 1996; Neff, 2001)”
(Kulis 2008, p. 260). To be told, “Ser un hombfeéing a gentleman) is a compliment.

Other descriptors include, “hardworking, proud, amdrested in the welfare and honor of
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their loved ones” (Falicov, 1998, p. 198). Thisiman depicted as having excellent
manners (Arciniega et al., 2008, p. 20), thus #smaiation to chivalry or knight in shining
armor.

In another study to measure the dimensions ofttoadil machismaandcaballerismo
in male Mexican American behavior, Arciniega et @008) found that¢aballerismowas
positively associated with affiliation, ethnic idey, problem-solving coping” (p. 19), and
emotional connection. Although characteristictradlitionalmachismdoehavior “are
observable in other cultures of men...the tenachismo..[is] specific to [Latinos]” (p. 21).
Gender Role Contradictions and Challenges

Latina women in the United States experience geraderconflicts in addition to
social, educational and economic struggles. SgoviRivera (1998) states, “it is well
documented that Hispanics in the United States@né&onted with language barriers,
poverty and discrimination in education and emplegth (p. 12). Similarly, Garcia-Preto
(1982) found that “conflict and anxiety are expeced when they [Latinas] confront a
society that frowns on passivity and expects inddpat individualistic behavior” (p. 175).
The date of the statement is also indicative of hatinos have been characterized
negatively.

Stress related issues occur with adaptation to Aaeigender scripts. In addition,
negative information about Latinas, as they arerretl to as one group, can unfairly deem
women as incapable (Marcano, 1997; Trujillo-BaflD3). For Latinas, going against a
socially prescribed traditional gender role sciporder to adapt to positively viewed traits
such as assertiveness, competitiveness and indeethéhking, in addition to dealing with

discrimination in the United States, may causeeties. Bracero (1998), through
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conversations with women in therapy, found thatriaatvomen clients who were familiar
“with the traditions expressive afiachismandmarianisma (p. 265) identified the emotion
of “loneliness...emotional abuse or neglect” (p. 2@Rhough this should not be generalized
to all women.

In their book, The Maria Parado¥Xow Latinas Can Merge Old World Traditions with
New World Self Esteer®il and Vazquez (1996), mental health professsftaind that their
clients, Latina women who held careers in high-naglkeadership, were familiar with
machismandmarianismasocial constructs. These women experienced dasttle family
members and their partners, as the women livecpertdently having the same freedoms as
men. These family members expected Latina leadersintain cultural values and the
traditional restrictive roles scripted for themf noes found in non-Latinas. The
contemporary Latina women in therapy with Gil arakz§uez disclosed emotions similar to
those stated by Bracero (1998).

In a society where women are encouraged to suppaissdualistic goals and to
identify with dependent, submissive and passiviestt€omas-Dias, 1987), women tend to
limit or sacrifice “education, careers and a solifaloutside the family” (Martin, 1989; as
cited in Schmitz & Diefenthahaler, 1998, p. 14Q)beral-minded countries, such as the
United States, encourage “liberal gender valugbat] tend to prompt both men and women
to pursue a wider variety of educational and caaseirations” (Schmitz & Diefenthahaler,
1998, p. 139). This is attributed to America’s6sigly individualistic culture” (Kulis et al.,
2008, p. 265). This is an example of female gewdatradictions for many Latinas living in
the United States and socialized with traditionddural value scripts. As generations

continue to be born in the United States, interrager occurs and different cultural conflicts



65

will be experienced. Another example of gendeffladrand stress comes in relation to
family members who may still valuearianismo They may remind Latina women of their
unfulfilled role. Identity crises between familgdprofessional life can occur as the
American gender role values push the Latina womepposition to thenarianismoideals
(Gil & Vazquez, 1996).

As cited in Schmitz and Diefenthahaler (1998), Ler{@989) studyGender Role
Conditioning and Women'’s Self-Congeptund that “society believed that women who
possess traditional feminine traits were incapabkuccess” (p. 139). This could cause a
negative stereotypic portrayal of women when caiegd as one group adhering to
traditional feminine beliefs. An understanding.atina women and how they may use or
not use cultural values in professional positiaedsential to continue their emergence in
positions of leadership such as high school pradsip
Acculturation and Assimilation

In a comprehensive look at Latina women overcontiieganxieties of some aspect of
gender roles, Gil and Vazquez (1996) contendedwbaten’s integration and prosperity in
the United States might be achieved through ac@tlan and incorporating North American
customs along with cultural values.

Acculturation is a term explaining the processahmg a new culture. It is “an
adjustment that takes place when individuals froffier@nt cultures come into continuous
and direct contact with and learn from one anofagthey] embrace the new culture...[it] is
experienced in a series of changes and choiceqwittude new norms of how to live...”
(Berry, 1990, as cited in Gil & Vazquez, 1996, p).1lt is a “process of cultural and

psychological change that follows intercultural am” (Berry 2003; Berry 2006, p. 305).
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Martin et al. (2007) added that the acculturatioocpss includes, “changes in language use,
cognitive style, personality, identity, attitudedastress level” (p. 1290). To explore the
nature of how one comes into the context of hatangcculturate, Marin (1992) defined it as
“a process of attitudinal and behavior change wyaie by individuals who reside in
multicultural societies...or who come in contact watinew culture due to colonization,
invasion or other important political changes”289). Acculturation is a gradual change for
anyone needing to adapt to a new culture.

When Latinas are not able to embrace gender rdlavib@s in North America such as
independence, they may experience acculturatiesstr

negative aspects of adjusting to a new life [inchlone can] experience self-identity

crises, [not knowing] how you're supposed to aahd having] deep seated

confusion..This can cause depression and frustration [withckhowledging] that this

is a collective process (Berry, 1990, as cited iinr83/asquez, 1996, p. 14).

This occurs as a result of, “the psychological gesnthat accompany the acculturation
process [that] are complex because acculturatisegpa significant influence on
psychological functioning” (Miranda, et al., 20Q6,269).

Assimilation is different from acculturation. # a rapid adaptation to the host country
“disregarding all aspects of a [person’s] nativiuwre...” (Berry, 1990, as cited in Gil &
Vazquez, 1996, p. 12). However, attempting asaimih too quickly can result in negative
conseqguences, such as low self-esteem and enhawacithistabehaviors Gil & Vazquez,
1996). Acculturation and assimilation are two sges of change that vary for immigrant

and non-immigrant Latina women.
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Dispelling Portrayals of Marianismo

Cultural gender roles are changing. It is timehallenge deficit cultural portrayals
about Latina women who have learned to selectipeditaits that empower them in
leadership. The negative stereotypical portraghaisomen living withmachistavalues are
nationalized with statements that hold true for sorDelays in career success could prevail
as Latinas experience value conflicts of “familgaommunity expectations and individual
needs and desires” (Gil & Vazquez, 1996, p. 3)itHaun, Latinas holding strong ties to
traditional gender scripts are typecast as hawstictive lifestyles (Gil & Vazquez, 1996, p.
4), such as “disempower[ment], oppression and maligation” (Bracero, 1998, p. 275).
Similarly, Arredondo (2002) stated, “for Latinasugat in the perpetual wild zone, the right
to be different has been either regulated or p@aish consequence of patriarchy in Latino
culture” (p. 311). Although these descriptors @meanting, life for Latina women in the
United States, women in Mexico and women in otloamntries is changing due to education,
socioeconomics, urban lifestyles (Gutmann, 200&jtasl in Kulis et al., 2008, p. 266),
networking, and women supporting each other.

Gonzélez and Ortiz (2009), Truijillo-Ball (2003), ffes (2004) have noted the
successes of Latina women in educational leadeeshigell as in higher education
(Arredondo, 2011). In her presidential speecth&Aimerican Psychological Association
Division 45, Society for the Psychological Stud¥tifnic Minority IssuesArredondo (2002)
spoke about literature by Latina women in th& aad 2f' century “who give voice to the
struggles of acculturated and self-empowered wonq@n308) in the United States. These

contemporary and educated women have succeedeitedégplack of available role models
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that preceded them. Kulis et al., (2008) belietedchange in gender role expectations is a
result of several factors:

Globalization, consumerism, migration and econdmaiciships are transforming
traditional Mexican notions of family responsibég and the influence of traditional
conceptions omachismandmarianismoon Mexican gender roles [as well as]
dramatic increases in women'’s entry into the waddcand pursuit of higher
education, their increasing representation withigsitess, government and the
professions, and a rise in women’s emigration (Hgmeéu-Sotelo, 1994). These
educational and occupational advances for womea halped to de-polarize gender
role expectation, especially among younger colatsthose with higher education (p.
266).
By breaking through negative stereotypes, conteargdratina women are portraying
a new set of gender role behaviors as they agaibership in professional roles. Acosta-
Belén and Bose (2000) also believe the increasedaged labor force in the United States is
changing the role of all women (p. 1117).
Summary
The history of education administration represeéniiahas been generally preserved for
White males. Few historical developments relateddmen in administration have been
revealed, with the exception of their struggleattain the position of administrator. Even
less historical evidence has represented peopdelof who are in education administration.
When breaking down the category of the people tbrdwy ethnicity who have attained
education administration, some categories are dlnmwsexistent. Thus, the historical
representation of Latina/o school administratomssdoot find its way into the major forms of

literature in the education field. Organizatiod.atina/o administrators in the United States

are an avenue, along with dissertation studielse¢pn to build a historical representation of
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Latinas/os in education administration coupled i minimal research already
investigated by Dr. Ida Ortiz and others. Latinanven are reported to have increase
academic achievement, decrease violence in the;land increase parental involvement.
One might wonder if the attributes of Latina valaesl assets provide foundation for
academic achievement for all students as high $growipals in public education. This
dissertation on career development of Latina woat&ining high school principalship in

public education will add to the literature.
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CHAPTER lll: METHODOLOGY

The public high school principalship is the gatew@yhe superintendency. Itis
unclear how Latina women successfully attainedipubyh school principal positions. The
disproportionate percentage of Latina women puitit school principals is likely to
impede their advancement into district high-ranksngerintendent positions. Therefore, it is
important to study Latina women who have succelgsadquired public high school
principal positions in order to increase their e@ntation in these crucial leadership roles.

In this chapter, the purpose of the study and rekeguestions was reiterated and the
design of the study will be described. The prest@m of the research methods will include
definitions of terms used, a description of thewafpon and sample selection, the interview
protocol, data collection procedures, and an exgtian of the data analysis procedure.

Purpose of the Study

The purpose of this study was to understand th&opat and professional ‘lived-
experiences’ of Latina women navigating their capeghs into a public high school
principal position. This study explored how Latimamen high school principals made
meaning of their experiences and significant infleess while progressing through their
career paths.

Research Questions
The central question guiding this study was: HowLdtna women describe their ‘lived-

experiences’ in navigating their career paths public high school principal positions? The
following subsequent questions provided an in-deyitherstanding of the experiences of
Latina women public high school principals:

1. What was most significant about their principgtstareer path experiences?
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2. What meaning did they make of their experiencat@g related to their
principalship career paths?
Design and Methodology

This qualitative study used a narrative inquirgaodlect its primary data source of
story-telling narratives developed through semikdtired interviews conducted with Latina
women high school principals willing to share theareer path journeys. These reflective
‘lived-experience’ narratives shed light on, andyide an understanding of the perceptions
of Latina women regarding their unique experiertbes afforded them successful attainment
of the public high school principalship positiorisarrative inquiry provided opportunities to
learn about the Latina women’s educational andezgogeirneys, their support systems,
challenges, and family experiences they encountded) the way. A semi-structured guide
was developed to yield an in-depth qualitativerwieaving approach. This allowed the
investigator to insure that relevant subjects veeneered, and that the investigator could
“explore, probe, and ask questions that [wouldtielate and illuminate [a] particular
subject...[and] establish a conversational styl¢Rdtton, 2002, p. 343).

A second data source used to develop the women’atives came from critical self-
reporting surveys written by each participant. Ehesre intended to yield commentaries
regarding significant events related to their capaghs. The data gathered through
interviews and personal writings were interwoverilsd all layers of data are intertwined
(Patton, 202, p. 297-298). Based on premises alftgtive inquiry, the focus was placed in
a naturalistic setting to reveal a story of emegginique perspectives on “issues of gender,

culture, and marginalized groups” (Creswell, 192819). The data collected illuminated the



72

detailed shared knowledge of Latina women expeeignand understandings of how they
navigated their career path experiences into thdighigh school principal positions.
Qualitative Methodology

Creswell (2005) identified the characteristics oélitative research as “the best studies
that set out to explore variables not yet knownrerstood” (p. 44). The characteristics of
gualitative research are explained in the follonsegtion. The literature review played a
minor role, however, justification for the reseasthidy was required. The problem
statement was established and a purpose stateanghefresearch was identified. In regard
to the data collection, it typically emerged froraraall number of individuals or sites, text,
or image data. The analyses and interpretatidheoflata were derived from “text, analysis;
description, analysis, and thematic development anderlying] the larger meaning of the
findings” (p. 44). All reports and evaluationstbé data used “flexible, emerging structure
and evaluative criteria” (p. 49). In addition, fhgestigator took a subjective or reflective
position, which explained her “role... biases, valuasl assumptions...” (p. 50), and
disclosed them within the research. The investigabped to uncover the impactful
influences and meaningful variables that existed_&dina women who successfully secured
a high school principal position in public educatio

Qualitative methodology, such as a narrative inquaiowed the investigator to
experience and interpret the process of the phenomender research. This is something
that could not be accomplished in a quantitativelgtvhere “interpretation consists of
comparing results with prior predictions and pastarch” (Creswell, 2005, p. 48). In the
following two paragraphs, the investigator defities characteristics of qualitative

methodology from her perspective.
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In this study, | hope to describe and “represeratjfj) have come to know through
[language]...[to] create in text a different worldigner, 1991, p. 27). | was intrigued by
being able to present my “own mind of the analgsid interpretation of the data” (Janesick,
1994a, p. 390). With qualitative methodology, lsvedle to “take a subjective (reflexive)
and biased approach” (Creswell, 2005, p. 49), dodse my particular framework (e.g.,
feminist, LatCrit), which guided my attention, faguwand experience when exploring an
educational phenomenon through my own lens. Uguaditative methodology, | was not
limited to one approach as | investigated “the claxipy of any given social setting”
(Janesick, 1994a, p. 379). |looked forward tbriglmy story in a way that “describes the
setting [which] conveys the content of human exgrexes” (Eisner, 1991, p. 28). In
addition, | hoped to express the meaning of thee&pce rather than state numerical data
seen in quantitative research.

In this study, | had the freedom to interpret thetigipants’ experiences using “thick
description; inquiry in-depth; interviews that aagt direct quotations about people’s
perspectives and experiences” (Patton, 2002, p. U€gptured this through the “study with
real persons in mind” (Janesick, 1994a, p. 382nireducational and social setting. Since
my curiosity provided me with inquiries on how anéht experience an educational setting,
visiting with real people provided me with an urstanding, which | was able to express on
paper. Using qualitative methodology, | was ablpdy attention to detail and “record field
notes [which] provide[d] critical reflection andt@mviews” (Janesick, 1994a, p. 389) to
develop understanding and report findings. | bakedindings on “direct quotes from notes
and interviews” (Janesick, 1994a, p. 389). Quahamethodology offered several options

of inquiry. | chose narrative inquiry as my metbtwdjical choice.
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This narrative inquiry is devoted to study and usténd unique career paths of
practicing Latina women high school principals ubpc education settings. There are a few
Latina women successfully holding career posit@sgublic high school principals. In
addition, few studies in the literature exist refyag Latina women high school principals’
in-depth experiences. The narrative inquiry udkavaed Latina women high school
principals to “tell their stories” and their “persal experiences in ...[the public] school
settings” (Creswell, 2005, p. 474). The particigaresponses and stories revealed how they
have developed and the “world from which [they] €drfp. 115). The Latina women
principals shared their life stories, family statieultural, and social patterns from their
perspectives. Their narratives were interpretethaban in-depth picture was created to
understand and reveal the women, their persomag¢kiperiences and “culture that created it”
(Patton, 2002, p. 115).

The idea of narrative personal stories centerseweal[ing] cultural and social
patterns through the lens of individual experieh¢Batton, 2002, p. 115). This differs from
case studies, as participants may be asked to gterestories of a process or evaluation of a
program, but not necessarily “being asked to pagte in case studies” (Patton, 2002, p.
116).

The investigator selected a qualitative desigriudysthe Latina women'’s career
advancement experiences, for reasons as statetebwé€ll (2005), its ability to gain the
participants’ perceptions, “seeing how they experge live, and display the phenomenon,;
and looking for the meaning of the participantgesiences” (p. 31). Latina women public
high school principals give voice, as they perceitreeir ‘lived-experiences’ navigating their

career paths. The investigator’s intent was toeustdnd how the principalship position was
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achieved, and what it is like to be a Latina worsarving as public high school principal in
the United States.
Research Questions
The research questions emanated from the literagénrew. | recognized gaps of

career development and how individuals experieicenl career paths into the principalship
positions. Questions were generated of a phenomiad should be investigated. My
curiosity led me to gain an understanding of Latiamen principals, and from where they
came. The central research question was: How tind_&women describe their ‘lived-
experiences’ navigating their career paths intdiputagh school principalship positions?
Subsequent Questions

1. What was most significant about their principalst@peer paths experiences?

2. What meaning did they make of their experiencasratated to their public high

school principalship career paths?
Using a narrative inquiry provided the ability taig the participants’ perceptions regarding
how they experienced, lived, and perceived thiardixperiences, and career paths. It
explored how individuals reflect, and made meamhthpeir ‘lived-experiences’ as principal
(Patton, 2002, p. 104).
Interview Protocol
Interview research questions for this study weepgared in advance. They were open-

ended questions, and yielded “in-depth qualitatmnterviewing” (Patton, 2002, p. 402). The
first question focused on learning about the pidiats’ career paths from a “grand tour”
(Creswell, 1998, p. 99) perspective followed witbhreaspecific questions. Some questions

followed up withissue subquestiorte “address the major concerns and perplexitid®eto
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resolved” (Creswell, 1998, p. 101). The usefulredgbe issue-oriented questions as
documented by Stake (1995), as cited in Cresw88g}, intended to pull-out human
concerns that can be tied to “political, sociak) &storical context” (p. 101). Since the
study sought to understand how Latina women higloacprincipals broke through political,
social, and cultural barriers in a career once dated by White protestant males, issue-
oriented sub-questions were asked of these women.

The interview question protocol guided the paraois to openly talk about their
‘lived-experiences’, significant events, the measithey derived from their ‘lived-
experiences’ as principals (Appendix A). The omeene interviews collected data
regarding personal backgrounds and ‘lived-expeasnigavigating a career path. Because
these women experienced challenges attributecetoethnicity, the completed interviews
presented career advice to women, Latinas in p#aticwho aspire to the principal position.
Additionally, high school principals described thieeritage, cultural values, strengths,
leadership, historic leaders, philosophies, rdlgsire career aspirations, and commented on
issues thought valuable from their perspectives.

Selection of Participants

The investigator intended to find participants gstentral States’ Departments of
Public Education websites. Using this method,nivestigator contacted several possible
participants by phone; however, only one femalpoaded. As a second method used to
locate participants, the investigator sought ogaarzations associated with high school
principalship in public education. The investigaised the Internet, and used the search
terms/keywords, “Latino Administrators and Supenmtents Public Education

Membership.” A list of membership organizationstchang the Google search terms with
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specific characteristics appeared. Some organizéitings gave reference to others of the
same likeness that were newly created.

Participants met the following criteria: 1) theiembership was in one of the several
organizations listed or State Department direc$pi2¢ their ethnicity and gender as Latina
women, regardless of ethnicity was confirmed; anth&ir current status serving as a public
high school principal was confirmed for seven wonmre woman was currently removed
from a principal position as the district was ex@ecing an overhaul in leadership change.
Demographic data collected were not considerederion for participant selection. It was
used to further understand the profile of Latinaneo public high school principals.

Since the investigator sought to understand thecgzants’ ‘lived-experience’ in their
career paths ascending to the high school prirgtygakole, the number of years specified as
maintaining the position was not a criterion. Tagearcher did not believe the number of
years maintained as principal would discredit titegrity of the journey. The participants
for this research were eight Latina women pringgsarving in public high schools.

The investigator contacted the five identified menship organizations by email or
phone to request a directory of current Latina womeblic high school principals.
Directories were not provided. The investigatanitffied herself as a doctoral student
embarking on a dissertation study. She suppliegtiaitment letter explaining the purpose
and scope of the study. Three membership orgammzatesponded, and agreed to email the
recruitment letter to its members; however, nonthefprincipals who responded met the
predetermined criterion provided in the letter.teiffurther inquiry, and several months later,
two more membership listings responded favorakine organization advertised the

recruitment letter and the researcher’s photogoaptheir website. The other membership
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listing distributed a mass email of the recruitmletter to more than 4,000 of its members.
In total, about ten administrators from the latteo organizations responded; however, only
two satisfied the selection participant criteriehe remaining eight respondents agreed to
forward the recruitment letter to Latina women wduorently served as high school
principals. Networking played a big role in thematment of the participants. Of the
qualified ten participants, one was recruited fittvan State Department of Public Education,
two from membership listings, and seven from nekivay. Five of the seven principals from
networking participated, and two principals weralie to reschedule a time suitable to
complete the interview process. Of the ten, eagjieed to participate.

The participants consisted of eight Latina womeghtachool principals. Some of the
participants served high schools in California, @&xXlorida, and in one other state (the
remaining state will not be disclosed as it wouwdhpromised the identity of the participant).
The females were five Mexicans, one Puerto Ricaa,@uban, and one Brazilian serving as
high school principals between one and eleven ydaosir serve in suburban school districts
and four serve in urban school districts. Severflaent in Spanish- and English- speaking
and one is fluent in English- and less fluent imi&ph speaking; all professionals are
between the ages of twenty-five and fifty-five;diearned doctoral degrees, and one is
currently pursuing a doctoral degree; one earndfiducation Specialist degree, and one
earned a Masters degree; all completed majors mididtrative Leadership; six are married,
and two are divorced.

Each participant received a recruitment correspocel®y email that identified the
investigator and explained the purpose of the s{dgpendix D). All research participants

received a consent form (Appendix E) when theyedjte participate. The participants were
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informed that pseudonyms would be used througheustudy and that they could withdraw
from the study at any time without penalty. A éoll-up phone call was made and email
message sent to each participant to schedule enview time and date. An initial interview
schedule was then set. Two interviews did not riedxt rescheduled, and six interviews
were rescheduled several times. Participants veenended of confidentiality.
Instrumentation Protocol
An interview protocol (Appendix A) designexelicit responses was used to assist in
answering the central question guiding this stuaty the two subsequent questions. A
recruitment correspondence was created to idetitEynvestigator and explain the purpose
of the study (Appendix D). The consent form gaittezl participants’ permission to be
interviewed (Appendix E). The interview protocointained 16 open-ended questions to
understand the phenomenon being investigateddditi@an, two critical incident reports
contained questions relating to a positive andgatiee experience encountered as she
aspired to a high school principal position. Itsveaself-reported major event of importance
that impacted her role as high school principalg@mdices F and G). A personal
demographic survey of fourteen questions, (Appeiwas completed by each study
participant at the time of her scheduled persantatview. All interview protocol questions,
incident reports, and surveys were intended tat elignificant responses to the central
guestion and the two subsequent questions. Usreg gources of elicited data from
fieldwork layered and combined was used to verifjnprehensive findings (Patton, 2002).
Data Collection Procedures
This research followed a narrative qualitaresearch design. One semi-structured, in-

depth, personal, individual interview protocol (8sell, 1998) was conducted (Appendix A),
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and two critical incident surveys were completeddastruct the narratives. Data sources
were collected between May 2012 and September 2012.

The interview questions were open-endettdRa2002, p. 227). The initial questions
elicited the participants’ stories about their eatianal journey, career paths, and about
memories growing up with parents and siblings. sfioas about their family provided a
portrait of where participants came from, and Ipkd to illuminate issues of support,
gender, cultural values, diverse paths, and oppiies.

The investigator conducted an informal casational interview “so as not to be
intrusive or predictable...” (Patton, 2002, p. 28%he open-ended questions were essential.
They provided the participants an opportunity tacce@and describe their experiences that led
them to acquire the role of high school principapublic schools. Their personal stories of
significant events offered rich data on supporteays, leadership development,
achievements, and political challenges to overcofiifeese personal interviews offered
depth, as it had the ability to uncover details emdtext of the phenomenon (Patton, 2002, p.
227). The latter questions were more direct amited the participants’ perspectives about
leaders, philosophy, problem-resolution, role ehgpal, advice to future principals,
aspirations, and commented on issues not rais¢loebpvestigator.

Interviews were conducted one-on-one gpteone. The date and time of each
interview were scheduled at the participants’ alality and convenience in a private setting
either at their office, in their car, or at thearhe. Some interviews were conducted in the
morning, in the evening, and sometimes on Saturtlag.length of the interviews ranged
from 90 minutes to two hours. The interviews weiggtally voice recorded, and computer

recorded for back-up, in order to capture all gdotgormation from the participants.
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The investigator took field notes duriragle participant’s interview to further probe for
deeper understanding throughout the interview. fidieé notes taken reflected the
participants’ ideas, concepts, or direct quotatidetton, 2002). The investigator used these
field notes to gain the participants’ significarre “personal meaning” (Patton, 2002, p.
203) about their stories. Field notes were usadesber checks asking the participants to
repeat, or explain further topics unfamiliar to theestigator. It was vital for clarification
when faced with new concepts. At times, curiokatythe investigator to generate more
guestions related to the participants’ storiesrdeoto gain a more detailed description of the
event. The names of the participants were chat@gttials to protect their identity.

The investigator emphasized openness aviddnthe desire to learn of life mysteries
(Creswell, 1998, p. 31), allowing Latina women g#peints to openly share their direct
‘lived-experiences’ as public high school princgalt was important, as a Latina woman, to
hear their perspectives of “meaningful and knowergeriences” (Patton, 2002, p. 340), and
not to make assumptions. | believe that my Lagithenicity made the participants
comfortable in sharing their stories. As eachringv progressed, | noticed that trust levels
increased as the participants stated phrases ms®pand shared more of their family home
life experiences resulting from their long hoursommitment serving schools as principals.

The participants completed two separatédatiincident reports about experiences that
were significant to them (Appendices D & E) in ettla positive or negative way. The two
Critical Incident Surveys asked participants tantttg: (1) apositive eventinvolving a
personal experience related with aspiring to th&tm of high school principal and/or
acquiring of public high school principal positiand (2) anegative eventnvolving a

personal experience as it related with aspirintipéoposition of high school principal and/or
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acquiring of public high school principal positiofihe critical incident reports about
significant events in their career journey revedladiers and accomplishments. The two
critical self-reporting incident surveys were cosgtpll by three of the eight women.

All participants completed a personal derapgic survey. Personal demographic
guestions illuminated a school setting in publia@tion for each participant. In this study,
collecting two or more of data sources servedfasm of data triangulation utilized to bring
together strength and validity in a study (PatR902, p. 247).

Data Analysis

The participants’ narratives provided datarder to conduct the data analysis. The
data analysis process was conducted to generalbyrile Latina principals’ lived-
experiences revealing how they achieved an admatigt role as high school principal in
public education. The interview questions focusedareer path, educational journey, and
family background. The investigator transcribddla interviews in detail. This activity
allowed the investigator “an opportunity to get iensed in the data...” (Patton, 2002, p.
440).

For the analysis of the narratives, tlseaecher completed the data analysis using a
series of steps in order to find commonalitiesptbs, and subthemes. The series of steps
were organized around statements, themes, and ngsamsulting in “the reader
understanding better the essential, invariant &traqor essence) of the experience...
(Creswell, 1998, p. 54). The investigator readtalinterview transcripts, stories,
descriptions, and then, extracted significant staetgs to formulate statements into
categories and meanings before clustering themcioamon themes. Finally, the researcher

integrated themes into a narrative descriptior8g). Creswell (1998) stated:
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...protocols are divided into statementshofixonalixation..units are transformed
into clusters of meaningsexpressed in psychological phenomenological
concepts...transformations are tied together to naadgeneral description of the
experience, theextualdescriptionsof what it was experienced and tteuctural
descriptionof how it was experienced (p. 55).

In the narrative writing, the investigator provideer interpretation.

The participants’ narratives generated nehsl of pages of data. The investigator was
overwhelmed. The data were organized in two wél)sThe transcripts of each interview
were read. Microsoft Word was used to organizedisskect the quoted statements from the
participants. The word document was organized thitte columns. The transcription was
inserted in the first column, and quoted statemtérashad meaning were highlighted. The
second column secured codes or emerging themas ong¢aning of the quote. The third
column highlighted pull-out words, themes, and @aotThe investigator completed data
analysis on three interviews and emailed theméankthodology professor to insure the
data analysis was correctly organized. Upon tbéepsor’s approval, the investigator
completed data analysis for the remainder of therwew transcripts. Once the interview
data were organized into the three columns, thestigator further organized the data into
meaningful thematic clusters. (2) Using Microstford, the 16 interview questions were
typed on a new document. The investigator usempg and paste method. The participants’
stories and responses to question one in the tiptsswere copied, and placed under
guestion ondneading. This was repeated for all 16 questidradl @ight participant stories.
This allowed the investigator to visualize eachsfoa with all its eight responses. This

helped to clearly illuminate commonalities, andnles emerged.
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At the completion of the coding documeiotatthe investigator synthesized, or made
clusters, of meanings of the experiences for eadividual described. This step was
repeated for all participants. The investigatot mi¢h the Methods professor and provided
stories of the same likeness moving from one ppéit story to the next giving a
retrospective narrative. As the investigator d&#d the retrospective narrative, themes
begin to emerge. The investigator returned to tdwng process and deleted the investigators
words from the transcripts. The Participants nierea were edited and relevant quotes were
better illuminated.

Next, the investigator intertwined the diatan all data sources and combined the
meaningful clusters, once more. This allowed tiwvestigator to strengthen the themes. A
concept map was used as a way to clearly visualtrdistic view of the synthesize
meanings. A biographical chart was developed &cheparticipant. It was a way to describe
their identities. Finally, the investigator reresttl reflected upon the final analysis and
made revisions needed. The investigator constitectearrative of the description of
meanings and the essence of the participants’ exoes.

As a Latina woman, | was careful not toorporate my story or prejudgments into the
narratives. | documented of my feelings and thésigbout stories | heard as a way to
biases. | considered all stories from the pardictp distinct from each other with some
similarities.

Triangulation and Quality Control

To gather the most solid knowledge bhse)ployed triangulation to produce the

different “similar or dissimilar results” (Creswel005, p. 514) of Latina voices to be

interwoven into the research. Triangulation redatemultiple methods or data employed to
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reveal different aspects of empirical reality (Di@na978b, p. 28; as cited by Patton, 2002,
p. 247). ltis an “attempt to secure an in-depttlarstanding of the phenomenon in
guestion” (Denzin & Lincoln, 1994, p. 2; as citedFine, Weis, Weseen, & Wong, 2003, p.
188). Itis a process to corroborate “differentlemce from different sources” (Creswell,
1998, p. 202) to gain a validated and in-depth tstdading of the phenomenon under
investigation. Denzin (1978b), as cited in Pa(@002), has identified four basic types of
triangulation:

(1) data triangulation the use of a variety of data sources in a stug}yin{estigator

triangulation,the use of several different researchers or evaisiat3)theory

triangulation,the use of multiple perspectives to interpret glsiset of data, and (4)

methodological triangulatiorthe use of multiple methods to study a single pnabl

or program. (p. 247)
As stated earlier, the investigator selected tleeafidata triangulationto strengthen the
study. The investigator would like to reiterate thata sources specified previously to be
used: (1) individual interviews; (2) Critical In@nt Surveys; and (3) Personal Demographic
Surveys. As stated by Patton (2000), “differenetypf data provided cross-data validity
checks” (p. 248) and lessens the errors in theystiitlis made the study stronger.

Credibility
As a Latina woman, my experiences growipgwith Latino cultural values in my

parents’ home, teaching in the education settirgl® in a suburban town, and pursuing a
doctoral degree are unique and should not, but biag,this study. For the reader, my
reported bias is based on the premise that mostd_@males experience an upbringing with

Latino traditional cultural values. As a Latinaman researching Latina females, and

having lived with Latina traditional cultural vaksiel do believe that Latino traditional
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cultural values still make a difference in liveslaftina women. | am inclined to believe that
all Latina women have experienced or are familidh Watino traditional cultural values.
Several strategies were utilized to ensure thidystlid not show my bias, and that the quality
and credibility were enhanced, but | will conclugigh my own interpretation. The three
main concerns related to the quality and credjbditqualitative analysis were distinct but
related, see the following:

¢ Rigorous method®r doing fieldwork that yield high-quality dataat are
systematically analyzed with attention to issuesretlibility

¢ The credibility of the researcheawhich is dependent on training, experience, track
record, status, and presentation of self

¢ Philosophical belief in the value of qualitativeytnry, that is, a fundamental
appreciation of naturalistic inquiry, qualitativeethods, inductive analysis,
purposeful sampling, and holistic thinking (Patt2@02, 584).
In order for the investigator to withhold persohalses out of the grand findings, multiple
steps were employed to capture ‘high-quality’ datenaintain the validity in this qualitative
study. Patton (2002) states that the “differenceatata from divergent sources can
contribute significantly to the overall credibiliof findings” (p. 560). In addition, each
participant was invited to review the transcriptsheir interview to check for “the credibility
of the findings and interpretations” (Creswell, 899. 202). The investigator sought to gain
their feedback to clarify or elaborate on quotethdeallednember checksFinally, the
investigator used rich, thick descriptions to didscthe participants’ setting (Creswell, 1998,
p. 203).
The investigator completed multiple stapgain the credibility of the researcher

status by way of training and experience. Thestigator successfully completed qualitative

research methods training in her Leadership Adrratise Academic Program, and
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completed a research study required for one cl@hs.investigator employguker reviewas
she sought the advice of her dissertation committembers, to externally check the
research process by questioning the methods, ngsanimerpretations, and listened “to the
researcher’s feelings” (Creswell, 1998, p. 203hisTallowed for the investigator to make
clarifications and to remain honest.

The investigator'selief in the value of qualitative inquirthat is, a fundamental
appreciation of naturalistic inquiry, qualitativeethods, inductive analysis, purposeful
sampling, and holistic thinking” (Patton, 2002, h84as able to clearly articulate her belief
in the value of qualitative inquiry earlier in thabapter.

Generalizability

The findings for this study were limited to the fg@pants involved with this study. It is
impossible to generalize the findings of this sttmyhe majority population for the
following reasons:

(1) The study participants do not represent diinaawomen principals in the United
States. For instance, Latina women school prinsipalected may have different
experiences when compared to Latina women schowtipals in other regions of the
United States.

(2) The small sample size identified as Latina warhigh school principals involved
should not be generalized to majority (White) drestminority women high school

principals.

(3) The participants were participating Latina vsmeaders who should not be

generalized to all Latina women.

(4) The investigator exploring the study of Latumamen school principals is Latina.
She set aside any “preconceptions to best unddrtarphenomenon as experienced

by the participants” (Creswell, 1998, p. 31). Feample, she set aside her childhood
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experiences growing up in a home where her pasmghasized traditional cultural

beliefs. She did not generalize her childhood eepees to all Latina women.
Rather than treating the findings as generalizafi@uba (1978), as cited in Patton (2002),
stated that conclusions should be treated “as hgses for future applicability and testing
rather than as definitive” (p. 583).

Summary

Narrative inquiry was selected to study the tivexperiences’ for reasons
as stated by Creswell (2005), its ability to gue participants’ perceptions “seeing
how they experience, live, and display the phenamgeand looking for the meaning
of the participants’ experiences” (p. 31). Thisdstattempted to gain an in-depth
knowledge of Latina women principals as they adedrato the role of high school
principal in public education. The analysis wasstaucted using the narratives of emerging
themes such as early influences, diverse pathls,dulgieving teachers, professional
initiatives, and aspirations beyond the principgisiGender issues were also revealed. The
investigator intended to understand what it was fikbe a Latina woman serving as school

principal in public high school education settimgshe United States
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CHAPTER 1IV: PARTICIPANT PROFILES

This chapter describes the participant profilethefLatina school principals who
graciously accepted to interview for this studypétsonal demographic profile of the
principals and the description of schools they haweked in is provided. Caution was taken
so that the participants’ identities were not réeeéa

Profile of Principals and Description of Schools

The eight participants in this study were publighhschool principals from across the
United States (see Table 4.1). The average atfeqdrincipals was thirty-six (36). All
eight principals have advanced degrees in Admatise Leadership. Five of the principals
earned a Ph.D in Education Administration. Onagpal was completing her Doctorate in
Education Leadership. One principal earned an &tlut Specialist Degree and plans to
earn a Ph.D in the near future. One principal lad\diaster’s Degree in Education
Administration and does not plan to earn a Ph.DBer& were five Latina principals of
Mexican decent, one principal was Brazilian, oriagpal was Puerto Rican and one
principal was of Cuban decent. Seven (7) prinsiggkeak fluent Spanish and one Mexican
American principal does not. Two (2) participaweye single and six (6) participants were
married with children when they ascended into tiecpal position; however, one (1)
married participant has since divorced. The pigaitts held positions in suburban or urban
areas (see Table 4.2). Several principals spentéhtire educational career in one school
district. Three (3) principals reported that thesre the first Latina women high school
principals to serve in their school building. Egahticipant had over ten years of
educational experience holding various positiorthss: teacher, assistant principal,

counselor, staff development, curriculum developinaga middle school principal. The
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student enrollment in the schools ranged from 1#&04,000 students. The student
population was mainly Hispanics in four out of @éigbhools. Five principals served in
schools with a high percent (71%-95%) of studentslied in Free and Reduced Lunch.
Two principals served high schools with a 39% ab%h&tudent population of African
American majority students. Two principals seriredigh schools with a 33% and 36%
White majority student population. One principted that she worked in education for 19
years before ever working with White students.

A personal profile for each of the eight particifsarMrs. Ava Vestes, Ms. Tina Reyes,
Dr. Ana Oscar, Dr. Marie Palacio, Dr. Diane Martiba. Tish Maldon, Dr. Pat Alonzo and
Dr. Liz Ramirez, is provided. Each interviewee\pded her own perspective on her rise to
the high school principal position. This allowed to gain a deep understanding of the
participants’ background, leadership and caredr paperiences. A short biographical
narrative is provided for the eight Latina womeghhschool principals and their school
building. So their identity is not compromisedepdo names were used to identify each
participant, school and school district (AppendieeSchool Make-up; and K Experiences)

Table 4.1: States and Number of Latina Women High &ool Principal Interviewed

State Number Interviewed
California 4
Florida 1
Texas 2

Note: The researcher felt that if the state
of the remaining one high school
principal was identified, it would
compromise the identity of the
participant. At the time of this study,
there was only one Latina woman high
school principal in the remaining state.




91

Table 4.2: School Type and Number of High SchoolrfAcipals

Type of School District Number of High School Pringals
Urban 4
Suburban 4

Mrs. Ava Vestes

Mrs. Ava Vestes is a 50-year-old married Mexicanekican high school principal with
two children. She earned a Bachelor’'s degree yolRdogy and a Master’s degree in
Education Administration. Mrs. Vestes has workeeéducation for over twenty-five (25)
years. She served in the following educationaitiprs before serving in her current role as
high school principal: middle school principaly@ars), high school principal (2 years), high
school assistant principal (1 year), technologyesupgor (1 year), program administrator of
technology support (1 year), curriculum developnaard professional development (1 year),
district liaison (1 year), counselor (12 yearsacteer (1.5 years) and teacher’s assistant (2
years). Mrs. Vestes served as a high school pahof a large suburban comprehensive
public high school in the west coast of the Uni&dtes for the past two years. The school
enrollment consists of 3,000 students with a deayalgc breakdown of 39% White, 28%
Asian, 20% Hispanic, 5% Black, 4% Filipino, 2% NatiAmerican and 1% Pacific Islander.
Student enrollment in free and reduced Lunch is.18Ms. Vestes earned a salary of
$135,000.
Ms. Tina Reyes

Ms. Tina Reyes is a 47-year-old first generatioaziran American female. She
recently completed her first year as high schowigypal. Ms. Reyes is employed in an

urban school district in the southeastern parhefUinited States. She is divorced with one



92

child. Ms. Reyes worked in finance managementivage industry for four years prior to
serving in public education for 20 years. Ms. Regttended a Secretary school prior to
earning a Bachelor’'s degree in Business Marketirigaster’s degree in Business
Administration (M.B.A), and a Specialist degreeeiducational Leadership (Ed.S). Ms.
Reyes worked in both junior high and high scho@®te serving as high school principal in
the following capacities: high school assistama@pal (7 years), middle school principal (2
years), middle school teacher (10 years). Shevedsked as a resource teacher for ESL
(English Language Learners) programs and taugihtdp-out prevention programs. Ms.
Reyes served a student body of 5,300 with 51% ntynstudent enrollment in a suburban
school district as assistant principal for sevesrydefore assuming the principal role. Ms.
Reyes currently serves as principal with a highostktudent enrollment of 1,500. The
demographic breakdown is 65% Black, 22% White &fb Hispanic. Student enrollment
in free and reduced Lunch is 71%. Ms. Reyes eamngally $100,000.
Dr. Ana Oscar

Dr. Ana Oscar is a 40-year-old fifth generation Mex American high school
principal. She is married with two children. Siegan her education career upon college
graduation. Dr. Oscar entered the teaching prafassi a Catholic high school before
serving as principal in public high schools. Sterkg on the west coast of the United States.
Dr. Oscar served in the role of high school priatipr eight years. Her administrative
career path is traditional. She worked in theol@lhg capacities: Principal (8 years),
Assistant Principal of Guidance and Counseling scpline and Attendance (1 year),
Assistant Principal of Curriculum and Instructidhyears) and teacher (3 years). Dr. Oscar

has earned a Bachelor’s degree in History, a Masdegree in Education and completed a
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Doctorate in Educational Leadership. Dr. Oscavestas principal in a large high school of
3,000 students for five years before assuming tieent position. She presently works as a
principal with a high school student enrollmenflgd00 students. The demographic
breakdown is 93% Hispanic, 12% White, <1% Black afélo Asian. She works in a
suburban district. It is a bedroom community tceay large metropolitan city. Student
enrollment in free and reduced Lunch is 85%. Dacd earns approximately $145,000
annually.
Dr. Marie Palacio

Dr. Marie Palacio is a 37-year-old divorced firsngration Mexican American female
high school principal serving on the west coaghefUnited States. Dr. Palacio recently
completed her first year as principal in a suburkehmool district. She and her siblings
attended the same college and all earned a Bathdkgree and later all earned doctoral
degrees. Dr. Palacio began her education caredy yéars immediately following college
graduation. Dr. Palacio earned a Bachelor’s deigr&0ology, a Master’s degree in
Administration and a Doctorate of Education Leakigrs Prior to her current post as high
school principal, Dr. Palacio served in the follogicapacities: assistant principal (2 years),
district curriculum coordinator (2 years), high sohassistant principal of curriculum (3
years), strategy coach (1 year), support provisievdral years), special assignment teacher -
staff development in science (3 years), high schambgy teacher (5 years) and elementary
migrant education teacher (1 year). Dr. Palacieesea high school with a student
enrollment of 3,000. The demographic break dowsti& Hispanic, 36% White, 13% Asian
and 7% Black. The school serves free and redusethlto a student enrollment of 18%.

The annual salary for the high school principa$i45,000.
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Dr. Diane Martina

Dr. Diane Martina is a 50-year-old married PuertcaR-born with two sons serving a
school with a student enrollment of 1,000 in a shbn school district. She recently
completed her first year as principal in Texas. Martina spent 20 years in the military with
her husband immediately following college graduati®&he taught adults in college for 18
years prior to her career in the education fieltk-Dr. Martina worked both in the catholic
and public school districts. She has served anhjigh schools. Dr. Martina earned an
Associate’s degree in Secretary Administrationaallor’'s degree in Spanish, a Master’s in
Education Administration and a Doctorate degre&dualt and Post Secondary Education.
She moved quickly into the role of assistant ppati Dr. Martina served in the following
education capacities before assuming her rolegisdahool principal: assistant principal of
curriculum and discipline (2 years), assistant@pal of discipline (1 year), assistant
principal of curriculum (2 years), assistant prpatiof discipline (2 years), and teacher (1).
The demographic break down is 83% Hispanic, 15%I81a% Asian and 2% White. The
percentage of free and reduced lunch in the sab&@8%. She earned an annual salary of
$80,000.
Dr. Trish Maldon

Dr. Trish Maldon is a 50-year-old Cuban-born Amandemale high school principal
with two sons serving a high school of 1,500 stasl@man urban school district in the
midwestern part of the United States. Dr. Maldocuaulated 20 years in the education
field with 16 years in administration. She workeadnultiple states and served as high
school principal for five (5) years. Dr. Maldontre first Latina in the state to serve as

principal in a comprehensive public high schoohe $arned a Bachelor’'s degree in
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Sociology, a Master’s in Special Education and atb@te degree in Education
Administration. Dr. Maldon served in the followieglucational capacities prior to assuming
her post as high school principal: middle schawoigipal (5 years), assistant principal (5
years), teacher (5 years). Dr. Maldon served partiment chair in her second year of
teaching. The high school demographic break dewd9%o Black, 37% Hispanic, 15%
White and 7% Asian. The school serves free andcestllunch to a student enrolliment of
81% where the principal earns $130,000 annually.
Dr. Pat Alonzo

Dr. Pat Alonzo is a 51-year-old married Mexican Aitan female with three daughters
who recently accepted the role as Director of Cutum and Instruction after serving as high
school principal of four (4) years. Dr. Alonzo Wed in private industry for 13 years in
research and technology before pursuing a cardbeiaducation field of 22 years. Dr.
Alonzo dropped out of high school at16-years-old kter earned a Bachelor's degree in
Business, a Master’s degree in Education and adpatet degree in Administrative
Leadership. Previously, Dr. Alonzo served as ppialcon assignment (3 years), assistant
principal (3 years), counselor (1 year) and tea¢hkryears). In addition to the previous
capacities served, other assignments include: rifepat chair, district committee lead, grant
writer, and staff coach for the district. Upon hest high school principal assignment, Dr.
Alonzo represented to the school two new demogcagdttiegories for principal: female and
Mexican American. She was first to serve as anlaahigh school principal at the 50-year-

old school with a staff of 99% White. The annudhsafor the principal was $130,000.
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Dr. Liz Ramirez

Dr. Liz Ramirez is a 35-year-old married Mexican éimcan female. In her third year
as high school principal, Mrs. Ramirez was rectutteassume the new position of Chief
Academic Officer. She relocated to the west coatite United States. Although both
parents are of Mexican decent, one parent wasihdvtexico. Mrs. Ramirez served in the
military for one year after college graduation,dyefentering public education. She
maintained a career in high school facilities onit.the time of the interview, she served as
a high school principal for approximately three y8ars. Mrs. Ramirez worked in an urban
school district for ten (10) years before reloagtirshe served in the following positions
before serving as principal of her current schqwincipal (3 years), assistant principal (3
years), interim assistant principal Duties (6 mshtnd teacher (4 years). She also served as
coordinator of academy and department head. DrifRarhas earned a Bachelor’'s degree.
Her Master’s degree is in Education Leadershipe i®hently completed a Doctorate’s
degree in Administration Leadership and is awaigrgduation. As high school principal,
she served a school with a school enrollment @@ Qudents with a demographic
breakdown of 94% Hispanic, 4% Caucasian, 4% Asmhl®b6 Black. Student enrollment in
free and reduced lunch is 74%. She earned $8%)00€) last year as principal.

Summary

Each of the profiled participants listed in Chapteshared her own unique
demographic description about the positions helteincareer path as she ascended into the
position of high school principal. Although theme some differences and similarities within
the principal profiles, each principal was pleasard seemed happy to share her narrative.

Chapter 5 illuminates the emergent themes anddhatives provided by each participant.
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CHAPTER V: DATA ANALYSIS
The findings presented in this chapter were orgahas they aligned with the research
guestion that guided the study. The following duesprovided an increased depth in
understanding of the experiences of Latina womdaiphigh school principals. The central
research question was:
e How do Latina women describe their lived-experienadile navigating their career
paths into public high school principalship?
As a result of the data analysis, the participamsponses revealed that despite having
diverse career backgrounds, they shared cultuhaésand deep seeded core values of
having high expectations and aspirations for chitth education, which compelled them to
ensure that students succeeded in the classroomesulted in their rise to the ranks of high
school principal. Five major themes emerged.
Emergent Themes

Five themes emerged from the analysis of parti¢cidata answering the central

research question. The primary themes were:

1. Latina women high school principals benefited freanly influence related to
family and cultural traditions.

2. Latina women participants experienced diverse cdraekgrounds as they entered
the career path of principalship regarding profasal careers and opportunities
into education profession.

3. Latina women participants were high achieving teagltommitted to

responsibilities beyond teaching and includedatiites and advancement.
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4. Each Latina woman principal in each education pwmsithey occupied directed
professional leadership initiatives including datanagement, accomplishments,
challenges, and support systems.

5. Latina women participants experienced spohgoifsr professional upward
mobility. They included: leadership style, supsoriencouragement and opening
doors to the principalship, and aspirations beyamacipalship.

Through an analysis of data in this study evidestumvs that there were contributing factors
to the representation of Latina women high schooicgpals in public schools.
Early Influence

In response to the central research question guitlis study, How do Latina women
describe their ‘lived-experiences’ while navigatthgir career paths into a public high
school principalship position? The first themeglfEifluence, or lessons learned or
observed from family emerged from the data asahedational factor in shaping their
career paths to high school principalship. Earfluences were described as families raising
their children (participants) with core values afrily beliefs, cultural values, and about
identity, and how one should behave in societyesehingrained beliefs are the
characteristics, which made a difference in thedief and influenced Latina participants’
later decisions to enter into the principalship.

The sub-themes were:

e Family holds the power to influence decision makimgLatina women ascending
into the role of high school principal.

e Traditional cultural values are prescribed lifedtians dictated to women that may

prevent participants from ascending to high scipomicipalship.
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During the interviews, participants revealed exgraees that led them into positions as
high school principals. Conversations divulge@infation about the principals’ individual
decision making as they traveled their career paite women participants indicated that
early influences contributed to their career pavhhe principalship.

Family Influence

The first sub-theme was family structure. Latiaa@ticipants experienced family
structure that influenced their way of thinking afetision making in their career paths to
high school principalship. Principals were ablaticulate personal experiences of family
structure and how it influenced their decision maki They included: family structure, core
values and education support.

Data from the current study supports the assettianfamily structure influenced
Latina women participants seeking high school pp@ship. Latina participants were raised
with both mother and father in the home. Mostdashwvorked as skilled laborers. Mothers
stayed home to care for their children until thédekn got older or graduated from high
school, before returning to work. Latina princgapoke about the values of family structure
and described a humble home environment as infesetectheir later decisions to seek the
principalship. One principal explained how hergmas discouraged her from having the fate
of humble beginnings. Principal Ramirez, youngésix, stated:

My mother was 40 and my father was 58 when | was.bMy father completed the

seventh (‘?‘) grade and my mother completed the thir’&) (@rade and they struggled...

They did not want that [fate] for us... | had a lbfreedom, but it came with a lot of

responsibility. We spoke Spanish in our home, noyher did not speak English and |

had to translate... mother did not visit the sch@aduse she did not feel comfortable.
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Mom said, “they looked at me funny when they spimkee.” As a result, she never
went to my softball games, band concerts [or] ®orse get an award, but she did go to
graduation.
Principal Ramirez described specific examples atdand at school, the challenges
presented, and how odd it was to live in two warld@alk of independence or goals was not
encouraged or expressed at home. Life in schawnliged an avenue to express self-worth.
Having choices to have a better life was a bewoéfiteing a U.S. citizen.
It was important to mom that we were U.S. citizeA$the same time, she used to tell
us it was disrespectful to speak English in ourdedoecause she couldn’t understand it.
That happened throughout the years. | was Anhatit@me an Angelica at school...
It was very different the way we communicated aigsand in our home. At home, |
was quiet and | took care of my [older] brothert s8hool, | could be outspoken and
talk about my dreams and desires. My mom was codoof the fact that | could do
that and have choices that she didn’t have.
Similarly, Principal Vestes spoke about humble bemjigs; however, she spoke of having a
happy, positive childhood.
My parents certainly struggled, but they ownedrtb@in house. My dad always
worked. He was a skilled laborer... My sisters, Weat along very well. We spent a
lot of our time together obviously because it wasanbig house. | shared a room with
two sisters all my life. So not a lot of privacyat like the life style | enjoy now. That
was life... | had a really good [and] positive chibdial.
Another family value noted was seeing both pardigogue about decision making. Some

principals observed strong communication with quahents. Principal Oscar was influenced
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to take on decision making by way of negotiatingliatoguing. Principal Oscar described a
family structure of parents’ communication with careother.

| would say that my mom deferred to my father, loppho means was she meek. They

definitely had discussions.

Principal Maldon shared that she had an outspokathen She spoke about her mother
having a loud voice in the family. As a resulte stonsidered her mother a strong lady while
her father was more analytic.

Another family value was the importance of pareatsing their children with a stay-
at-home-mom. All principals grew up with a stayhaime mother for several years.
Principal Reyes described the family structurenlivat home. Her mother worked before
having children; after having children, she stalgethe to raise the children.

My mom worked as a secretary for an airline thesyest home for a while. She loved

being a homemaker. Our house was spic and span atel she sewed and she cooked

and she did everything. When she was 50 or 60ywsiné back to work and became the
number one sales representative. She is a regeéter.
And, Principal Oscar noted a similar circumstanoeus her mother staying home to raise
kids indicating, “she did not start work until mgrsor year in high school.” Principal
Vestes, similarly, spoke about her mother’s dedaodi stay home to raise six children
before seeking employment. Principal Vestes stated
After | grew up a little bit... My mom got a teachiagsistant job. That brought a lot
of comfort because we got health insurance fronmmoyn’s job. That was huge. She

felt like she could take care of us if she needdoit health care.
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Another important family value was giving voicetheir children. Principal Palacio
recalled family practices of how her parents paidrdion to her, as well as having a
supportive father figure. Principal Palacio stated

My parents did a lot of listening. My dad was aeerly a decision maker in his role.

We had a very respectful male model, a positiveemmdel in my dad. | viewed my

dad as a very supportive husband to my mom. larcetp the family decision-making

power and communication in the home... my parentaydwnade joint decisions and
communicated with us. We always saw both figusesaang dominant.
Likewise, Principal Maldon described her familyeasouraging independent thinking.

We have always been able to express our feelifgsn and dad thought you are

important... They were always there to hear our @pisi | believe they made a huge

difference in my life.

Principals shared their experiences about familyasapassed down from their parents
regarding putting families’ first. Principals wengghly influenced by the importance of
family and often created a family environment vilik notion of demonstrating this value
and a welcoming environment for students in sch&wlncipals incorporated these values in
their schools as well as within their own familig3tincipal Maldon explained the
importance of family spirit in the home structunattwas passed down to her generation.

We have a close family. It is a tradition to h&wenday dinners with my aunts and

uncles, my kids and my grandchildren, and my brtHamily.

Similarly, Principal Vestes spoke about her stict, nurturing mother and family ties.

Everything... was a family get together... Growing opy, mom would make our

lunches for school and lined them up on the countre made breakfast every
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morning... We had dinner at 5:30pm every night... Ewéen we were older in high
school and beyond you know, kind of had a part-fioein high school... - if you
were home, you had to be at the dinner table.at mot an option. You couldn’t say
I’'m going to my friend’s house. That was not adeéfe.
Several principals spoke about the topic of farodye and depending on each other. Some
principals spoke about creating a family environtmerheir classrooms. Principal Martina
described the family relationship that was ingrdiireher upbringing:
We are very close [and] care for each other. ielkelwe have a type of strength [that
keeps us connected] as a family. We are herékeodare of one another.
Similarly, Principal Ramirez disclosed how familyasvclearly denoted as important.
... Family first is number one. When there was ailfaouting or a family cookout
that was number one on the agenda.
Additionally, parents gave the same family impoceio extended family living out of the
country where close ties were still eminent. HpatRamirez recalled how her family
visited family in Mexico several times a year thgbout her youth and how it supported her
ascension to the principalship. While visiting Bigh-speaking family out of the country the
principal created opportunities to play school sgath English to her relatives. Principal
Ramirez stated:
We spent every summer in Mexico. The minute weogtof school, we were in
Mexico. This also happened in December. For tweks in December, we would all
go to Mexico. | used to gather up all my youngausins who did not speak English
and teach them the alphabet. For two months ghtiailhem English. That’s where my

teaching [began].
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Most principals revealed their strengths in leali@grsome from family influences.
Some principals spoke about their leadership sBddseing characterized by empowerment,
non-avoidance, relational-based, collaborationlyéical, and directive. Principal Maldon
articulated a family structure that influenced leadership style as forthcoming and strong
willed, she stated, “I grew up with people who wst®ng willed [and] who were leaders.”

Another core value was collaboration. Many priatspspoke about working together
as a team with their siblings to complete houseveoriither tasks. Principal Martina
reported how her family influenced her collaboratieadership style.

| also developed [those interpersonal relationgmth my own family, my two kids

and my husband. | always tell my children, wherave go, we are together and we

become [a force of] strength for one another.eliflye my family] have influenced
who | am and my leadership style. | am very callalive.
Similarly, Principal Reyes warmly described famalyd reasons why family is first, she
stated, “Family is everything, loves unconditiogadnd always there for each other”

In terms of family influence about faith rootedspirituality, religion played a big part
in the lives of families and guided the family withlues such as integrity and proper ways
of living. Some of these values influenced priatgto be conservative in their role as
principals. A great deal of faith was seen withgpds. Many principals spoke about being
grounded in faith and how they prayed about sitmatithat were perceived as challenges.
Two principals attended private Catholic schoot®rgng up. Principal Vestes described a
family structure with religion at home and in schoo

My mother was very religious and wanted us to hea@atholic education. Except for

one brother, we all went to the Catholic schoolhéW I look back on it, it was a really
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good thing... We were well known in the communitystdrted school in kindergarten
with about the same 40 kids that | graduated witthe &' grade. It was a very close
net community... It was in the context of a largeairisetting.
Likewise, Principal Oscar spoke about the influeocbeing Catholic. She believes the
family value of religion has influenced her to lmnservative in the way she presents self.
We are Catholic and that was very important. | @ay that leading a good moral
life was important, but not necessarily the teréthe faith were important... | do not
have tattoos. My ears are pierced once. Withettioigigs, | am very traditional. | got
married, then, | had my children. Those typesofds were clearly delineated to me
as behaviors that my parents expected of me.
Core Values
Participants in the current study also revealed hawng core values were an
important part of their character as they ascematecdthe principalship. Latina participants
recognized core values as strength in their carattrs to high school principalship positions.
Core values included: Confidence and assertivesp#ation for career goals and success;
fairness; valuing people; work ethics; work in peegerving professions; collectiveness;
perseverance; pride in one’s presentation and canuation; and educational aspirations for
children. As reported from the eight Latina wonpamticipants in this study, core values
played a role in their decision making.
The participants were able to articulate meaningkamples of family influences that
at some point guided them in their career pattseaducation. Principal Maldon spoke about
how she was encouraged to speak out and to bdiassd?rincipal Vestes expressed how

her confidence and independent thinking probabige®from both her mother and
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grandmother. Principal Alonso spoke about howfarer placed her in situations that
would broaden her knowledge of worldly behavidPsincipal Palacio spoke of confidence
and assertiveness in the following way,

My dad has always pulled my sister and | asidesand, “you know what, you girls can

do way better than boys.” He always told us weewbetter at doing things, and we

were stronger than men.” So there was a lot gpstip.

In terms of careers and goals, Principals MaldahRamirez spoke about how their
parents encouraged and expected them to succeadeier goals. Principal Reyes revealed
that if her mother was able to earn a $100,000 ingria sales at age 60, then she can expect
to do more than just teach. Principal Reyes madésdo seek the principalship. Principal
Oscar revealed how her parents always spoke tm lherms of values of career aspirations
and how that influenced her ascension to the gaiship. Principal Oscar stated, “My
parents always wanted me to be a professionahiil&iy, Principal Palacio articulated:

My parents knew that we all had to go to collegbdsuccessful. My parents set really

high expectations for us... It was my family struetof non-negotiable. You have to

be successful... | was going to be a success; fadasenot an option.

Another core value was fairness. Some princigadkes about fairness as advocating
for the less fortunate or for their parents. Manycipals advocated for the fairness of their
student body who did not have voice or who didhte equal educational services. In fact,
all principals shared experiences of advocatingHeir students. Principal Maldon provided
a description about fairness taught by her pare8ke indicated how it influenced her

ascension to the principalship. She recollected her parents spoke about fairness at home
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as a core value. She revealed that her parensysistated, “Just fight for what you believe
in.”

Another way to look at core values was along thediof valuing people (Latino
personalismp Many principals spoke about caring for indivatkiwhether they were family
or extended family. Principal Maldon provided adption about the value of people and
how it influenced her ascension to the principgsHthe described how her parents made a
point to treat people with dignity, “...you have te very careful how you treat people. |
think that is a value that my mom and dad displagdtie way they treated people.”

In terms of work ethics, all principals had morarttone experience to share. Parents
in their employment and home chores displayed vethics. Parents also spoke about work
ethics all the time. Their parents were proudispldy dedication to work, doing quality
work, etc. Participants described experiencestabotk ethics and how they influenced
their ascension to the principalship. Principat®sstated:

The number one value [learned] is the job wortimngdaes worth doing right. So that

work ethic piece has been very important... My daekiy stoic, and... | watched him

be very organized, very methodical, and resultsrted... My father was a police

officer for a large urban district for almost 30Gaye and high up in the department.
Similarly, Principal Vestes articulated an expeceeabout how her father was firm about his
belief to stay busy working, even at home. Priatlpestes recollected:

You couldn’t sit around. My parents were like waéople! You know, on Saturday

mornings, I’'m from the generation of American B&tdnd and Soul Train. They were

not happy if you were sitting and watching TV dgrthe day. My dad would walk in

from whatever chore he was doing and he looked #ke, “you better get off that
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couch and do something.” You know, you had todieva. | come from that, even on

the weekends - you should be doing projects — ther¢hings you could be doing

around the house and you need to be busy.

Likewise, Principal Alonso spoke about an expereoiclearning hard labor at a young age.
My dad worked 30 plus years as a laborer in coostmu. Hard work has been instilled
in me at a very young age. When | say hard wamk talking back breaking labor.

My father didn’t have a son. | was the oldest ddeg So, | used to go to work with

him on the weekends... My dad taught me skills ofitaistry... It provided me the

opportunity to value what hard work is, the phykiead mental hard work.

Similarly, Principal Ramirez revealed, “My pareatways taught us to have a good work

ethic [and] to work hard.”

In terms of a people-helping profession, some pgaremcouraged their children
(participants) to work in industries serving peoplénis was another important core value for
many principals. Principal Maldon revealed how jpa&rents wanted to see her working in a
field to help people. Similarly, Principal Palaspoke about values her parents instilled in
her about people-serving professions and howlitémiced her ascension to the
principalship,

They wanted me to do something worthy for a greedese... Both my brother and

sister... We are all doing well in people helpingfpssions.

Another way to look at core values along the lioksollectiveness, many principals spoke

about working together as family to accomplish sasRrincipal Martina provided a

description about collectiveness and how it infleeshher rise to the principalship. She

spoke about relationship building:
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| am a relationship builder because that's whatanyily instilled in me. [For

example] my parents treat each other as if thegiaifeend and boyfriend and after so

many years! So there is a lot of love in my famidyothers and sisters.

Similarly, Principal Vestes spoke about how she m@san individual doing things alone
and that her parents spoke in terms of each pé@®only a piece of a puzzle to contribute.
Everyone works together to complete one large task.

Another core value is perseverance. Participamtgged examples of seeing parents
moving forward in the face of adversity. Principamirez described perseverance as an
ingrained core value and how it influenced her asiom to the role of high school principal.

... persevere no matter what. That was always ingdain us...Mom said all the time,

“you just keep moving forward and eventually yoa going to get to a place where

things are getting good...” Just being resilient,erayiving up and moving forward...
On the other hand, some principals spoke aboueptaton of self and their communication.
Principal Maldon was expected to communicate weadl professionally. Principal Martina’s
upbringing influenced her to be very assertive alooeissing conservatively and she displays
this in her role as principal. Principal Oscaratdxed the value of presentation of self and
communication and how that influenced her ascensidhe principalship. Principal Oscar
spoke about how she presents herself in her ewelijdas defined by her mother. She
stated:

My mom used to say, “you always be classy in thg that you dress and in the way

that you communicate.” That was very importanéo... That to me was always very

important that | would represent myself in a velgssy way.
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In terms of independence, data from the curremyssupports the assertion that the idea of
independence influenced Latina women participaggkisg high school principalship.
Several principals spoke about independence. ipahklaldon was encouraged to promote
independent thinking. Principal Ramirez had Idt;xdependence as a child, as did Principal
Vestes. Although, at times they thought it wasdose they were the youngest of six
children. On the other hand, Principal Palaciardiestated, “My parents instilled in me the
value of independence.”

Another core value noted was educational aspirdtoohildren. Seven participants
indicated that their parents stressed the valwslotational aspirations for their children.
Data from the current study support the asserhahéducational aspirations influenced
Latina women participants seeking high school ppiaship positions. Latina principals
spoke about the values of education and describedolarents constantly encouraged
education, which later influenced the participanttheir decisions to seek the principalship.
The participants’ parents’ role emphasized collggigg aspirations. Principal Palacio
explained college graduation was non-negotiable.

Mom graduated from high school in the United Statdy dad did not formally go to

high school... Both parents attended all of our stkwents. My dad modeled good

work ethics. He was a mechanic. He went to nsghbol to get his community
college credentials to teach automotive technotogiwatching dad attend night
classes and work to make sure we had what we needet® us value education...

From an early age, my parents really instilled i time non-negotiable of going to

college. At an early age, | knew from the getigmas not going to be allowed to stay
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home after graduating from high school. | was gdmhave to go to college. | was
going to have to move somewhere to attend college. aget A’s, A’s and B’s.

Similarly, Principal Maldon spoke about the valdeducation:
My parents wanted my brother and me to have freed@mortunity and education...
the value that they both have in education wasysdwtated to my brother and myself.
They were always there making sure that we wenegdoomework and that we had
[resources].

Likewise, Principal Oscar stated:
The expectation that | would always go to collegesalways clear. Which college |
was to go to was up to me, but that was certainlgxectation... My father is
educated [Bachelor’s degree] and my mother hag\AgAssociate) degree... [and]
they were both finished with school by the tim@ahcemember.

Principal Reyes, similarly, recalled watching hather attend college and go to work. She

indicated how much that influenced the importanfceducation. She proudly stated:
| watched my dad go to school when | was growing yvatched him work eight (8)
hours, come home at 10 pm or 11 pm and study. aurdays, we could not make a
sound in the house. He took 15 credits and wofl#time. He graduated as an
engineer...and was cum laude...

Likewise, Principal Ramirez articulated how hergrdas constantly encouraged education:
They constantly reminded usducacion, educacionThere is nothing more important
than getting ahead through school.” ...My dad useshy that, “people can take

anything away from you, but they can't take awayrydiploma. That is always yours.
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You may need to find another job or you may neefththanother home, but that is
always yours.”
Additionally, Principal Ramirez discussed a critisB@oment that centered on wanting to put
off college. She thought it best to delay colldy#, her mother believed otherwise.
While in high school, | approached my mom aboutgonto the navy after graduating
high school. She cried and then told me, “absbjutet. You need to go to college
first [and] that it was very important...” | was tbaly college graduate from my family
and extended family.
In contrast, Principal Vestes provided a diffenenite to college growing up. She divulged
information during our interview session that ctedier older sister about a college going
influence. Principal Vestes recalled an epiphamg toime visiting her sister in college.
I have to credit going to college to my older gist8he was probably in high school
when | was about 12... She was a really bright gid pust really successful in school.
When she was in high school, | did not really paychattention to her. | was just a
kid. She was recognized for being successful st When she was a senior, [she]
started applying for college. Anything relatecctdlege was a mystery to me. She
[attended] college in [our state] on a full schelap. When she went, it was not a big
deal to me. She was now out of the house. Yowkoae less person taking up space

that is how | thought of it.

It was visiting her at the college that was stugniit was amazing to me to be in a
place that was so manicured and beautiful and clfawas] kind of like pristine. We

walked around [the] college...and it was a new... lbarts college. Well of course it
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was the 1960s, trendy, hip environment. It wallyeaol. It was so exciting to watch.
It was influential to visit that college, and tsikiher and see there was another way of
living. | thought, I've got to have this! She wiaslependent [and] she was doing her
own thing living in the dorm. It was all-amazirgrhe that it was possible. | never

would have dreamed it.

| think that it is what made me feel like okay tleghe path that | will take. | am going
to do it...It also gave me the freedom to just kifidhink about “yeah | could do
different stuff in my future.” | think my sisterigfluence was really important in
making the decision that college is what | would do
Dissimilarly, Principal Alonso was not encouragegchier parents to seek academics,
| was a high school dropout. My personal stothat college was not something
discussed in the home... Education was not valueghigh. My mother married at
age fifteen (15) and had & grade education. She received her education tinésn
particular school district where | am working n@ag,a matter of fact!... Many of my
aunts and uncles went to this district and schystiesn; not one of them gradated high
school.
Interview data from the current study supportsasgertion that the participants
received different kinds of educational supportdollege. Some participants received
partial financial support from parents while othexseived emotional support from parents.

Additionally, others had full financial support frofamily. Principal Reyes stated:
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My dad paid for my school, education. Yes, that wery important. He paid for my
Specialist degree. If | want my doctorate... my dadi, “That’s my job. | will pay for
whatever school you go to.”
Similarly, Principal Oscar was supported with ediocgl funds for graduate degrees. Her
graduate degrees were paid for through the suppber mother’s employment tuition
remission as her mother worked as an administrasgestant at a college.

On the other hand, Principal Ramirez was encouragdibth her mother and father to
continue a high school and college education; hewetiey did not pay for her education.
Principal Ramirez attended school on grants, schloilas, loans and military funding.

... the military [had its benefits]. When | spokemy recruiter, he indicated they

would pay for my school loans.

Similarly, Principal Palacio confirmed a lack oSoeirces but received lots of encouragement
from family:

| was on ‘free and reduced lunch’ and my parerdsdt make a lot of money. They

were blue collar. However, they [partially] paat &ll of us to go to school. In

addition to scholarships and grants, they coveredést of the costs for school. So in
doing that, they were absolutely supportive... My ifgrhas supported all my
academic achievements.

Traditional Cultural Values

Traditional cultural values included roles that wesmare to assume in life. Women are
geared to live a certain life style that would sopppheir husbands and children. They learn
to take a role submissive to husbands. Some pafeobserved this in their homes and

others saw this behavior with close extended fanfdgme participants were discouraged



115

from adhering to traditional cultural values. Soba¢ina participants experienced traditional
cultural values as a strength and other Latinaguaaints in their career paths to high school
principalship experienced them as challenges. epsrnted from the eight Latina women
participants in this study, traditional culturalweas played a role in their decision making.
Some participants articulated meaningful examptdanilies who influenced traditional
cultural values that at some point guided thenh@rtcareer paths into education. For this
current study the researcher focused on the Manmanismo. Participants indicated the term
delineated strict code of behaviors for women.

Marianismois atraditional cultural value prescribed for Latinamen, which binds
them to domestic duties first serving their husisasad raising their children rather than
seeking first careers and independendarianismomatters today as it is represented in the
data reported by the Latina women participantsndiyals were familiar with characteristics
of marianismowitnessed in their families and extended familiédthough not all Latina
women participants reported having lived or expergel facets aiarianismaoas significant
in their career paths into the high school princpassition, two participants articulated the
significance that involvetharianismo.

Latina women participants were asked during the-sémctured interview process to
describe primary attributes of family values sigraht as they ascended to the high school
principal. The participants described their exgaces of either living or observing family
with characteristics aharianismowhile in high school, attending family gatherindsying

their career paths, and at times serving in the ebprincipal.
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To serve a man is taught by mothers
The data from the current study revealed thatrdnestofMarianismoare a mother’'s
teaching. Principal Ramirez described how sheingtsucted to live the traditional life of
Marianisma Although Principal Ramirez was expected to achia school and have
opportunities to work, it was ingrained in her &n& male loved ones such as her brother
and father and later, spouse. This included: takier her brother’s chores, to freshen his
beverage with fresh ice, make his bed and clearobim even as she entered high school,
played sports, and worked a part-time job. Prialciamirez did not like serving her brother
or the prescribed duties spelled out for her bezahe was female, and questioned her
mother about such responsibilities. She stated:
I make my bed, [why can’t he make his?pof que hombrg[because he is a man],”
my mother would say... When my brother started middlgool, my parents sat us
down. She blessed him the night before going tddieischool. She explained to me
that because he was at middle school, | was goistart taking some of his chores...
when | started middle school, | asked her if theoaild be responsibilities taken away
from me, she sat me down in my room and explainadd that being a woman is
difficult. Being a women means, there are sompaesibilities at home no matter
what you do outside the home. She said, | neesladderstand that so that | would be
prepared... | just thought it was not fair. Whemdrged high school, | asked if chores
could be taken away from me, she said, “Absolutely same reason, because brother
now had a job.” Well, now | have a job! “Ok, yoaue school, you have a job, you

have duties when you get home.” This all was yaaljrained in me.
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Similarly, Principal Martina described family inBaces that centered on family and on her
role as a woman. She needed to live a particudgrof life and should strive for it in her
adult life. Principal Martina indicated that slsan support of her family’s influences about
a woman’s duties. She stated, “My mother raiseditlsthe notion that women were there
to serve the men and to raise the family.”
In another way, Principal Ramirez recalled her oespbilities as a teenager to serve her
father when he became ill in health,
My grades dropped significantly one semester whstayled home to care for him.
Culturally, I was supposed to be home [to provialehiis care]... The family depended
on me to grocery shop, cook, tend house and auirae to my father when he had a
stroke and became disabled... | dropped out of ltbbd twice before graduating... |
had to be subservient [to men] because | was a girl
Principal Ramirez also observbtarianistatraits of women in her extended family and
community. She provided a specific example of aiside gathering:
| definitely learned those [women duties], thadm a woman and | was supposed to
serve a man. | don’'t know if it was ever said loud, but | saw it. | saw it in my
home. | saw it with our extended family at thoserds almost every weekend (i.e.,
birthday celebration, etc.) The folks always segwvere always female and the males
were always sitting and ordering the females whalkat
Confessions of a Father With Historical Traditior@@dltural Beliefs
Principal Reyes did not observe her mother takim@ subservient role to her father

and believes her mother is assertive. She belirgedhother took on some traditional duties
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like raising the children and managing the homer fdther believed he encouraged a
traditional culture script for the mother but regrie. Principal Reyes emotionally recalled:
He said, “you know, if I hadn’t held your motherckashe would have been the

president of a company. She would have been argtbut | was insecure and | did
not want her to realize, you know.” | think he kioflwas like, - | want more for my
daughter.
Male Perception of Marianismo
Principal Ramirez provided an earlier experiencdendhe attended high school and
how a male guidance counselor viewed her with stgpecal perceptions assuming her
future life living as a “Mexican” woman. The co@hsr preconceived her future as domestic
living and her brother’s life as earning wagestéke care of his family.” As a result of the
counselor’'s perception, he discouraged PrincipahiRez from going to college by not
providing her resources for college entry or fugdinde did provide such resources to her
brother. Principal Ramirez at the time was a #u@ent taking pre-college course work
while her brother did not. Stereotypeswdrianismodirected the counselor’s views and
refusal to support Principal Ramirez. She stated:
| went to my guidance counselor to find out abalkege. It was not the first, nor the
last episode | ever had... | distinctly remember Bsking me, “Aren’t you all Mexican
[not are you Mexican, but are you all Mexican] &isaid, “Yes sir.” “And, don’t you
have a boyfriend?” [l said,] “Yes, sir.” “Well@n’'t you just going to get married?” |
was so embarrassed. At age 16 or 17, | did nbtleeconfidence to say anything
back. We had been taught not to talk back to adutonestly, he made me feel

worthless... The same counselor... helped and geargthfother] to go to college.
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He had a conversation with him about how every goman was probably going to
have to provide for a family some day.
Principal Ramirez found a way around barriers ftbenmale educator who pigeon holed her
as having life without a college education. Sheagk wanted to be a teacher and knew she
needed a bachelor’'s degree. She did not allowtdikeep her from a career path, and found
a way around the barrier.
For about three or four days | thought maybe, gelleas not really for me. [ just kind
of toughened up myself. | had a really good friefithe two of us talked about it and
said, “you know what? If no one is going to helpth&n we are going to do it
ourselves.”
Awareness of Marianismo Influences to Serve Men
Principal Ramirez further described how she wasevaadare of how she overly
catered to her boyfriend, now her husband of twgegrs. At the time, her boyfriend was
uncomfortable with the constant catering to his'geveed. She recalled how he, who is
African American, discouraged her from serving hasjt was not necessary. She described
the incident:
[My subservient role] was pointed out to me by nugliand. At the time, he was my
boyfriend. I think | was taken aback, when he saihat are you doing?” He said,
“Do you realize that when | move here, you follow to here, and you make sure that |
have this, etc. I'm fine. | don’t need that.” Hetually hurt my feelings. He didn’t
mean to hurt my feelings, but he said, “I've liva#l years just fine. | was able to eat
and breathe.” You know, that kind of thing. Itrhme. | am like, “What do you

mean? I'm only doing what I should be doing.”



120

Marianismo Influenced One Participant in Role of&/Principal
Decision making at times is influenced unconscipbsimarianismatraits according
to Principal Ramirez. She described the existefd®w marianismoinfluenced her
interactions serving a male supervisor, but didaflotv it to keep her from a career path.
She recalled the experience in high school:
Dr. Jesus, my principal, and | always sat with anether [at leadership meetings
served with meals]... We know each other well. id¢gfy give him the food that |
know he would want from my plate... | don’'t want th&con. | don’t want the
cookies... But when | went up to get myself somethodrink, | know he likes Diet
Coke, so | brought back Diet Coke and water.
Principal Ramirez further stated that when visitiney brother, who married a non-Latina,
she still serves him by ironing his clothes for kor
In my family, | always had to break out of the mold | needed to be subservient
because | was the girl. Itis so easy [to fallkbae prescribed duties]... | had to sit
back and think about it. Getting over it, | am egactly sure I've gotten over it. | got
better at home. I've gotten better at work. I'démnk I've actually gotten over it... |
don’t think I'm 100% over it because it is someththat | feel compelled to do.
Acculturation: Breaking From Traditional Valuesachieve Principalship
Latina participants experienced acculturation, sacbreaking away from traditional
values, as a strength in their career paths to$sgbol principalship positions. As reported
from the Latina women participants in this studycdturation played a major role in their
ascension to the principalship. Participants vedxle to articulate meaningful experiences of

acculturation in their rise to high school prindip&rincipal Martina stated:
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[ have changed over the years as a result of having to learn the American way

where the mentality is 50/50 [responsibilities for husband and wife], [although] I

still don’t believe in the 50/50 mentality.
She further stated:

My husband is also Puerto Rican... [he is] very traditional and [was] raised in a

traditional family. He and I have a very good understanding of what our personal

and professional goals are... | think it is hard [work], but my husband and I have
been able to mold our lives like a bridge between the Hispanic culture and the

American libertarian type of life. I have had an easier time managing men and

women because [ have been able to find that balance.

One strategy to acculturate involved compromisinif) & spouse. Principal Martinez
spoke about learning to acculturate in the Amerigag. Through compromise, the
principal and her husband have come to an undelisithat since the children are raised
and his career in the military has ended, timen&arcareer was available.

Principal Reyes revealed her belief that if sherredra Latino male, the Latino would
become jealous of her career and would requiréchgpend more time with him and less
time at work. The Principal has experienced tleipus scenario. Since the principal
considers her job as her second home because d2thleour days, she believed it would not
be possible to cater to the demands of a Latino maéding traditional beliefs.

Principal Vestes articulated how she believed shgigd well as her husband
supported her desire to have a professional cafee.indicated that if she had a husband

who challenged her long hours at work she wouldrisble to work as a principal.
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I think | chose well. He accepts who | am that dear important key. If | had to
battle at home over the late nights or the longdaybeing away from home, | don’t
think | could do it. It's really hard. | work 1deur days.
Non-traditional Matriarchs and Patriarchs
Data from the current study supports the assettiahnon-traditional culture scripts for
women are a strategy for accessing the princigalsbhatina participants recalled
experiences of non-traditional matriarch role meas strengths in their paths to high school
principal positions. As reported by some Latinawven participants, non-traditional
matriarchs and patriarchs played a major role éir thscension to the principalship.
Participants believed they were lucky to have gfr@omen role models in their families.
Principals were able to articulate examples otigfitial women role models that lived non-
traditional lives. They included: grandmothers amathers.
Principal Oscar spoke about how her family influsshassertive females. Principal Oscar’s
mother role modeled non-traditional scripts. Stiates!:
Even though they had traditional gender roles rat like she — she was not the type
of mom who served everybody dinner and stood behimte everybody else ate and
she catered to everyone. That was not the typamhts that mine were. Even though
both my parents are Mexican American, my fatherragdnother have been raised in
the United States. So they are traditional midtiss.
Similarly, Principal Maldon recollected how her et and grandmother behaved as strong
women who were opinionated and assertive.

Likewise, Principal Vestes articulated:
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| had a grandmother, my mom’s mom, very strongve#y strong woman, who

actually brought my mom and my brother from Mexigoherself and never had a man,

never had a partner. She took care of busindss.b&ught her own home in the 1940s.

She worked as a seamstress. She handled he8selfwas kind of a tough lady, too.

She did not take anything from anyone. She waspaddent. Being in charge of

yourself was positive. | had a model. Yes, | \waky!
In contrast, Principal Palacio spoke about hergidgshencouragement regarding her
independence and career and referred to him as-&raditional patriarch:

My parents migrated from Mexico. My mom when shes\8 and my dad when he was

18...My dad is unlike the very traditional Mexicanma He is much more of the

renaissance Mexican man [and supported my indepestle
Summary of Early Influence

An analysis of the current research data demomesitagt there were early influence
factors that led to Latina women principals ascegdo the high school principalship. The
Latina participants experienced an upbringing @ldélief system of family and traditional
cultural values. All principals experienced pagtfamily structure and core values that
supported their ascension to the role of princif&bdme principals experienced challenges
with some beliefs of traditional culture valueson& participants developed strategies to
work with some traditional values in their ascendio the position of high school principal.
The data did not suggest that all Latina women wegsined with the same level of
traditional cultural values nor did it suggest ttieg participants experienced the same issues
with traditional cultural values. The data alsg@ested that Latina women utilized non-

characteristics amarianismo(independence and career) in their pursuit ttiveipalship.
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Diverse Career Background

In response to the central research question guitlis study, How do Latina women
describe their ‘lived-experiences’ while navigatthgir career paths into public high school
principalship?, the second theme, Diverse Careekddaund, emerged from the data, as
Latina participants described lived experiencethag navigated a career path to the position
of high school principal. The principals experieddiverse professional careers that
influenced them in their later decisions to enber principalship.

There were two sub-themes:

¢ Professional careers provided skill sets expergpec®r to Latina women ascending

into high school principalship.
e Opportunities in education profession were expegsriatina women participants
shared as they entered a career path to theshigpol principalship.

During the interviews, Latina women participanteuijed unique opportunities that led
them into positions as high school principals. @eations revealed information regarding
the principals’ individual professional experientlest led them to a path in education.
Many Participants indicated their diverse careekbeounds contributed to their ascension
to the high principal positions. Diverse careesdggounds are experiences Latina women
have with professional careers and opportunitiésrany into the education field.
Professional Careers

The first sub-theme that emerged from the categbBjiverse Background is
Professional Careers. Several participants expede professional careers not related to
education as strengths in their ascension to e $ehool principalship. Latina women in

this study revealed that their different profesalarareer skill sets were assets in their career
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paths to the principalship. They included: bussnaslls, technology/data management, and
military.

Some participants experienced diverse professiarakrs from private industry prior
to entering education. Other participants lefth#ag to work in non-education industries
and gained new skills before returning to educatibatina women spoke about being
prepared by their previous professional skillshieit pursuit to the principalship. One
participant gave a specific example of developthgck skin’ and how that was helpful in
her pursuit to the principalship. Principal Alonaported:

| worked in construction for two years. | earnedrpeyman’s wages just like the guy

next to me. It was back breaking labor. Womenewsat in that field. | have the skill

set and | know the value of hard work. That wagiétio me. Being the only woman
on the construction site, | learned to develop vRigk skin. Not only did | get the cat-
calls, but... it felt very threatening... | probably wdn’t have had the thick skin that |
have now, had | not worked side by side with thesa. My thick skin [also] comes
from having to live on my own as a 16 year-oldsirag kids, working, going to school,
and supporting my family.

Principal Alonso stated that thick skin is neededarticular if you are a person of color,

when pursuing the principalship. Principal Aloqmsovided a recommendation:

As a Latina first and foremost, you have got tohaome thick skin because you are

going to be bombarded with stuff that other folkerj Latina] would not come into

contact [in pursuit of principalship].

Principals described other careers outside edutatwincipal Alonso left construction

and experienced a business profession in privaiesiny for several years. The principal
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spoke about how the new work experience affordecipgortunity to learn about long-term
planning, becoming results-oriented, and havingsress perspective of data management.
The philosophy to do what is needed for the botiomwas ingrained. Principal Alonso
reported how the business accountability mentaligd in her ascension to the
principalship. Principal Alonso stated:
My background in private industry taught... me abaetountability. Taught me about
if you do not adapt — you will die. I've carrielaoise values and beliefs from my past
and look at that when it comes to kids... Accountgbilas always been at the
forefront of my mind maybe even [when | was] ayjounger when | started working.
When you are accountable for other people i.edadnl you understand that word
pretty well. I'm really glad that | walked down nmath. It afforded me a different lens
to look through... In an organization, | am a realiong believer that when asked to
fill a hole, gap, or need; then, you do [that].
Additionally, some principals spoke about theiremas that afforded them opportunities to
work with number crunching Principal Reyes completed a secretary certibogbrogram
and worked as a secretary at a private compangsalsfied and having the desire to be the
boss, Principal Reyes returned to school to edlarketing degree and found employment
in finance management. She recalled:
| got an MBA when | finished my degree in marketiriggot a job with a private
[international] company [working] in the Latin Amean Branch. | worked in the
finance department. This company helped financéViBA.
Another participant held a position in technologyl alata management. Principal

Alonzo’s business experience centered within thbrtelogy industry, research and
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development. The principal’s data analysis, tetmg and computer software skills
supported her efforts to pursue the principalstitpncipal Alonso divulged:

There is a technical strength that | bring [inte #ducation field]. | have the technical

piece of knowing how to gather information... I've tked with researchers and

scientists in the research and development area@nguters...

Another first career position was held as teachedsteacher, and in the banking
industry, Principal Vestes worked as a high scheather’s aide while in college, then
worked as a full-time teacher for two years. Sffeteaching and re-entered the banking
industry. She also worked as a bank teller mamgigirge quantities of funds while in
college. Principal Vestes described her “path i@ curvy to get there [principal]”

| have a degree in psychology...my career goal whe ta therapist. After graduating

and teaching for two more years | left [the dig}ric | went back into the banking

industry and worked as a technical writer for [tyears].
After two years working as a technical writer i thanking industry, Principal Vestes re-
entered the public education a worked at a schmatgelor for 12 years.

Other first careers took place in the military.ineipal Martina experienced a career in
teaching adults prior to entering the educatiollfie12. The participant served as a faculty
adjunct at a university teaching Spanish and tealéle world with her husband who has
since retired from the military. Principal Martispoke about the special project opportunity
and volunteer experiences in the military that dider pursuit to the principalship. She
described the experience:

In the military, members become a family. Whenexar move to a different place,

you do not have time to cry about it. If you goigb, you got to go running. It
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becomes a community-involved project. | alwayswnteered and was involved with
many things. So for me getting involved with schaxivities, and not getting paid for
school duties other than teaching, is part of wamlfor the previous 20 years.
Additionally, Principal Martina described her naliy role as a core instructor:
| have had such tremendous opportunities [in n@] tib be involved with people at
different levels. | have done so many excitingngjsi that really helped me [to develop
an identity]. For example, | had the opportundye selected for the Army Family
Team Building Program. | became a core instruatahe DC level in the Department
of Defense. | traveled all over the world giviregenars and working with foreign
dignitaries and foreign armies and developed prograThe program that was
developed for the United States allowed me to traith The Department of State. |
mean, some really neat stuff that happens oncdifietiane. All of those experiences
helped to prepare me for what | am doing today.
Similarly, Principal Ramirez articulated a shogysin the military:
I made a deal with my mom; | would go to colleget Wwhen I finished | would go into
the military... When she went into hospice, | let thilitary early. | was &pecialty,
that's what | did, as chapel, | [escorted] peoplead the military.
Principal Reyes, like Martina, traveled and wasoseqal to both international (Latin America
and Brazil) and the United States culture. PrialciReyes speaks three languages Spanish,
Portuguese, and English and experienced urban,grant, and middle class culture social
interactions. Principal Reyes spoke about therdessocial interactions and how they

supported her ascension to the principalship.
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My parents are [immigrants] from another country hey are children from
immigrants... | am first generation in the Unitedt8sa | was born here, but | also
lived in another country. | attended school [¢fbse and] in the United States [urban
community]. My ex-husband is from a country [othH&n from my family’s or mine].
| spent quite a lot of time in his country for sealeyears... | am able to understand
American culture. | can understand Latin culturean understand immigrant culture.
| can understand minority culture. You know, | denanywhere. Help anyone.
Additionally, Principal Vestes revealed that theideto gain a broader knowledge of
educational skills opened up opportunities to ganployment outside of the school district.
Principal Vestes articulated how her desire to ga&w employment came about:
| believed | maxed out the potential of guidancd eounseling influencing students
and their college going. It was clear to me thgtaup of students could not make that
jump [graduate H.S. and enter college]. Therefaihsre in the classroom. Their
academic preparation was dependent on other fagttirghings | could not influence
anymore. For example, like services, programs,saipgport systems. It was going
back into the classrooms to figure out what wagpbkamg there that resulted in the
grade that would not be enough for a college goptgon...the shift for me [changed].
Principal Vestes was recruited to work for a ursitgrin the department of Technology.
This position provided training in technology, $taaining, and data analysis. She worked
with 23 projects experimenting with technology e ttlassroom. She stated:
My university job put me in a department at therdiscalled Curriculum Improvement

and Professional Development (VIDP). It was thelews for all of curriculum change
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and the professional development of teachers...Unyears, | had four different job
titles each one a little bit more responsibilitanhthe prior.
Principal Palacio left the school district when s¥es recruited into private industry. She
revealed her experiences in private industry adegyiy coach. Principal Palacio stated:
The company approached me to come on board with #rel work as a strategy
coach... | left the district and moved on to workiwat private consulting company in
education... | believed that would give me great elgpee. However, | told the
company that as soon as | was done with my doetoratould seek Administrative
positions. It was good experience for me to b@ia¢r and to work with teachers...
When | look at my resume... it just goes to show ongkterm vision to becoming a
superintendent.
Opportunities into The Education Profession
The second sub-theme discovered through data ahalgs the participants’ entry into
the education field. Participants in the curréatlg believed that their skills from private
industry aided and provided for them visibilitythreir ascension to principalship. They
included: Recruitment into teaching, dissatisfattd previous career, and dreams to teach.
Several participants divulged that their recruitinato the education profession was
important, as it reaffirmed their professionalibtites were valuable in their ascension to the
principalship. One principal spoke about an exgrere that led to a career in education.
Principal Alonzo continued education while workifodj-time. During one college course,
the principal volunteered to teach a weekend wangbr the professor. Principal Alonzo
was MAC certified and was experienced at teachthgts. computer skills at her place of

employment. She recalls:
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A month or two later | received a phone call... “Yknow, | think you need to come
and talk to the principal here, there’s a job opgnip for a high school teacher. 1| think
you'd be great at it!” | chatted with the principaa four-hour interview!... She said,
“you didn’t graduate from high school. You arergpio have to get a GED. You will
have five years to complete teacher courses. Yitbu&ed to work on your Bachelor’s
degree. There will be a lot of hoops that you Wél/e to jump through. Are you
willing to do that?” | said, “Sure.”... Little didknow back then that | would have
continued... to complete my Ph.D
Participants found their way into education throsgh-initiative and utilized their
professional skills in their pursuit to the prinaighip. Principal Reyes explained,
| was miserable [at my job]. My mom said, “ Wellhat do you think you’ll do? When
you were little you always played school. | thydu should do what you loved as a
child.” 1 said, “Okay, that is a good idea.”... soone... said, “you can do this -- you
can take a test if you get hired. They will letiydo an alternative certification [while
you work].” 1 said, ‘That sounds interesting asdaas | am working.... | began
calling the schools in the phone book, A throughTais is not the way you are
supposed to do it. You are supposed to go toigtaad; and put in your application. |

just did what | thought was right. | called thésols.

| believed | could [teach] English or Math in middichool. | called middle schools
[and asked about] ‘... openings in English or Matfhey said, “No. What do you
have? What can you teach?” | said, “I called ®what you have openings [in]”

...[They asked] “What do you teach? “ | said, “Enlglx Math.” She said, “Well no.”
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| said, “Well, what do you have an opening in? eylsaid, “We are going to have

someone retiring... but she is a business teachsaidl “Oh my gosh. This is me!

You need me at this school because | have a Bustezgee.”... | [interviewed

with]... seven people and they thought | was perfdttey called downtown, “Clear

her. We want her here.” | got the job. It wasaaimg. It was the greatest job ever.
A concerted effort was made, Principal Vestes aldied her return to the education field:

| knew being with youth was definitely for me... fturned to my home state]... |

spent the summer there, knowing | was going to nmakevay up [north]... When | got

there, it took me about 6-8 months... to get baok @ducation... | just took a bunch of

part-time jobs... | got my first job as a high schoaunselor when | was 26... It was a

really needy school... a tough area and | loved it wds a place where you... had

opportunity to make a change to impact the liveganing people.

In regards to childhood dreams, two participantsitbtheir way into the education
field by following girlhood dreams. Principal Mara revealed that after her husband retired,
she sought a career path. By then she had many tgeeching Spanish to adults at the
university level. She described her experiencererg education K-12:

| always knew | wanted to be a teacher since laviitsle girl. | had imaginary

students, crazy right? That was very clear to moenfthe get go. | belonged in the

[education field] — as a teacher... | enrolled in suen school, and | had nothing [else]

to do. | was reading the paper [one day], andw]san advertisement for a position as

a high school teacher in a Catholic high school..1%pplied for it. To my surprise, |

was offered the job. The school also [offered heegdosition of] Department Chair for

the Language Department... | taught Spanish for @ae &t the school.
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Similarly, Principal Ramirez revealed she wanteddose as teacher and that her parents

encouraged the profession. The Principal deschigeexit from military in search of

educational pursuits and researched schools inmgakcétino kids. She recalled:
| researched on line [schools impacting Latino katsd learned of two ladies... doing
wonderful things with ESL kids. They had an extedyrhigh graduation rate and low
dropout rate compared to the rest of the counfityey had a graduation rate of 89%!
That was unheard of. |really honed in on it. dnted to be where people were doing
good things. | didn’t exactly know why they werang well. | just wanted to be
there... | started looking for a place to live inttbdy. | didn’t have a job. I just
decided to go for it. My mom and dad had passemlyawror the first time in my life, |
felt like | was making decisions for me...l don’t wda say that they held me back
because that is not what | mean. | didn’t haveason not to just look out for me. |

moved there. | had saved money.

| went to a Kinkos and spent the whole day typipgsame resumes. | started driving

around town looking at an old school map. | wertihe schools where | thought there

were openings. | definitely went to the high sdhebere those two ladies worked. |

don't know if it was luck. | don’t know if it wadestiny, but | got there May 3land

by June 8, | had a letter of intent. That is how fast thentaround was. | immediately

received calls from an elementary school, two nadaihools and a high school.
Three principals entered into the education fisldallege students while working part-time
as teacher assistants, which led into fulltime joBancipal Palacio reported:

| had a part-time job tutoring at a high schootedlly liked the age group. | liked
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these kids. I liked those interactions... [Howevary, brother was a force and
suggested | had to do what he wanted me to dd,reatized that | wanted to teach and
work with students. | graduated and earned myesegy Biology, but I did not pursue
medical school.l.drove down to see my parents...I said, “Mom... | damant to
disappoint you, but I don’t want to go to medicahaol. | think | want to teach... do
something in education.”

Likewise, Principal Vestes described how she &rgered public education.
| was working at a bank and attending college. Hdyrs at the bank were not enough
to [pay for] a college trip [to Europe]. So | ajgul for a job as an instructional
assistant. That is where | had a shift. | movesr ®o be a night student [and worked]
at the high school during the day... That is whatrpatinto high school education for
the first time...1 was helping in the Algebra classld really loved it... It was right
then that | [thought] this is potentially somethiiog me. It took year to make a
decision... to switch over to become a teacher...

Dissimilarly, Principal Oscar articulated:
Did | ever think about being a teacher? No. bt,fawent to college and wanted to
become a doctor. Until | got into the higher legkkcience, | realized | couldn’t
handle it. | found History as a major and | loxaidthose courses. | thought teaching
would be a good profession.... | literally graduafiean college on a Sunday and had
my first interview and got the job on Monday. Y&ge been lucky.

Summary of Diverse Career Background
The current research data analyzed demonstratethdra were factors that led to the

representation of Latina women high school prinisipdhe participants experienced
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professional careers and opportunities into theain profession. Most principals
experienced a second career in their late tweahé=ring the education field. The data did
not suggest that the geographical location of #réigpants prevented them from having the
same experiences entering education as a secag®t cdihe data suggested that most Latina
participants did not pursue the role of principabn entry into the education field. The
Latina women were well received into the educatield by supervisors and no barriers
encountered. Their experiences aided their asmensithe principalship.
High Achieving Teachers

In response to the central research question guitlis study, How do Latina women
describe their ‘lived-experiences’ while navigatthgir career paths into public high school
principalship?, a third theme , High Achieving Tleexs, emerged from the data as Latina
principals navigated a career path to the prinstppl Each Latina woman held high
expectations for students and self and took on mesmonsibilities, which influenced their
ascension to high school principalship.

The three sub-themes were:

e Teaching approaches are strategies used in ther@bas to ensure students
received a good education employed by Latina woaseending into high school
principalship.

e Advancement is mobility into a leadership positarrpositions that require
increased responsibilities compared to teacheoresbpilities.

During the interviews, Latina women participantsatéded unique experiences as teachers
having high achievement that led them into posgias high school principals.

Conversations divulged information regarding the@pals’ motivation to effectively learn
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teaching strategies. In addition, the Participaptske on their advancement into teacher
lead positions that led them to a path of high stpancipal. Participants also described
their desire to see students succeed attributdeetorise to principalship.

Participants spoke about wanting to do the beshanthg high expectations for
children. Participants believed it was importamtthem to represent children in this way in
order to become a high school principal. Conversatrevealed information about the
principals’ teaching approaches that led thempata of high school principal. Data support
the claim that high achieving teachers aided iir tigcension to the role of principal.

Latina women participants described experienceseazsuring student outcomes with
data management, having high expectation for gtaedents, and teaching Core-curriculum
was initiated in the classroom by many of the Latvomen participants. The participants
spoke about their desire for students to meet statelard benchmarks. One participant
gave specific information about how her collegecatdion trained her to ensure student-
learning progress through data analysis. Prindtion stated:

| believe that [my skills] come from [my collegewztion]... It was a program that

was very data driven. They relied on researchbatategies for perspective to make

sure that students were making progress.
Similarly, Principal Oscar described experiencesaf good teaching was displayed using
core curriculum with components to research-batatkgies. Principal Oscar was known
as an effective teacher and was encouraged to Baaszven components of good teaching.

Learning objectivesAre the learning objectives very clear to stud@nt.l ask kids,

“What are you learning?” They have to be ablertwalate to me what they are

learning and how they know it, not what they'rerdpi They can tell me they are
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working on a worksheet or we are taking notes ghregarding the content that they
are learning. | make sure that it states all afstandards for our state. The standards
for the grade determine the level that the kidsrarg2) I look at the instructional
strategythat teachers are using for that work. | lookarzano’s — all of his
instructional practices...l also look at our AVID (¥ahcement Via Individual
Determination) strategies...(3) | look at the levitigor — the higher level thinking
that’'s happening...ls it analysis thinking evaluationis it more application, or is it
knowledge comprehension? (4) | also look at tifferdint checking [points] for

understanding assessment stratibxgy teachers use. Are they frequently checkong f

understanding? Are they moving through the roosckimg for understanding? Are
they asking non-volunteers? Are they always jgkire questions to whoever wants to
respond — your professional participants in thessieom? (5) | look at the learning
environment physically and emotionally. Is it a safe placdearn physically and
emotionally? Is it free from ridicule — free frormrsasm? That is like a total non-

negotiable... (6) Are the walls demonstrating whattéacher is teachingvhat the

students are learning. Is it validating studentknedforts by posting the students’

work? (7)_Student Engagemeris the teacher doing most of the talking or & th

teacher giving a little bit of the information? the student processing the information?
Is it student centered? Are there cooperativenlagropportunities? Are there
collaborative partner opportunities...?

Principal Alonzo revealed in conversation abouttdaehing strategy she believed was

effective in her classroom when teaching technologyigh school students. Principal
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Alonzo spoke about the experiences of transfeskilds from adult teaching to student
teaching bringing real life stories into the clagsn.
[Students] had to understand circuitry... That paaswot a foreign concept to me.
The notion of training adults and transferring #ekills to high school students was...
[not a] difficult transition as most people thoughtvould be. It was very different
from adults, but I think it was the way | approaghie.. The layout [was to]
continuously relate and make the classroom meanitgfvhat is expected out there in
the [world]. | had [real life] stories to shareoalh what was expected in the work place.
| brought that into the classroom. | think thedji appreciated that. The transition for
me was easy. | just fell in love with teaching.
Principal Oscar spoke about experiences of higleetgtions for self, students, teachers.
My expectation for myself as a teacher was alwiyd$old my kids for high
expectations and do a really good job of teachimysaupporting their success, they will
be successful... | am very clear with what teachouks like; and | expect that of all
teachers and support that. Then our students e/giuzcessful.
Principal Oscar further stated expectations heldeachers who teach English learners.
| do not like teachers who are sarcastic in clasgecially with our school being high
economically disadvantage [with] lots of long-teEmglish Learners who don’t get
sarcasm. | can’t stand it...
Principal Alonzo revealed experiences about heivaobn to learn lesson plan designs
and instructional theory while working as a firstay teacher. She was open to learn lesson

plan strategies to maximize student learning. @ltfh established teachers opposed the
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training intrusion, Principal Alonzo was eager@geive critical teacher training to better
serve the needs of her students. Principal Aloezalled:
Madeline Hunter is famous for lesson plan desigrstructional theory, and what
closer is... | was from the private industry [andjmt know [her]. She came out to
visit my principal... during my first year as a teach. [The principal] brought her into
my classroom and introduced her...[and said,] “...Sbeald like to observe your
classroom for the next week... If you don’t mind, she give you pointers.” | said,
“Sure!” | didn’t know that [teachers] were oppodechaving people videotape... or
observe you as a teacher... | truly thought of sw@port.
Principal Reyes spoke about an experience astydéias teacher in her first full-time
permanent position. The teaching position wagnaglitional and required a two-year
contract to work with the same set of students. fireeyear was discouraging, but she
maintained her teaching responsibilities and setoextt as role model for the betterment of
the students. Principal Reyes served unmotivatge teenagers. She recalled:
| worked with dropout prevention boys between thesal3-16 in 7 and &' grade. It
was a monstrosity of an assignment for a first yeacher. | was frustrated. | wrote a
contract. | made them sign the contract and lesigh | said, “as your teacher, | am
going to give you this [teaching]. As my studensur are suppose to do this.” There
was this boy, who was the worst, most misbehavedt felligerent. He would lie on
the floor, would not turn in work. Three weeksoihe year, I'm like, “I'm out of here.
| am so way gone, thank you so very much. Thisbieas the worst.” The boy said to
me, “But, Ms., you signed a contract, you're sugabt® be our teacher all year.” In

tears, | called the other school that | loved...d aeay, “I have a responsibility [and
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unable to accept the position]. | have to be a nebdel. | have to stay at this site.” |

stayed at the site for 6 years.

Participants in the current study revealed how adwve into other positions within
their education career was essential for becomimglaschool principal. Advancement into
a leader position that required increased respiitieb was a process for succeeding a
position as high school principal. They includesifions as department chair, curriculum
instruction, counselor, and vice principal.

Principal Ramirez articulated experiences beinguited to take on additional
responsibilities while maintaining role of teach&rincipal Ramirez stated:

My second year of teaching, the assistant pringpal, “... you are a leader.” |

became the Department Head my third year of tegchimmy 4" year, | became the

Coordinator of Academy.

Prior to being recruited as an Education Coach Gleargt with a private company, Principal
Palacio spoke about experiences of setting godie¢ome a principal and how that led the
mobility from teacher to teacher trainer. PrintiPalacio stated:

| had been teaching one year before | starteddherastrator’s program... | thought

about being a principal [while] teaching... | tauglohors biology, regular biology, and

biology for English learners. | always liked irdetions with kids [and] wanted to
make school life changes. I... worked with the [mulum] development piece in the
district. That's how | began working with the teac of Special Assignments. When |

started the doctorate program.., that's when | labsly knew... | wanted to be a

principal.
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Principal Alonzo illuminated experiences of motegtefforts to bring computer resources
into her classroom, which resulted in a partnershtp a computer company. In the second
year as teacher, Principal Alonzo organized a lessiventure for technology used in her
classroom. Eventually, the partnership grew distride to provide a technology
infrastructure for all schools in the district. Asesult, Principal Alonso was recruited to a
district-wide committee while serving as teacher.
Company X, at that time, was located... close enauggre | could join ranks with
them. Having my background knowledge and the gebkhew in the technology
sector, | made some phone calls and formed a pahipe My superintendent heard
about [it]. [and] she said, “We have to do somaihdistrict wide... to bring to the
schools... infrastructure and technological planriorgeachers.” The next thing you
know, | was a part of a committee. There were dbalozen of us... to... plan [for]
technology in the classes. Within those five yeavas part of that team.l.helped
co-author a grant... to bring technology into thesstaoms and the infrastructure that
was needed. | was there for five years [and] veae@to present at different
conferences.
Similarly, Principal Oscar described experiencesisg in teacher lead positions in
curriculum while working as teacher. These rolifsred opportunities to share her teaching
strategies to other teachers. In these rolesalsbbdearned different facets of education.
Principal Oscar wanted to further impact studeatriang outside of her classroom. She
wanted to interact with staff beyond her departmétrincipal Oscar recalled:
Some positions [in our district] are pay assignmer@ne of them is called Curriculum

Coordinator. It's an Assistant to the Assistanbhé&pal of Curriculum. | served in that
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role for two years. | helped them support teachdrs were teaching honors. In the
90s, we did some work when the standards were nevdeveloped curriculum and
curriculum writing for projects between English &aocial Studies teachers. |took a
lead role in that work. | also served as a Ro&tereditation Sub Study Coordinator.
That gave me the opportunity to have a better sensbat happens in other teachers’
classes as we got ready for that accreditationggocThose are two key teacher leader
roles that | had before | became an Assistant Pahc | wanted to have more impact
outside of just what was happening inside of mgsiaom. It allowed me to share
what | was doing, but also have interaction with pieople beyond my department.

Likewise, Principal Alonzo divulged experiences atbioeing recruited into another position.
The Department Chair [and principal] approacheddoméng a conference | attended...
and wanted to know if | was interested in beinguited... to their brand new school
to create [a technology] lab set up in the clagsrooThey wanted... a freshman
transition class and wanted to add other componeittfthat] point, | could do that. |
was recruited. Stayed for six years before | vilgiat counseling and administration...
| became the Department Chair... | was still a tecther...

Also encouraged to take a lead role, Principal Malstated that her assistant principal:
Wanted me to be the Administration Chair. Afteotyears, | became Department
Chair... The faculty asked me if | wanted to pursueDoctorate degree. At that time,
| said, ‘Yes.’

Principal Maldon received her administrative cradds and Doctorate, then, moved
out of state. At a new teaching job, Principal t&ad described how a supervisor recruited

her to the role of assistant principal. She conteten



143

My family moved back to our home state. | taugbh¢&al Education for a month when
| was asked by the principal to serve as [AP]... tked as an Assistant Principal until
he promoted me to the Assistant Principal positadficially] that year... [After
serving as AP]...it was easy for me to get thesetiposi.
Similarly, Principal Ramirez articulated an expede of serving as principal before formally
earning the title. She recalled:
[Our new interim principal] came to me and saidplivknow, you helped me a
tremendous amount. [Now] | come to you. Would peuwilling to be an assistant
principal paid at a teacher’s salary to work in ¢ifiice with administrative duties until
you take your test?” That summer, | was promotéal that assistant principalship
position at that same campus. [Later] | was [reed]ito be part of a restructuring team
[to reorganize a school that] was in stage two wearAYP (Adequate Yearly
Progress).
Likewise, Principal Alonzo described the encouragetand recruitment received to apply
for the role of assistant principal. The Principelieved that her educational path was not as
common as most other people. She revealed:
A principal was looking for an assistant principéle was methodical about the team
he was putting together. My principal said, “Yioeed to go do [this]...you've done a
great job here. You can move on now.” This ist&told me.... | was recruited as
an AP and was part of a brand new team. | wae tlogrthree years.
Principal Alonzo further spoke about experiencegies principal for the district working
with teachers at different schools. Principal Aorescribed how she assisted teachers with

accountability measures and core academics. Steslst
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| began educating [teachers with strategies ontiopwelve into their curriculum, view
the current standards, know what standards aligméte core academics, and how [to]
utilize their classes to support the core academics

Principal Oscar articulated her experiences, asvsiseencouraged to apply for the assistant

principal position. Principal Oscar stated:
My principal thought | was very articulate. Sheulght | was smart. She liked what
was happening in my classroom. | communicated wieHlt our vision for our district
was. | think that made her say, “l was a teamgadyAll of those factors resulted in
her wanting to support my success... | definitely wasouraged by the site leadership
here to apply for those [leadership] positionsteflall] the principal and the assistant
principal encouraged me to apply [for assistamigypal position].| was an assistant
principal for four years.

Principal Martina echoed similar sentiments. RpacMartina described the experience of

being recruited to a position of assistant prinkifghe stated:
[My career] kind of happened by accident. Somelsaly something in me [skills
compatible to that of principal]... [One day] therripal called me into her office.
She began telling me of all these accolades abgugkitis in leadership and in
communication and how I build strong relationsHipgh] students and with their
parents. She spoke about how involved | was irctimemunity. After [providing]
these accolades, she said, “The assistant prinpgstion [discipline] is open... |
would like for you to apply for it.”

In contrast, Principal Vestes was not recruitedifteacher to assistant principal; she was

recruited into a university position jointly worlgrwith multiple public schools. Principal
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Vestes left her career that included much travellzglieved her “career was really prepared
well by a lot of strong women.” Principal Vestedi®eed she was experienced enough to
work as an assistant principal and applied for tbiat at a public high school. Principal
Vestes worked many years in high school as teachanselor, and in curriculum instruction
and found it easy to gain the position of assigbainmicipal. Principal Vestes was surprised to
learn of her status as trailblazer. She stated:

| was the first Latina [assistant] principal at tigh School [prestigious and

predominantly White enrollment].
Principal Reyes described a similar circumstarglee was not recruited as assistant
principal from a teaching position. When she caeteal the Specialist Degree, she applied
for the position of assistant principal. She glyidknded four interviews. Principal Reyes
commented:

I was lucky. 1 got four interviews. At the secantkerview, | got a position.
In contrast, Principal Palacio described a pathdbatered on personal initiative to the
principal position. She applied multiple timesytin a position as assistant principal. After
completing her teacher credential and Doctorate agiplied for many positions as high
school principal. Principal Palacio stated:

Every step of the way | heard a lot of no’s befloreached all... positions [and it did

not stop me from pursuing my goals].
Summary of High Achieving Teachers

An analysis of the current research data demoestthat the participants were
teachers who focused on demonstrating high achieme(me. managing additional

responsibilities in curriculum instruction) thaateto their ascension to the principalship.
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The participants experienced teaching approachgadvancement in their career paths.
Some Latina women principals incorporated professiskills from previous experiences
into the classroom in their ascension to the pmsitif principal. Participants accepted
leadership positions that required increased respiities to improve students’ academic
achievements beyond their classrooms. The dagestef that the participants pursued
advance mobility for the purpose of gaining inceshskills and understanding of other
education facets to better educate children. Hta suggested that the participants
demonstrated high achievement as teachers, whddo fine role of vice principal, and then
the principalship.
Professional Leadership Initiatives

In response to the central research question guitlis study, How do Latina women
describe their ‘lived-experiences’ while navigatthgir career paths into public high school
principalship?, the data revealed a fourth themafeBsional Leadership Initiatives. During
the interviews, Latina women participants describeidjue experiences that led them into
positions as high school principals. Conversatimglged information about the principals’
professional leadership initiatives that illumirchiteatina women’s capabilities,
responsibilities, capacities and data managemadig sktheir rise to high school principal
positions.

The sub-themes were:

e Data management is a tool used by Latina partitgo@nimprove student

achievement and to illuminate other issues needlitegtion.
e Accomplishments were programs, school or districiewnitiatives, lead by Latina

women ascending into high school principalship.
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e Challenges were experiences with school or farhiy prevented a smooth path to
high school principalship for Latina women partamps.
e Support systems were mentors, professional membpeesid family experienced
by Latina women participants in their rise to thmgipalship.
Data Analysis
All but one participant spoke about experiences wéta analysis as a strength and
strategy in their ascension to the principalshiipe participants disclosed experiences of
being engaged with the learning of and usage @f daalysis with their supervisors in their
pursuit of the principalship. The participants sae data tool as an aide in their rise to
principal leadership. Principals described theangnce of data management and the ability
to analyze the data utilized for school improvemstudent achievement, and test score
improvement. Principal Maldon stated how she uksd tools for accountability:
The consistency that | have with accountability eesbarch-based methodology is key
to the success of my leadership... In tough timeaw that through implementing what
I had learned was an effective way of managing.dhbeelieve that is the reason | have
turned around four different schools and why theesintendent recruited me to the
high school.
Similarly, Principal Oscar articulated how the AVfdogram helped her to understand data
management for accountability measures and deemgking. Principal Oscar commented:
It has really helped me unpack our data a lot raoeto make decisions based on
that... I have high expectations [of] the teachex$ lameasure it. Making sure that

teachers know each year what those measurement&ateng rid of barriers, like
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science classes for aff'@raders that were not college prep, and... [engilliearly all
except the most at-risk, into a biology class astfman.
Principal Oscar further spoke about her abilitg&sily interpret data with multiple parts and
identify problems in order to bring about change:
| am very driven. | can look at a problem that hadtiple parts... and identify the key
areas right away - where we can address the proliilednthe solution; implement the
solution; and bring about change.
Similarly, Principal Reyes spoke about insteadttefraling cohort monthly meetings to gain
a principalship position; she learned how to reaid d Principal Reyes used data for
leadership decision-making. She stated:
[ look at the data and try to figure out which teachers are doing the best jobs;
what are the right questions to ask when we get information on the course
exams; how do we look at these as bench-mark points; how do we grow from
that; what do we spend our resources on; what’s working what's not... I enjoy
the data part.
Likewise, Principal Vestes relied heavily on data tools. She disseminated data to
teachers for learning, accountability, and decision-making.
Accomplishments
Participants in the current study revealed howiagaccomplishments were an
important aspect of the process for reaching ttsitipa of high school principal. The
Principals in the current study described the tesafltheir accomplishments in their
ascension to the position of high school principéle accomplishments included: funding,

graduation rate, college enrollment, state testescoecognition, academic improvement,
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exiting unproductive teachers, parent involvembeuatilding business partnerships and
changing school culture.

The data revealed that the principals’ accompligitsbenefited the school in many
ways and defined Latina woman as capable in tlagiacity to lead in high schools as
principals. Principal Vestes spoke about the agpee of writing a grant for school
technology funds.

| was involved in writing a [3 million dollar] grarior math, science, and technology. |

was the technology lead [and managed] a third@fQtlant...[| was partly responsible

for] developing a website that shared standard.base
Similarly, Principal Reyes articulated an experen€ gaining funding for the school. The
Principal took a slightly different approach angkaned how she accomplished gaining
government funds through marketing and recognibioschool progress. Recognition of
schools is dependent on requirements of data slgosturdent test scores, teacher
performance, and school improvement. Principaldespoke about making application for
the program, Inspiration Award from the College Bba

We won the Inspiration Award as a school. | csake credit for it. | just looked at the

data report. The administrators and teachers bad the work before | got there or |

wouldn’t have been able to report the data [ongased test scores and increased
college going]. At the same time nobody had ddwework [for the grant]. So, | am
going to take a bit of credit for that for wantitggpromote my school and show them
off. | talked to my students before it happenédient on the announcements and
when we made it as the finalist, | told them, we &iof 6 in the nation. And you guys

should be so proud. It's my first year there [aa@pal].
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Likewise, Principal Alonzo, revealed an experieatgrant writing. She stated:
| wrote a grant for $300,000 [while serving askhaol counselor.
On another note, Principal Oscar spoke proudly abimaent academic achievement at

her high school.
| will share...the academic [successes]... | want fgrkms here at the school what |
want for my own children. | want them to gradutaten our high school, go to a four-
year university, [and] meet the college prep regment for a four-year university.
When | got here we were at just over 35% of stusleito were graduating from school
and had met the requirements to go straight ty@ad-university... It's a huge measure
for us — and right now, we are just under 53% afsmniors who graduate and are
illegible. [They] have completed with Cs or bettath the classes [needed] to go to a
4-year university.

Similarly, Principal Maldon commented:
I...coordinated the assessment that was given tsttltkents to make sure that they
were making the progress needed. | was an adgmtanipal [at the time]. The
principal...made sure that [I| had freedom to leafi¥hen] | went to high school #1,
and [when | went to] high school #2, state assessswres went up 10-20 points at
each subject area... | went to a middle school aadast year that | was there, test
scores went up 13 and 14 points in math and readihgm at High School #3
[currently], and reading scores jumped up 17 pantshe State Knowledge Concepts
Examination (SKCE), and almost 10 points in makmgaat 10 points in science, and 7

points in language arts and social studies.
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Principal Oscar also spoke about an experienceaprepkids for college. She
implemented the program AVID (Advancement Via Indual Determination) in her school
and used the AVID strategies as tools to increaadeanic achievement and college
readiness. The Principal trained 4 or 5 of teatdeaters to train teachers on the AVID
program. Principal Oscar is an advocate and stgpof the AVID Program. She stated:

AVID is a non-profit organization. They have beermexistence for about 30 years. It

started in San Diego and it is a class. It islantwe class in the student’s day for all

four years of high school. It is to prepare thengd to college. The writing, the
inquiry, the collaboration, the reading, and thgamization skills you need to be
successful in college...

Principal Vestes articulated a similar academicess story about student outcome.

As | evolved as a counselor, | really started toehim on college going and my

principal gave me the role to do so. She reallyegme free reign to develop a college

going culture in that school as | thought [and] asagined it. We had really good
success. Incredible success with college admissiath high numbers of kids going
on to colleges across several years for city saholblwas pretty rewarding and
wonderful.

Principal Maldon explained how she transferred Kiedge of best practice teaching
approaches to the teaching staff for improved usitonal methods using the common core
standards to increase test scores. She stated:

| directed the teachers to start looking at thigitesstandards. We have the common

core standards. | requested they do a pacing.chiigy began teaching or re-teaching

the standards. | had them work on common asses$smimad them look at and
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analyze how the kids were doing on each assessrhbat them [review] their
instructional methods that they were using. | theain work on classroom management
skills. 1 had them basically look at the relatibips they had with kids because that
says a whole lot about teachers and how well tndesits are going to be in the
classroom.

Principal Alonzo noted the recognition placed ondahool derived from her efforts,
When we won, we had a big show in the auditoriumerdlwere 800 students and
community members in the auditorium. People caim@ New York and the College
Board Organization. The superintendent said, fitstty amazing what you mean to
these kids, and you have been here since July...#yemof our city declared it, ‘(our
city name) High School Day.” My first year was y@xciting. If you go to
CollegeBoard.com or org you can read about theeptie school, and see the pictures
and the staff... [Another program...] Nobody wantedl¢Kids of Character | turned
it into a full program. We were on television. €Téchool had the program before, but
nobody did anything with it.

Principal Reyes continued, “I want my school tadéeognized. | want my kids to be

recognized.” She further echoed a similar sucegtbsprograms to prepare kids for college:
I met with the Hispanic kids. We did a Multicultemnd International fair. | managed
world languages. We created a club called, ProrgdRielationships and Diversity
Through Education. Part of our goal was to edutteeecent immigrants on the
educational system in America, since they didniwrabout credit or GPA or any

thing on how to get into college. It is very driéat in South American and Latin
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America, the whole continent, that program did extely well. We got written up [in
city news papers]. My kids received wonderful dalghips based on those programs.
Principal Reyes further spoke about meeting the@woéc needs for at-risk kids. Her
favorite accomplishment as AP was filling a schoe¢d for an ignored population, at-risk
Latino boys. Principal Palacio spoke about theareimg experience:
Although | left at the end of the year, | made dina everything was set up to be
carried on by staff after | left. At the end afstisemester in January, the staff emailed
me the results of the kids’ progress. That wasgusizing to me. Those are just the
experiences of why | like being a principal. | vaasassistant principal [at the time].
That's what makes everything very rewarding... Simitathe question on the critical
survey...we developed a program for at-risk LatingdhoWe created an academy.
Principal Oscar described teaching approaches taupoior student academic improvement.
As lead teacher, she assisted other teachersmjitfoved teaching strategies. Principal
Oscar revealed:
| helped support teachers who were teaching hor®ask in the 90s, we did some
work when the standards were new in my state. ®veldped curriculum and
curriculum writing for projects between the Englestd Social Studies teachers... |
wanted to have more of an impact outside of jusitwbas happening inside of my
classroom. [My position as teacher leader] allowegdto share what | was doing, but
also have interaction with the people beyond myadepent.
Another form of accomplishment, Principal Oscarkgpabout an experience of removing

unproductive teachers who did not provide goodumsion. She stated, “I am super clear
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about what good instruction looks like and whatewpectations are in the classroom and
out of the classroom.”
If teachers aren’t meeting those expectations, tin@ve no problem confronting that
and supporting them or moving them out of our sthdocouple [of teachers] have
moved out — because they were not tenured in atniati some, | have moved into the
‘Needs Improvement Unsatisfactory Evaluation Pregesd they actually left our
district; some have retired; and others have chaséansfer to other schools thinking
that it was just me, that | was just picking onntheNow they’re realizing at their new
schools, it wasn’t just me.
Principal Reyes, like Principal Oscar, has higheetation of teachers. When teachers are
not performing or fail to improve, they are askedihd a new profession and are exited out
of the building. Principal Reyes reported that slas successful at moving out unproductive
teachers throughout her years as assistant prindjsancipal Alonso made similar
sentiments and indicated that she gained the repuitas change agent because she was able
to exit unproductive teachers from several schools.
Principal Oscar spoke about parent involvementhénschool. The Principal supported
and encouraged parent participation and providegrant center. She explained:
Three years ago we created on campus, a pareetr céfie actually have a classroom
dedicated for parent learning. We have computetiBare with Rosetta Stone. One of
our parents...is supported by a non-profit organiratiShe is here...to provide parents
with information. We have parent socials and aefgrof parent meetings to share
information, hear from them, and to encourage theparticipate in the instructional

process... All of our meetings are held at night kEternoon and late into the evening.
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Similarly, Principal Alonzo revealed her advocaoy parental support. She stated:
Whatever they can give, you accept. When | stant&keptember [as principal]... one
of the first things | did was coordinate a pareghhfor ELLs...one that was separate
from the regular parent night. 1 did that for nyyeS8ial Ed students, as well. For the
ELLs, we only had 8 parents. | launched a campgigget the parents more
involved... we had meetings every month. By the tirnedt, we had the meetings in
the library rotunda because there was standing i@dgn

Likewise, Principal Vestes divulged in conversatiba bilingual parent and student

achievement event that she and staff members c@tedi for the high school. It was the

first time in the school and the community’s higtér this event. The event was well
received by the parents. She stated:
This year we did a Latino achievement night lashth@nd it was the first time even
for this school... and... the first time in this comnityrhaving a recognition for a
student group [identified] by ethnicity.... What wasnforced is the work | need to do,
and that is the family. Parents had a profoundti@a At the end of the evening, they
were thanking me in Spanish and in English. Theyewexpressing things like: “wow,
I never knew there were so many Latinos in the schbnever knew there were this
many folks who spoke Spanish. | want to be coreteaith these people. | see in your
school there are people | can actually talk to.”

Principal Ramirez articulated an experience abweirécruitment of parent volunteers. She

attributed the success of recruiting over 300 garelunteers to her strengths of

understanding diverse communities, having empathylitersity and speaking to the parents

in their native language. In the interest of kisise stated:



156

| have a vested interest in making sure that db lere successful... | am able to speak
to parents in their native language [Spanish], niaken feel comfortable, and |
encourage them to come into the school willingetplus. That is a skill set | have that
is offered to the majority of our parents who do sygeak English.
Another form of accomplishment that extended oetsitithe classroom, Principal Vestes
spoke about building relationships with the uniitgrand school districts in the city.
Principal Vestes noted how she was recognizedp@ssmn who gets things done by her
principal, school, and the community. She saidydk identified as somebody who kind of
made things happen in high schools. | bridgedgasdrs and their [technology in the
classroom] research with teachers who wanted tohgs®ols that these professors were
developing.”
Principal Alonzo also articulated an experienceualmw she bridged the city’s school
district with a technology company for technologywsces.

Changing school culture by changing teachers araksts was another
accomplishment. Principal Maldon shared an expedaabout changing her school culture
and climate from out of control to manageable. &trbuted part of her success to the
passion, enjoyment and love she has for kids, &#ga@nd parents. Principal Maldon spoke
about the rewarding experience of changing schouobee:

| first started [at a high school] that was totallyt of control. There were riots in the

school. The kids were very dangerous. The teath#ectiveness of being effective

was very low. Parent involvement was very lowhad to do a lot of work to turn that
school around. Within the five years, [as AP] Irage of the safety of the building... |

was able to change the culture and the climatheotthool. People [behaved] more
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professionally with each other. Students were mespectful to the teachers and
adults.... Crime in school decreased... The parents haeome more involved at
schools that | have been at... Graduation has gpn&he numbers of kids that have
taken advance classes have gone up... It just ddadsmppen over night. You have to
have a plan.
In the same way, Principal Oscar described an expes about school culture and climate
change. The principal was assigned to the schadiidoge the current status and make
improvements. She spoke about her favorite sudndassms of physically cleaning the
campus. It was described as filthy with gum aaghr Custodians worked hours to clean up
trash after lunch breaks. The Principal beliewssthing kids to have pride in their schools
would transfer into the classroom. Principal Ostated:
We had a new administrative team. | bought...[fbg tustodians — trash bags, trash
pickers, and gum scrappers. Everyday at nutraiweh lunch, part of our
[administration] visibility was, we were out on tbempus from the moment the kids
were out at nutrition and lunch, throughout. Wekpd up trash. We were in
conversation and we interacted with the kids. IBytime the lunch was over [there
was no trash]. Over the last four years, thatggedas become much better...By the
end of lunch there is virtually no trash anywhenetfte campus. That tells me that you
have pride in your school and you have the culbdinghat we expect. That transfers
into the classroom and the expectations we havihéwn in the classroom.
Principal Oscar further revealed a key problem abiweistudents’ lack of discipline and self-
management. She provided an example of studerageament and how student behavior

changed and how the problem was resolved with ¢he df the administrative team. She
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stated, “I have a great administrative team whcevedlrstrong teachers. They helped

monitor and man our expectations.”

Principal Oscar continued:
There was passive-aggressive behaviors and disemgeng in the classroom. For
instance, there were students who had headphotlesiirears and heads down in
classrooms. There were some behavior issues... ¥dgmezed right away that this
headphone issue was going to be a problem, andivibeuhn opportunity to disengage.
We made a rule, “no headphones on the campus”tinermoment school starts until
the end of the day. It basically renders theirimu$hey can'’t listen to it. At lunch-
time if they want to play their music for theirdnds — that’s fine, but we don’t want
them to be isolated and disengaged from each oilverwant them to be at nutrition
and lunch talking to one another and engagingsnoalirse not being isolated away
from each other.

Principal Vestes also commented on how she infle@rcchange in school culture.
| encouraged people to recognize that White midldiss kids do not populate schools;
therefore, we must make change. Make change ésettve are serving. The way that
| approached it is... | took all the learning | reattl applied them. | started with data,
looked at it, presented, talked about these thingtsl saw or encouraged people to
come up with their own conclusion about what thewy,sso that we have this frame of
reference that do not allow us to forget aboutkids we serve. It's constantly
throwing out the information that forces us to de#h this conversation, then talking
about or presenting the ideas like the RIE progi@m advanced placement program.

Is it enough? Who's in it? What are we offering\Hare we supporting students?
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What do we think about after access and those typgsestions? So throwing out a

lot of different ideas that effect that kind ofluénce or reveal our culture and our

belief system and getting more and more teachessfoym small groups.
Challenges

Another sub-theme uncovered through an analysisiaf was challenges. The
participants spoke about challenging experienceg ¢imcountered during their pursuit of the
high school principalship. Most experiences ocadiprior to the ascension into the role of
high school principal, but some challenges weresggpced during the first year working as
high school principal. They included: staff teration, staff questioning principals’
credibility, and staff resistance.

In regard to staff termination, one participant tgra critical incident survey about a
challenge regarding staff member insubordinatiahtae lack of support received from
superiors. The principal felt betrayed and foumelincident distressing and believed it
eroded her authority as leader. Principal Martiivallged a specific example of how she
experienced a challenge in route to the principplsdgarding staff insubordination. She
wrote a letter of reprimand to a staff member fwsv@ering a cell phone while proctoring a
test. While serving the letter of reprimand, Pipat Martina stated,

The person became... disrespectful and insubordjaatf refused to talk to me and...

met with the principal... She requested | not sugertier any longer, as she feared |

would continue retaliating against her... She claihéid not have credentials,

training, or experience to supervise her... she waoldacknowledge my authority.
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Principal Martina explained it was tough dealinghathe situation as a young assistant
principal not having authority to reprimand, espégiwhen having authority to manage
other school responsibilities as a principal. Aegance was filed.
She immediately filed a grievance against me. kiygipal and Dean decided to honor
her request, even though they claimed disagreeménter claims. As a remedy for
her grievance, | was not allowed to take any adibomer insubordination...l was
directed to retract the letter of reprimand... theDdid not want to deal with the
aftermath... To me that was it! If they cannot héheintegrity to uphold what is right,
then “why should | work here!”
Principal Martina further stated how the incider@sweason to quit as assistant principal:
| felt that | was not validated as an administratbbelieved that my authority was
eroded in such a way that no matter what | watafter that, | would not have been
able to gain the respect that | was entitled tava$ not willing to compromise my
integrity for that position, [regarding] my respdnbties...
Likewise, Principal Reyes recalled a challenge iming the removal of a long-time teacher
due to the teacher’s unwillingness to help studehitghe ascension to the principalship,
Principal Reyes removed teachers who were unpriv@uct unwilling to do what is best for
students, but admits it is a difficult thing to dBrincipal Reyes was committed to removing
teachers, she considered unproductive, out ofdbeation field rather than transferring
teachers out to other schools, a philosophy addpbed the movie: Waiting For Superman.
As an assistant principal, exiting teachers ouhefprofession every year was echoed.

Principal Reyes provided an example of exiting gy@8r-veteran teacher.
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[The teacher] ... never had a bad evaluation. Etylknew she lacked, but for two
years it was not working out. She said, “I amiggta lawyer.” | said, “Listen, you do
what you need to do, and | am going to do whainktks right for my students.” | felt
blessed because the day it went... to trial...she Sa@ going to retire”... | was able
to say, “Listen, | think you are a lovely persdrwish you the best. It's not personal,
you just can’t do this job anymore [not] here.”wlas hard; [no] hard feelings; [not]
ugly; | always try to keep the dignity.
Principal Reyes further explained that her Latohentity is not cause for staff or school
issues in the ascension to the principalship. Ltaéna friend believed differently.
She is the Department Chair of Languages... She ‘Sdidy did this because we are
Latinos.” | said, “I didn’t notice that.” If thegut a barrier up, | am going to go around
it... I would not be happy if | constantly felt thaterything went wrong because |
spoke Spanish or I... looked different.
Principals Palacio, Oscar, and Maldon articulatedlar sentiments when they each
experienced a challenge terminating a male tedobm@rduties or the school site. The
principals indicated each incident received negatnedia attention. Principal Palacio
described an experience regarding the terminafidimecband director who at the time was a
probationary teacher. The principal indicatedatsva big political decision because the
school supported a big band program. The prindipalily weighed two options, one to
allow the teacher to be tenured and serve as hegxtat or to live with the personal conflict
of removing him. Principal Palacio spent a lotinfe discussing the political decision with
her superintendent. Once the pros and cons weiened the superintendent supported the

principal’s decision to remove to tackle the bamdaor. Principal Reyes stated:
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The best thing for the kids and the school wasferto let him go. That caused a big
uproar with the parents. This situation definedimesgard to taking a stand... The
parents were furious with me for making this demisi It was a decision that needed to
be made because of his [un] professional conduet heAfter that came a lot of
political uproar. It was in the newspaper. [Aftkaloging with the parents several
times in the auditorium, the situation got bet®resal months later] A board members
said, “You know what? Principal Palacio you havetaf CHUTZPAH (courage) to
do this in your first year as principal.”

Principal Oscar echoed a similar sentiment whilekimg as principal:
The largest challenge has been [replacing] thebfdbtoach. He was a great man,
individual, and human being. He was not effectisehe coach. We had multiple
seasons of loss...all the key components that mgkegram successful were not in
place. Two years ago, [I had a] conversation Wwith, [l said], “this is what my
expectations are of what successful programs dimn’t expect you to win the lead
championship every year, but | expect to go toollagoff. Here are all the factors that
contribute to that.” He did not meet those [goalykar later. | had to release the
coach.

Principal Oscar continued:
| think that probably has been the hardest thingd to do. It has caused the most high
school drama.... People knew he was not a good coHoére is a lot of nepotism on
our campus. There are people who are friendsarvitklated to him... When | released

him... he chose not to resign. It required me tohieh, “Well, then | am letting you
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go. We are going in a different direction.” | eewsed the words ‘your fired’, but...
that is what it was.
She further stated:
His small group of friends... used social media @sbimy decision... He is also an
Athletic Director, which resulted in passive-aggies behavior on his part towards the
new coach. He was slow to schedule things, stoarder equipment, and did not
make sure that our field was ready to go for ot flame. He did a variety of
different stuff like not making sure that athletesre cleared based on our process with
the organization governing body...
Principal Maldon echoed a similar sentiment, howénes high school principalship ended
with a job transfer to work as middle school prpadi She stated:
| wrote a misconduct report on [a well liked teagiecause he was leaving the
building early. It brought out real political isssi[and negative publicity]... The
superintendent suggested that it was best for rfledaee] XYZ High School... It
became very controversial and ugly, but | had amdton what | thought was right for
the students at XYZ High School... | knew that theight be some backlash... things
that might happen to me that | knew would be ethjiearong...[as] principal you have
to be a risk-taker.
Principal Alonzo divulged an incident regarding imavto exit multiple teachers from one
school one year with the support of district persgn Principal Alonzo believed she would
take a hit, but did not realize how it would afféetr role as principal. The principal held the
reputation of change agent experienced in movinngioproductive teachers at other sites.

Principal Alonzo recalled:
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| do believe that moving some folks out of the sihwas the right thing to do... The

teachers’ union [instilled a political reorganizet] at my school and at the district

office. [There were a number of dissatisfied temsiwho banned together with the
school union to reorganize the distribution of pials and superintendents]... When

[people] cannot attack professionally, they attgol personally. [There was circulated

gossip about me], for example, “the only reasomh yba are still here at XYZ High

School is because you've been sleeping with thersaendent.”... [Eventually] | was

removed from the school site and offered a poséitotine district office and reduced of

my duties.

Other challenges included school staff that quastiathe principals’ credibility,
effectiveness and leadership capabilities. Prinsigavulged experiences about challenges
when teachers questioned the Latina women'’s ci@gliand, at times, projected
undercurrent discrimination. Principal Palacioié®etd her youthful appearance could have
caused some skepticism, as some teachers viewed Ibeinexperienced based on her
looks.

I don’t think | am very young. The way people vaahme was a barrier when | was

entering the principalship role. | was viewed &sshe experienced enough.” | had to

very explicitly demonstrate how effective | would &s an administrator. At first
glance, people thought, well she’s not an oldeseasoned administrator. | really don’t

like using the term barrier, but | think that wastja factor.

Initially when | was at XYZ High School as a fitshe AP, | was working with

teachers who were 50 plus and 60 years old. liteted the staff development. There
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was a level of, and again this is my perceptioak&pticism, “who is she? She is a lot
younger than | am.”... It was a primarily White staffd at the time there was an
undercurrent. It's hard to articulate very spegifinever experience very specific
instances of discrimination. It always felt like andercurrent... | think in some of the
lines of questioning, | would say that it happeaeXYZ High School#1 also in my
initial meetings here at XYZ High School#2.

Principal Palacio further stated:
| think in terms of staff development, | got questd about the validity of what we
were doing and why we were doing it this way. ways had to be on my toes with
making sure that | had the documentation, it wasddrd base and it was researched
and vetted. | always knew | had to bring my A gariiéey will always question me on
what | do. Even now, that is the way | feel thatways have to be in tip-top form
professionally...about anything... they see.

Principal Palacio believed the challenges of bg@ageived as not having credibility were

overcome by having education credentials, suchlZectorate.
That gave me a piece of, “okay at least she has gpachool, so maybe she knows a
little bit.” I think things would have been differeif | did not have a doctorate. They
are just seeing this Latina who is relatively afat¢e and coming in with a vision for
what she wants in the classroom.

Likewise, Principal Maldon described a statementienay White male teachers and

administrators who belittled her merits in the rotgrincipal. Principal Maldon stated:
Some of the barriers that | had were individual®wiought that | was promoted too

quickly. [Those individuals] had been in the [sohi®ystem for a while. They thought
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their glitch might have been because | was a femadebecause [the district] needed
more Hispanic females. [Negative] comments werdenay those individuals, in
regard to the fast pace that | was getting the ptams. | remember a couple of the
administrators making remarks, such as “[because\White and because I'm a male,
| am not going to be promoted the way that you Haeen.” That was probably the
biggest--factor that | have in regard to people imgkomments. When | look at those
individuals, | saw that there was something lackiitgseems to me like they did not
have a lot of the qualities that an effective adstrator should have or they did not
have the leadership qualities as teachers to beadmeistrators. | saw it as being the
bigger barrier for them. Not having the qualitie®e needs to be [an administrator] to
be a factor.

Similarly facing staff resistance, Principal Maldgpoke about an experience regarding staff

resistance as a newer high school principal. Timeipal had a reputation of motivating

teachers and advancing student academic test scbhesprincipal divulged that she was

able to guide teachers to revisit the core valueshead them teach from that perspective.

Principal Maldon disclosed that at one school st&sdfsted her direction.
The most challenging position that | had was at XYigh School. The teachers
thought they had [arrived at the best place witldesht academics]. They were
comfortable [and] did not want to change. Whearhe in as principal, | [saw
opportunity for] and wanted [academic improvemeiitthvas very difficult for
[teachers]... [our expectations did not match] andas very controversial.

Principal Alonzo articulated an experience aboalf sesistance as a new principal. She

discussed how staff at the school blocked firsiegation students from the AVID program.
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The teachers had low expectations of the first gaima students and replaced them with
junior and senior year students who did not qudbfythe college-going program. The
teachers enrolled unqualified students to promeéggerated numbers for accountability.
Staff became resistant to the principal’s leadershi
[It] brought attention with leadership [and] progidtibacklash [when it was exposed
and confirmed]... the struggle for me was to keegnithe [forefront of teachers’
minds] the notion of having high expectations foe kids, having the belief that kids
can do what we ask of them or set out to do.
Principal Alonzo further stated:
| think it is imperative for administrators notlet the schools [fail]. The district level
[should] really keep an eye on what is going on tatklabout the issues as they come
rather than let them spiral [out of control]. Thatvhat | see happen.
Principal Alonzo shared an experience about opjpositom school staff upon her first day
of her first assignment as high school principithe principal indicated that bullied tactics
against her began immediately. The principal mét wie welcoming coalition the first day
of school and they pointed out that they wouldwekcome her. A group of staff set out to
ensure that the principal would not succeed irstieol. The principal did not allow the
issue to block her role and focused on leadingt®ol. When the staff's tactics proved
unsuccessful, personal attacks were made and cotspleere filed to the superintendent.
Principal Alonzo stated:
A spokesperson of the welcoming committee saiduKoow Dr. Alonzo we don’t
know you. We are just going to let you know thataon’t like you, already. That is

what you are up against.”... [the superintendentgiresd reports [about me], such as: |
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did not dress appropriately, | did not park my wéhin the correct parking spot, etc...
[When reflecting on my experience], | would lakteldacist. They were bullied tactics.
Harassing. Absolutelyfl completed one year in the role of principall.
Similarly, Principal Vestes spoke about the diffigwf teachers who found it hard to believe
in her ability as she ascended into the role offi lsichool principal. She admitted that her
approach to overcome issues of facing stereotypssavnot let stuff get her down.
Principal Vestes spoke about the first time sheke@mwith White kids and being the only
Latina administrator surrounded with few Latinodieers. She discussed comments received
while holding positions as assistant principal andcipal. Principal Vestes stated:
| got comments like, “I didn’t know you could spes&well.” There is no question the
comments were stereotypical. | am often disreghrde
Principal Vestes continued:
There are stereotypes and | think people did npéetxme to do [well]. For example, |
talked to my head custodian last year... half wag the school year he said, “...1 did
not think you were going to be able to do this jdlooked at you and thought, you
were too much like a woman. You were too Lativa@u're kind of small... You
didn’t seem like the kind of person who could rbe school and get people to do
stuff.”
Principal Vestes further stated:
| have a hard time wrapping my head around whati@es I'm getting based on the
brown face vs. being a female... | think | have todkof be open to acknowledging
these communities for the staff and the parentseard the kids, I'm not something

they are used to.
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Principal Palacio divulged an experience about gestereotypes provided by a Latino male
mentor. The mentor was helpful guiding the printipder ascension to the principalship.
When the principal disclosed her goal to be a Bigitool principal, the mentor discouraged
it. Principal Palacio recalled:
He had been so helpful. Then he shot down my gfda&coming a high school
principal. He said to me “that | would be muchtedifor a junior high school position,
because that's where women can be nurturing.”..véndid share with him how | felt
about his comments, but | probably should have...ptésented for me the perception
out there what people think about female principals
Principal Oscar revealed an experience about haehtxs rumored her to have a lack of
motherly duties with her own children as she digpthcareer aspirations.
| would say that the barrier was the preconceivathn of what a women'’s role should
be. There were numerous times when | would heaw, she must not be a very good
mom because she is more focused on her careerdatiaig her doctorate...” When |
was an assistant principal, there were teachershenstaff who made those kinds of
comments. Never to me directly... It was a barmethat they were influential. They
were women on the campus who were connected to ebthe district leadership.
Principal Oscar continued to share how her asseaiid confident leadership would have
been more accepted had she been male.
The other barrier | would say was the fact that Veny assertive, very confident and so
that in women tends to be taken as not necessgrilg qualities to have. If you're a

man and you’re assertive that’s a good thing, bybu’'re a woman and you'’re
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assertive then you’re considered, you know... | tenide very direct. | have to

remember to build relationships first to staff.

Similarly, Principal Martina articulated an expewe about how staff perceived her writing
capabilities due to her language and accent,

| believe one of the issues... is [being] a Latinm@pal... our cultural make-up... |

am a Latina.. not raised in American culture... l@ts it bluntly, | have an accent

when | speak. That is the first thing people rotihen they hear me speak. When the

teachers are submitting [my writing documents].. ytbten make the comment,

“Well, I am going to have the teachers review ifdbe | [return] to you. | don’'t know

if they are implying that | am not capable...

She further stated:

[ work hard, yet [when] people hear me speak, they think, “Well, she doesn’t

know.” The stereotype is there. It is alive and is very prominent. Something that

we have to learn is to develop a thick skin about it. [Stereotypes] can really hinder

your opportunities... you receive from others [and] those you give yourself. Itis

like... your self-esteem. So what! I have an accent... That does not mean I think

with an accent or that I fight with an accent. Those types of things are important

for us Latina principals to deal with.

In regard to other challenges, Principals arti@dahe experience regarding the dress
code in their ascension to the principalship. Qrecipal spoke of an experience when her
staff complained about her dress code to the sugedent. Another Principal provided a
specific example regarding the dress code. Prhdpstes stated:

My White counterpart principals that | know... cart geay with behavior that | could
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never get away with doing. Like the way | drebse never dressed so informally as
some of my [White] colleagues. They can go to sthotennis shoes and sweat shirts
and everything is cool. | would totally not waatdo that because... It wouldn’t be
received well... Certainly a man can dress informaome things... for me are a little
different...
Principal Martina articulated an experience,
My appearance—][can] be a little troublesome... whealidg with teenagers. | have
to be very careful that they don’t cross the lingégey like to make comments or look
at you in a certain way. Teenagers now are bblthve to be extra sensitive... [and
be] conservative in the way | dress [professionally
Principal Martina further stated:
Looking young and [being] an attractive Latinalsoaan obstacle for me, [in regard to
women, parents, mothers, and teachers]... becawdendpso young [parents think]
that | don’t know what | am talking about.
Principal Martina also spoke about an experienaedblayed her ascension to high school
principalship. Both the principal and her husbamgale raised with traditional cultural
values. The principal attributes the delay towlay she was raised to first take care of her
husband and raise her children. Once her husledined and children were raised she
entered a path to the principalship. She stated:
| have waited too long, [a result] of being raisedegarding family obligations... |
could not be selfish about my career... | realizedhat.tf our marriage [and] family
was to be successful, | needed to give up my céodeke care of my family... And

[because of] my husband’s career, | had to put anger on hold for over 23 years to
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raise and be there for my family.
Support Systems
Latina women participants in the current study tjed the importance of having a
support system when pursuing a role as high sghrrmtipal. Participants seeking the
principalship described the importance of suppertiystems that come in the form of
mentor or professional organization membershipyTdigo experienced support systems
from family members in their ascension to the pgpalship. Support systems offered
insight to leadership development, opportunitiesntng and exposure, and availability to
lead without interruptions from family obligations.
Two principals benefited from statewide membershipducational leadership
organizations. Principal Alonzo stated:
| am really proud and fortunate to be a part offGalia Association of Latino
Superintendents & Administrators [CALSA]... part aetr work is to groom us for a
leadership role in education. We meet quarterlynd lsave meetings... [with] mentors
and speakers. Whether it is superintendents oragidndaw firm, we talk about current
issues and how to deal with them from various pEaspges.
Similarly Principal Palacio described experiencé$ & professional membership for
leadership development. She revealed:
My support comes from the mentoring program, tleggasional affiliations, and
relationships that | made through CALSA. Theyatdike-minded individuals. |
developed my craft and | am able to make good oersdo be effective in what | do. |

received tons of support in terms of the interv@acess and making good decisions in
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my existing position to make sure I'm preparedtfer next move. Professionally that
was a huge support getting me to where | am...
Principal Ramirez articulated:
My support comes from the mentorship program... elteainduction program in our
school district that helped me a lot. One of thedlales is on leadership. Some of it
was reaching out and networking amongst us andrigetme another. We do have an
Assistant Principal Academy at the district andmeet monthly.
Likewise, Principal Palacio spoke about suppontfrmentors:
| found in every district an informal mentor evehem | was in XYZ High School.
The principal and | became very close friends. was able to surround myself with
positive people that I could trust and bounce ideak and forth. As | moved forward,
| found individuals who were very supportive andwmfluential and probably pushed
me, too. They made sure | made good decisions. thAlsuperintendents are very
supportive of me. It's just been a very consciouanconscious to make sure | have
positive people around me.
She continued:
| have other mentors. One in particular, he sdidnderstand high school is a tough
position.” He gave lots of kudos and lots of ene@@&ment. He said, “how can |
support you, what do you need, even if you justreephone call every now and then.”
I mean it's just so different than someone who sagidu know what, you need to stay
where it is safe at a junior high school positiof...

Similarly, Principal Ramirez and Principal Maldoaiiged most all their support from their

principals and superintendents. Principal Ramstared:



174

The assistant principal and the principal were gngportive. | have a wonderful
assistant superintendent and superintendent wheeayesupportive. The assistant
superintendent is my go to [person]...

Similarly Principal Maldon stated:
I had numerous mentors. The assistant princigathbught that | would be a good
leader, and he supported all of my efforts in ttieosl as Department Chair. My
principal at XYZ High School was also a mentor.e®taff that | worked with was also
supportive and supported my initiatives. | fouhi$true in all the schools that | was
assigned to.

Principal Alonzo spoke about how her support beggty in her career:
I have had an unprecedented [amount of] suppart fedented individuals from the
moment | was recruited by my principal. She igespn | call mentor. We get together
annually or bi-annually and stay in each othewvsdi She afforded me an opportunity
that | didn’t know | was getting at the time, afirat-year teacher... | have an informal
network of relationships | built along my yearsehucation and in business. | continue
to keep that network close.

Principal Vestes emphasized through email afteckihg her transcript,
Something crucially important... At every juncturenmty career path, | have benefitted
from the support of a strong female supervisor.m&o have given me opportunities to
advance, to engage in professional developmentueaged me. Throughout my
career | have been fortunate to have female sugms/who have been excellent role
models and provided an essential support systeayori?l the support of supervisors,

I've always sought and appreciated the suppoeroffe colleagues. | maintain a circle



175

of friends/colleagues among other female schooliaidtrators and these friendships
have been very meaningful and fulfilling. It's th&o navigate the challenge of
maintaining a life away from school. Women truhyderstand and share that struggle.
Principal Reyes stated, “Support came from merjorscipals] who gave me
opportunities.”
Another kind of support comes from the family. rlérpal Maldon recalled how her
family, mother, and father supported her career:
They supported my efforts when going into admiatsdn... They thought that
advancing was important because | could servedheranity. Second, | would have
a rewarding career.
Principal Reyes and Principal Oscar had an enormaopgort system from family in regard
to childcare. Principal Reyes spoke about howplaeents provided care for her son:
| have never taken him to an orthodontist appoimtmé&hey have always picked him
up and took him even though they live 45 minuteayaw
Similarly, Principal Oscar spoke about family stuiue being the biggest support:
| have a tremendously supportive husband, in-lavdsparents. All of who live in
these areas, local vicinities of our school, andrmme. They helped me to be an
administrator because of their support of thesg lowurs and doing my Doctorate at
the same time. My children were very small at thrae... Before my children actually
started school, my in-laws were their caregivéhtile | was working on my
Doctorate homework, etc., my parents were therthenveekends and helped with
childcare.

Principal Vestes commented on her husband’s tatgart:
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There has never been a juncture... that he gave ynkirah of pressure to do things
differently or to make different decisions as td porsue the next step. It was
absolutely the opposite.
Similarly, Principal Martina articulated experiesad husband support when she took her
first role as high school principal several houssg from their home. Her husband
supported her promotion to serve as leader. Rahddartina relocated temporarily for the
new principal assignment.

I go home on the weekends and/or my husband coares lt’s tough to be separated

from your husband because you are working on yarger, but that’s a choice that |

have made. My husband supports me 100%, but sitine time, | wouldn’t be able to
do this job if my husband was waiting for me at lroml get here at 7:30 a.m. and |
leave about 11 o’clock or midnight every day. Irlvomany weekends... Being
separated from my husband takes a huge weighty#haulders, especially when |
know he is not worrying about me.

Most Latina women principals articulated that thesxe many support systems in
place for networking with educational leaders wporsored them into principalship roles.
The participants who did not encounter strong ngtwath supervisors sought mentorship in
education administration professional organizatioRarticipants experienced
accomplishments, challenges and established arkFapeeputation.

Summary of Leadership Professional Initiatives

The analysis of the current research data demadedttiat there were contributing

factors that led to the representation of Latinan@n high school principals. The

participants understood the value of learning asidgudata to analyze their schools and
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student achievement on their way and within themgypal positions. They experienced
accomplishments and valued their support systerhs. principals also experienced
challenges in their rise to the position of highaal principal. The data that emerged from
the research study indicated that the Latina wopagticipants were confident in themselves
and about their skills. The data analysis also esiggl that the Latina participants worked in
collaboration with staff to accomplish initiativégough a guided process of data analysis.
The Latina participants developed a reputatiorhange agents, having the ability to make
change.
Professional Upward Mobility

In response to the central research question guitlis study, How do Latina women
describe their ‘lived-experiences’ while navigatthgir career paths into public high school
principalship?, the fifth theme, Professional Upavitobility, emerged from the data as
Latina principals navigated a career path to tiecgralship. The Latina participants shared
professional upward mobility experiences that poséd them in the role of high school
principal.

The sub-themes were:

e Leadership style is where one creates an envirohtagjain trust and collaboration

to create change.
e Supervisors opening doors is encouraging Latina @oparticipants into the role
of high school principal.
e Aspirations beyond the principalship are high-ragkpositions managing multiple

schools aspired of Latina women principals.
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Leadership Style
An analysis of the data indicated that the paréiotp’ leadership style was a strength in
ascending to the high school principalship. Thenaawomen principals divulged
information that described the way they inspiretleagues through collaborated efforts
when leading projects to improve teacher perforraastudent academic achievement, and
school culture change. The leadership style iredudeamwork environment, teacher
collaboration and sharing information. Principastes articulated that her leadership style
was a collaborative one. A leadership style tkans from family influence to be a
collective of a group. Principal Vestes stated:
| keep in mind: students are my priority, addregstudents’ needs, political view
around me, who’s achieving, and who has accesfi&b. w press my staff to think
about these things... It's about... consciousness aggbsimg people to think about
things new, new ways that may be different for them
Principal Vestes further stated:
My approach to making change happen is settingalee. This is the reason it is not
just one...The data about every little thing [is slr&his is why we have to talk about
things, why this is important, and why we do natace it. We bring in a group of
people together to work on ideas. | share thesssidath colleagues.
Principal Vestes articulated and provided an exarpktollaboration to make change.
| brought a team together invited staff members$inobamember students, and parents
to be a planning group. We met a few times. Wekewtogether on the idea of a
celebration of student achievement, an opportuoityild a Latino community in the

school...
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Principal Vestes further spoke about sharing datbraaking change happen:
My theory of action is that you get a group of staémbers together and run an idea,
take a part to influence it, make a plan and stiaewith the rest of the staff and being
able to teach your own. It's not an administraétiing you what to do. Get your
colleagues to influence the idea. | try as mucpassible to surround myself with
teacher leaders and then shift it not just to Hmesgroup.

Principal Martina spoke about having a leaderstyile ®f relationship building and

collaboration. She attributed her strength toding relationships with students and teachers

to early family influence. About students, PriradipMartina stated:
First you build relationships with kids when thés#s are doing well; So when they are
in trouble, or making the wrong choices, you canviace them otherwise. | am easy
to get along with... I'm very nice and people like smile.

She further stated:
Building relationships is a skill that you haveymu don’t [have]. That's what |
believe. You cannot fake [being] a relationshifidrr. It's like being a teacher [who
can build relationship with their students]. Tkathy you have teachers who have
kids who love them and learn from them [teachevs their hearts].

Principal Martina spoke about how her relationdhupgding leadership supported

collaboration with co-workers. One district stafémber recognized her leadership.
She told me that | am the most collaborative [pefsbe has ever [met]. | do not like
to make any decisions unless | consult with otleapte. That doesn’t mean that | will
do what they say, but | have given [co-workers]dbportunity to share in my

decision-making [and] to offer their opinions. E[leve] the power of building a family
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in which each person’s opinion... and respect [avergivalue] have really shaped my
professional life.
Principals Maldon articulated how she defined herspnality as personable, honest and
ethical and spoke about fighting a good fight for best interest of kids. She divulged the
importance of having a personal connection withppeds key to leadership and without
relationships or plans there is nothing.
It is important to lead in the right path so theddhers can become more effective
teachers. [Guide] the staff... through obstacleslaad them do the things that you
want them to do in regard to your initiatives... [lleyment a plan and be] strategic with
the way that you [lead]... [my] consistency... with agntability and research-based
methodology is key to the success of my leadelsbgehers are part of decision-
making and encouraged to lead initiatives].
Principal Oscar spoke about her leadership stytlirast, but also exhibited an open policy.
She disclosed how she provided her teachers arahgsigr data reports daily so they were
able to measure their success in the classroorsatitey were informed about what was
going on with students in the school. Principat@sxplained one way she tackles a school
issue by asking questions:
Okay, how do we fix that problem, and have clegé&g@and clear expectations, and
clear implementation of that? And then look at tind@es good instruction looks like?
What are the different components of that? Ana #tlearly communicate that and
monitor for that.
Principal Palacio articulated an experience ofatmration. She explained:

| was able to bring together teachers and staff beeswho were like-minded, very
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passionate and concerned about an ignored populafleer the course of about six
months, we met after hours, read some books togatitclooked at ways to devise a
program that worked for kids in need. We devis@tha.
Supervisors Opening Doors to The Principalship
Another sub-theme emerged from data analysis wasupport from higher ranked
supervisors encouraging mobility into leadershijne Latina women principals recounted
instances when their principals and superintendamtsuraged and supported their rise to
become high school principals. Principal Maldookspabout entry into the principalship
and why superiors supported the promotion of ppaici
My principal at the high school... thought it would & good idea for me to become a
principal. He said to me, “that | had a visionadfat | wanted to represent and
accomplish [for the school].” He thought | had trganizational skills that | needed.
He believed | had the personal qualifications Ideekto... interact-- and have
[positive] relationships with people. He also tgbul was a very effective
communicator and had [excellent] written communaraskills. Further, he thought
| had perseverance and the strength needed téebder.
Principal Maldon further spoke about continual veonent.
With XYZ School, the Superintendent said, “You goeng to XYZ School. The school
Is out of control. We need a strong principal. Want you to go there.”
Likewise Principal Oscar was encouraged to applyHe first role as principal. Principal
Oscar spoke about an experience of being recrtotacsecond high school.
| was a principal at high school #1 for 5 year$ef, our superintendent asked if |

would come to high school #2... She asked me as\tst experienced principal [in our
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city], with only 5 years under my belt, to comenigh school #2 [to make
improvements]...this is my"4year there.
Principal Alonzo described an experience about gragement she received to enter the role
of principal, as well as how she continued to lmeuied as principal in other schools,
[After] three years [as AP], my principal told mehe.would leave to be a principal at
another school. He said, “Okay, guys you're th&t fbnes | want to tell. | am getting
ready to leave. | am here to tell you, you guysraady to leave and be principals
now...”
Principal Alonzo further stated:
Three years later, | received a phone call fromstifgerintendent. She said, “I've got
an opening for a principal here and it has to happally quick...”
Principal Alonzo worked as a principal at the sutendent’s request and was labeled a
change agent. She further indicated:
One year later [| was called again for servicesmather school], | became the principal
there... | was encouraged by folks to apply for fiagition.
Principal Ramirez articulated an experience about supervisors provided her opportunity
into the role of principal:
They saw in me leadership capacity and they regtlpmed me. They allowed me to
work internship hours before | attained an inteipglosition. When | carried out my
internship duties, it provided me with a lot ofitiatle.
Principal Ramirez further stated:
When our new superintendent came on board... Heyrealhted to work with us. He

spoke to us one on one. He greeted me [and sjbake an opportunity]. He said,
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“We are building a new high school. | need youuYe ready. | want you to be [the
principal].” The first time around | did not quiglibecause | had less than three years
serving as an assistant principal... He intervievaailable candidates] and did not
select any one in the group. He called me [back.arsaid, “If you're ready, I'm
ready”...I opened a new high school in August cf@0
Principal Vestes articulated an experience abawtirsgas assistant principal for one year
before being recruited to the role of principal,
After my first year [as AP] they asked me to bephiacipal after the [previous]
principal left unexpectedly.
Principal Vestes further revealed an experiendseayy the first Latina principal at each
school working as principal.
| am the first Latina principal at my current schobwas the first Latina principal at X
[High School and] X Middle School [White majority].
Principal Reyes articulated a different experietacthe high school principalship.
| was voted as the assistant principal for my staféhe next day they [the district]
gave me [the position of] middle school principalSeveral years later] they called
and said, “We need you to come to XYZ High Schemlde the principal].” | had
already been there as an assistant... principakfeersyears.
Principal Palacio spoke about an experience tlaat te the high school principalship.
Principal Palacio applied for the position of hggthool principal and was reported to be the
number two candidate. The Assistant Superintenalgdtiman Resources informed the
principal that the position was given to anotherdidate.

He let me know at that time, “you were candidatérst choice, but the superintendent
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did not want a brand knew principal for that siteomever had any principal
experience.” I'm like okay. | get that. That gdexsck to experience.
Principal Palacio further stated that while workamyan assistant principal she continued to
search the job publications and noticed the sameipal position reposted. Principal
Palacio decided to pursue the position and callegtperintendent.
He said, “You interviewed well and we really likgdu, but you know we didn’t pick
you because the superintendent did not want aragased principal.” So | called him
and he called me back immediately... He said, ‘Rédacio it just did not work out with
that principal, but if you are still interested weuld really like for you to apply.” |
said, “Okay, | will do that.” This was the secamde that | applied to the High School
for the role of principal. | went through the inteew process and got the job. That's
when the superintendent shared with me furtherlibatnd all the assistant sups really
liked me. “They thought you were going to be a getfit. | thought you were just
green and that | was just going to have to workwdu a lot as a brand new principal
that was my reluctance. It was a bad choice, taddl inot work out with the other
guy.”
Aspirations Beyond the Principalship
During the interviews, conversations moved to thegpals’ individual future
aspirations. Most participants spoke about thamfidence about the ascension into the next
leadership position of school superintendent. pesutendency is a typical next step after
serving as high school principal. Latina womemg@pals believed their resumes exhibited a
track record of effective leadership in their asien for principalship, which laid the

groundwork for the next level of responsibilities.
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Since the one-on-one interviews took place, twthefparticipants have acquired
positions equal to assistant superintendent. pahélonzo faced barriers in the
principalship and exited the role, upon perseveraie acquired a county level directorship
of increased responsibilities several hours awayfher hometown. At the time of the
interview, she stated:

| am looking for a position as Executive Directotatinas, women and [persons of

color seeking educational] administrator [rolesppt} be mobile [to move] within the

state even perhaps out of state. The jobs aanthfew in between... [and] mobility is

a part of that plan.

Similarly, Principal Ramirez has also moved infeosition of advanced leadership. She
recalled how she was recruited into the princigplsimd Chief Academic Officer.

| have been recruited to [the position] Chief AcadeOfficer at the county level. Itis

similar to assistant superintendent. To be hoitdsty’t something that | sought out.

Just like | didn’t seek out the principalship pmsit It sought me out. Education

[administration] found and chose me, not the otiaey around.

Three Participants anticipate moving into the heatlership position that would lead into
the role of school superintendent. Principal Ralatated:
My next career step will be a position as an aasiguperintendent that would subway
(lead) into a superintendent position... After fiveays as principal, moving into the
role of assistant sup in educational services micdum and instruction for 4-5 years,
| will secure a superintendent position.

Likewise, Principal Maldon spoke about considetimg role of assistant superintendent:
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I am never really looking [for the next career $tefdbut] If asked to be
superintendent, then | would have to consider it.

Equally, Principal Oscar revealed that she is fedusn making the high school a great place

and plans to continue improving student acadenheaement, she stated:
I will consider finding an assistant superintendaogition, but that is not in my initial
plan. | have done enough groundwork that when teady to apply for it, | will be
successful with that.

In contrast, Principal Martina spoke about a ddferprofessional goal:
| want to be a faculty member at a university iru€ation because | want to make sure
[teachers are provided good training]. | have seany [new] teachers come into the
classroom with great potential. Future teachergttaby textbooks on how to be
successful [are unsuccessful]. They come inteléesroom and can’t function. | want
to make a difference in the education of futureheas.

Principal Martina further stated:
We are losing too many good teachers because tmg with a textbook mentality as
to how things work in the classroom. It's not liket anymore... There is a revolution
in terms of how we are teaching kids. There néed®e a revolution on how we are
teaching future teachers... I'm not pursuing it rightv. Honestly, | believe if that's
where God wants me, the opportunity will be preseénd me by making a connection
with somebody or | come across a job opening. Riglv, | truly love... being a
principal, although it is difficult.

Principals Vestes and Reyes are committed to tleeofdhigh school principal. They are

willing to attain the next professional role whersipresent. Principal Vestes stated:
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| don’t know what [the next step] is. I'm not tHahd of a planner about my career.
I’'m happy with what I'm doing. I'll do it as longs | can. When I'm ready to make a
change, I'll look around and see what’'s next. Hi plan to get there? [I'll just keep
doing a good job. | think that’s the best way msw@e the next step. It is to do a good
job where you are.

Principal Vestes further discussed the lack of aregement for advanced positions:
No one ever encouraged me to apply for a prindialgosition. | think that's an
important note, because | am not noticing it incayeer, but in the careers of people |
supervise... | have not been given a lot of encoumage about school administration
at this time in my career. At some point, | woakpect somebody might say to me
“hey, you should consider the superintendent orsfmuld consider the assistant
superintendant or whatever it might be.” Yet, deajon’t do that; and I'm really good
at what | do. | find that kind of interestingdan’t know if that has anything to do with
my race or not.

Likewise, Principal Reyes articulated her posittmnadvancement:
| have never had a plan... If there is another stepll find me... | really love what |
am doing right now. At some point, | will wantptay a bigger role in helping
establish policy because | am very frustratedinlk that will be a part time role
because the best job | have is being with the kids.

Summary of Professional Upward Mobility
An analysis of the data revealed that the partrdpaxperienced leadership

development and supportive superiors encouragig tise to principalship. The Latina

participants in the current study were women wheeskas principals in high schools where
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the majority student enroliments were White, Latnar Minority. The data did not suggest
that the student majority of the school preventadigpants from experiencing the same
support and opportunities upon entry to the prialsipip.
Summary

An analysis of data in this current study reveaeidience that there were contributing
factors to the representation of Latina women &high school principalship in pubic
education. The Latina women principals experierezatly influence, high achievement as
teachers, professional leadership initiatives, @adessional upward mobility. The Latina
participants experienced both accomplishments hatlenges as they navigated a career
path to the high school principalship position amprehensive public schools. The data also
demonstrated that Latina women participants welleegleicated and overly experienced in
multiple facets of school administration beforaing the role of as high school principal.
Latina participants experienced comfort with thiele in leadership and immediately made
decision-making school changes upon the first gayigh school principal. School
improvement within the year was visibly trackecheTstudy participants were principals in
urban and suburban school districts from acros$/thted States. The data from the current
study showed that most Latina women participantewecruited into their position of high
school principal. The data that emerged from thdyssuggested that most Latina women
participants experienced subtle personal attackewndler and race. The data also suggested
that Latina women participants aspired to purswa@ackd positions.

The findings supported in Chapter 5 will be disedassm Chapter 6. It will also include
recommendation for research, implications, and kesiens from the data analysis as it

connects to research literature.
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CHAPTER VI: DISCUSSION

In this chapter, | will discuss the study using ldmes of Social Cognitive Career Theory
(SCCT) in education where few studies exist, eglgdio investigate the representation and
career paths of Latina women high school principalsill discuss how the five themes
(early influences, diverse career backgrounds, haitieving teachers, professional
leadership initiatives, and professional leadershgbility) are interrelated. | will discuss the
link between SCCT and the representation of Latiamen high school principals.
Further, | will discuss how the findings from thesearch compare to the findings in the
literature review; make recommendations for furtlesearch based on the findings of this
research, the implications for the leadership dgvalent of future Latina principals, and
concluding remarks.

Five Themes Interrelated

All of the principals in this study grew up in two parent homes, experienced family
bonding, and learned how to value people, relationships, collaboration, cultural values,
and ethical core values. Most of the principals attended the urban community public
school system. Each principal worked with Latino student body majority and diverse
student body in urban communities. Most principals worked with White students. All
principals worked with all White staff. Principals were intent on giving voice to Latino
parents and students. They were sensitive to Latino students not acculturated to
American culture, advocated for minority students, held high expectations for minority
students’ academic achievements, and emphasized a value in human resource and
family environment. Further, the principals strategically used data tools to make

school-wide changes and improved academic achievement. Finally, the principals
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utilized data analysis systemic processes to make school policy. The principals
indicated that early influences regarding their family and cultural values impacted their
leadership development. Early influences emerge as a grand part of the participants’
backgrounds. Principals were knowledgeable and sensitive to the cultural aspects of
diverse students. All principals were able to use cultural diversity knowledge to serve
more than one group of students who where of different backgrounds enrolled in public
high schools. Principals were able to provide cultural impact. They were keenly aware
of the importance of learning styles, teaching skills, and motivating students and staff.
They brought into account culturally diverse students issues when facilitating core
academic learning programs and other policies initiated with majority White
colleagues.

Early Influences of family core values and cultural values influence the way
principals’ approach teaching, leading staff, and making policy. Principals were aware
of their Latina identity, cultural norms, values, and perspectives. And, they were aware
of the perspectives of how they were viewed by both White colleagues and minority
colleagues. They were also aware of how they were viewed by the students. Their
awareness of their perspectives affected everything they did as principals, from
reorganizing curriculum and instruction, training staff, approaching staff, increasing
parent involvement, removing stereotypes placed on minority students by White
teachers, and facilitating teacher core academic training. The principals adapted their
leadership to be inclusive of cultural sensitivity in everything they did. Principals
customized curriculum to fit diverse students in order to achieve academic progress.

They customized staff training to fit the needs of students with specific cultural and
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diverse career backgrounds. Principals brought cultural wealth to meet the needs of
students. They also met the needs of the teaching staff that served a culturally diverse
student body. The principals attributed their early influences to their collaborative,
motivational, hands-on, direct, and cultural sensitive leadership.

It was obvious to me, through an analysis of the data, that the principals’ early
influences had grounded them. The principals viewed most every thing they did in both
their personal and professional lives through the lens of early influences. Early
influences became the backdrop for the remaining four themes.

Next, most principals in this study experienced a first career in either banking,
finance, technology, or in the military leading in professional environments and
working with White colleagues. Principals were avid learners about their skills and in
learning White cultural norms, business values, beliefs, and philosophies of those
professional environments. The principals spoke about their experiences and how it
prepared them for their current roles as principals. Having diverse experiences also
emerged as a backdrop for their working experiences in education. The principals’
diverse career backgrounds provided them with the knowledge of diverse industry
environments and experiences. As a result, principals entered the education field from
different routes. They were familiar with leading people of diverse cultures and diverse
work environments in their current roles as principals. Some principals indicated that
their leadership, ability to motivate teachers, facilitate reorganization processes, set
goals for students to achieve academic advancement, and number crunching skills were

elements used to effectively make change in all facets of education in the schools they
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served. Principals tapped into their previous skills when working with teachers,
students, parents, communities, and districts as they served as high school principals.

Having diverse career backgrounds influenced the way the principals approached
the education industry and in the way they approached human resource interaction and
administration. Diverse career backgrounds influenced the way principals educated,
facilitated, and promoted research-based instructional materials and programs.
Principals were aware of themselves and how staff viewed them, in order to work with
staff to improve academics for all students. The principals uncovered blockages that
caused stumbling blocks for teachers who teach and students who learn. The principals
increased efforts to make effective leeway to inform the intellectually minded teachers
who aimed to produce results, and discarded unmotivated teachers who showed no
effort, improvement, or who surrendered their desire to improve academic standing.
The diverse background affected much of what the principals did at all levels of
leadership as their experiences complimented new skills that were learned in the
education system. Their diverse career backgrounds also allowed the principals to have
high expectations for self, staff, students, and maintain an expectation of result-oriented
outcomes. Having diverse career backgrounds provided the principals with the
acquired mentality of producing results, which aided their roles as principals.
Principals impressed upon the community that they brought a different set of skills to
the education field.

Figure 1 presents a framework for understanding a career pathway to the role of
high school principal. This diagram shows early influences and how the remaining four

themes surface and interrelate to manifest a bold quest to the high school principal



193

position. Early experiences influenced the principals to be aware that culturally diverse
students brought a different set of needs. Principals impressed upon the community,
that students bring a different set of skills. Students have the capacity to achieve and
are worthy of standing to high standards.

Because the participants experienced prior careers working in business
environments requiring them to work with and train adults, principals gained
experiences as adult educator and trainer. Principals were also aware of how they
needed to be culturally sensitive to staff who needed to serve the learning needs of
culturally diverse students in order to be effective teachers. Principals learned to be
aware of the importance of explaining scholarly materials to teachers; training teachers
on scholarly material, motivating staff; broadening the minds of teachers who fail to
recognize cultural diversity; teaching staff to be culturally sensitive to students; and
training teachers to utilize different teaching techniques to meet the needs of a
culturally diverse student body.

Most principals educated their teachers on how to measure their own teaching
results through the use of data analysis. Next, the framework presented how the
remaining three themes interrelate with diverse career backgrounds. The remaining
three themes (high achieving teachers, professional initiatives, and professional
leadership mobility) surfaced within the theme diverse background experiences. The
principals assumed a role and substantiated their education skills utilizing experiences
previously learned from background experiences. The background knowledge also

contributed to the principals’ achievement of the high school principal role.
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Career Pathway of Latina High School Principals

Early Influences

Early Influences

A::}?iieg\,trling  Professional
Teacher » Professional healf_‘f_mhip
> Leadership : a 1_1ty1—
Initiatives rmcipa
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Figure 6.1. Framework for Understanding a career pathway to hidn school principal

Theme 1: Early Influence

Because of the principa early influences, they stressed thetent to give voice 1
Latino parents and students, w sensitive to Latino students not acculturated tceAoan
culture, advocatkfor minority students, he high expectations for minority stunts’
academic achievementmphasized a value in human resoipersonneand family
environmentand educationolicy. All principals grew up learning about family values
Latino cultural value, and for other principa traditional Latinocultural values. They we
aware of cultural values such as language, fodidjor, traditional customs and holida
the need to visit extended families out of the coyrbarriers and opportunities stude
face and how Latino studer live in two worlds. All the principalmaintaired a perspective

of early experiences in most eveling they did. The principals’ intetd give voice we
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without effort. As teachers, principals could omygke a difference in their classroom;
however, as principals they were intentional alpraviding voice to a student body in a
comprehensive campus. Latina principals influerteadhers to teach more effectively to
improve student learning to diverse students. dijrais trained teachers how to be culturally
sensitive, how to incorporate new teaching stratetp produce increased knowledge, and
how to measure their productivity. Principals alsscouraged teachers from using sarcasm
with culturally diverse students who do not undamdtthe negative consequences of
sarcasm. Early influences have been a factoramptimcipals’ career path to attaining the
principal position.

Theme 2: Diverse Background and Experiences

In addition to the overall backdrop of early infliees that guided the principals’
decision making were diverse career backgroundseapdriences brought to their role as
principal. Itis the second layer of the onionespeak. Most principals entered into the
education field as a second career. Principalaisedjthe role of high school principal in
non-traditional ways compared to majority White enatlucators (Shakeshaft, 1987) [see
pages 52-54]. Men take a direct career path tptineipalship first serving as teacher,
assistant principal, then principal (Shea, 19838nst principal participants entered education
in their mid-to-late twenties. They served as beas, coordinators, and assistant principals,
before acquiring the principalship positions. Plagticipants were experienced in diverse
business and technology employment occupationmeSwincipals began a first career with
global industries working with the Latino commuegtior Latin countries where both
languages of Spanish and English were spoken. $omapals entered a work industry that

required difficult manual labor working with diversultures. Others took positions in
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different countries working with individuals havinigfferent cultural values. Many worked
next to men in male dominant industries. Becauiskeir early influences of experiences
from family upbringing, the principals were ableaapt to different work settings and
cultural environments. The principals developed skills, business ideas, number
crunching, and an ability for producing resultdiey worked with a sense of urgency in their
industry and developed a keen sense of businesstation. The principals also worked as
trainers, educating adults, and conducting prefientato adult audiences. These skills
became assets to the principals, were incorpotatethnage education duties, and prepared
them for leadership development in education. dim&cipals examined their position, work
elements, role, and the people they served andagmaa sense of how, when, and where to
incorporate their expert skills in their positidndead teachers and students. The principals
brought to education a diverse set of businesk skild business strategies to facilitate
teacher training and student learning for a divetadent body. The principals worked with
majority White teachers and school staff and caltydiverse students. Latina women
principals often served in their schools and wdrgeoved as trailblazers as they were often
the only ethnic and female minority in a lead posit They often served as liaisons between
teachers and students. Principals observed afsdidconnect between White teachers and
minority students, and they worked tirelessly toifi
Theme 3: High Achieving Teachers

In their career paths to the principalship, priatspvere required to serve as teachers
for a minimum of three years. Principals desiebdé effective teachers and created a
learning environment that included non-traditiostategies to facilitate effective teaching.

The principals’ teaching methods, informed by tleairly influences and diverse
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background, influenced them to use various stragefg accommodate the teaching and
learning environments. Principals enjoyed learrdang continued personal educational
pursuits to become more effective in education.

With Latino students, principals spoke to themathbEnglish and Spanish in the
classroom. They set for their students, high etgtiens as they have experienced from early
influences. The principals spoke to the studguasénts in their native Spanish language to
ensure student, teacher, and parent collaboratiothé students’ academic achievement.
Principals provided narratives of real life worlpexiences to the students, and explained
how classroom learning was connected to the jolk@arSome principals set up a hands-on
approach to coursework to make it more meaningfstudents. Other principals worked
with unmotivated students until they were ableittst poresent themselves as caring teachers,
created a family environment celebrating holidagether, showing self as good role
models, before capturing the students’ trust, fitierand desire to learn. Principals were
able to meet the needs of students who had landrggers, who were unfamiliar with
navigating an American education system. Someipafs used a core values approach and
used state benchmarks to measure their teachiegtigéness. Other principals used lesson
plan designs and instructional theory for effectteee academic teachings, compared to
majority White teachers. Principals taught biliabaducation and advanced science
coursework in Spanish.

Once principals became aware of the student academprovements they wanted to
further impact students’ academic accelerationidetsheir classrooms. They chose to
volunteer in the curriculum and instruction depas in their schools, sought out part-time

jobs in curriculum instruction within their schadiktricts, etc. They represented themselves
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as capable and results oriented teachers. Onapaidacked technology resources in her
classroom and, as first year teacher, developedtagyship with a technology company to
receive updated technology resources.

The principals took great pride in teaching thaidents to be the best in school and in
the work place. They placed high value with tls¢irdents and promoted education
acceleration. In their career paths, principdisthe classrooms to serve in leadership roles
that would allow them to impact a greater numbestoflents. Principals’ performing well as
teachers eventually landed positions as high sdmmstant principals either through
recruitment or self-initiatives. The principaldef spoke about their dedication to improve
the lives of all students by being the best teacttery could be. Principals had the desire to

learn facets of education outside of their class®0
Theme 4: Professional Leadership Initiatives

Another theme that emanated from their early infies and diverse career
backgrounds is how the principals’ professionatléxahip initiatives projected creativity,
capability, dedication, empowerment, ethics anchéss; and how it would eventually lead
them to the positions of high school principalsinélpals created and facilitated school
improvement through collaboration, programs andlem-solving processes. They honed
in on data management and data analysis skillsitteghem with school improvement. The
principals worked with research-based methodologl/lzecame loyal to the word
accountability They collaborated with teachers to improve teaghsing established core
values perspectives. They instituted school-widg@ms to increase academic
achievement and increased pre-college-readinessadlede admissions. Principals wrote

grants and successfully gained funding in the hexhdif thousands to upgrade school and
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district resources. Some principals promoted thehool’s academic achievements, school
programs, and students to gain recognition foptimpose of motivating teachers and
students and gaining a sense of pride for theim@sh Most important of all, principals
established strong partnerships with parents arr@ased parent volunteers in the schools by
the hundreds. Principals found it important toelep a close network with district
leadership. Principals also received lots of supa®they strove to improve the schools,
worked 12-hour days, or mentored incoming schaadées. They kept close ties with their
network of personal and professional friends fgpsut and guidance.

All principals faced challenges and staff resisearespecially when they spoke about
all children as equal and deserving of equal edutatvhen they spoke to teachers about
adapting to different teaching styles to accommetia changing demographics with
student body; when they spoke about improving thegl culture to be more culturally
sensitive; or when they spoke about making teacinipgovements to increase state test
scores. Most principals were successful in overogrtaff resistant challenges using
leadership skills influenced by early influences.

Although the principals were successful at makorggtterm changes through
collaboration and teamwork, they faced challengéls some teachers who were unwilling
or unmotivated to change. As a last resort an thié support of the superintendent,
principals took a leadership role to exit teachenwilling to improve or support students.
Some challenges were highly visible in the medRancipals were guided by their early
influences to fight a fair fight and to advocate tloose students silent and on the sidelines.
Principals also faced ridicule, credibility issues;ist remarks, and resistance from teachers

who saw for the first time in their 20 years of\seg, a Latina woman in a role of authority
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over them. Principals were aware of this cultereinge with White teachers and they
worked professionally to accommodate the teachiald. sPrincipals did not allow these
issues to deter their goals or accomplishmentzaie of the early influences, principals
were grounded in their identity as Latina women pralid of their own identity. They are
very confident about their skills to make improvense They were prepared to challenge
with research-based materials anyone who triedstretit their motives, capabilities, or
leadership. Their professional leadership initiedi established the principals as leaders and

capable to take on the role as principals.
Theme 5: Professional Leadership Mobility

One of the last aspects to the career path asaemdmthe role of high school
principal was getting hired as principal. In orfélmrthe principals to attain the role as
principals, they needed to be mobile. In otherdspthey needed to be willing to move
within or out of district. They also needed todp®nsored by their supervisors. Having
early influences and diverse career backgroundsisniat these principals were keenly
aware of adaptability and mobility needed to redehprincipalship. Although most
principals did not enter education with the intentof becoming principals, they knew that
working with good work ethics, working beyond wilag¢ position required, and performing
quality work, that they would excel to a brightdtg in education. Principals and
superintendents recognized the Latina women prat€ipeadership skills and eventually
sponsored them into the role of high school priacigPrincipals received support and
mentorship from their supervisors and educatiosadiérship organizations. By the time the
principals attained the principalship, most hadegigmces working as principals while

serving in the roles of assistant principals. &pals, grounded in early influences, were
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sensitive to the cultural wealth of diverse studexgt well as the lack of cultural wealth that
teachers did not possess. The principals emplayadndly collaborating leadership style,
even as they were direct, and empowered. Thewatetl teachers to take an active role
with new initiatives in the schools. They providggportunities for teachers to assume
leadership roles, and gave voice to teachers wdnglitdting school leadership meetings.
Most importantly, they trained teachers to undedi@data management and taught them how
to use it within their classrooms to account faitlown accountability and measure their
own results in their classrooms. The principaickgrounds in diverse settings industry
influenced them to teach the staff about settirgggand producing results.

Principals were confident in skills as they ascentethe role of principal, and soon
began setting new goals to attain the role of schgeerintendent. All principals spoke
about how they loved working with teachers andetisl Principals believed they could
make a greater contribution in education by takinghe role of superintendent.

In summary, principals may inspire other womendosider future aspirations of
becoming high school principals in public educatidtrincipals were highly influenced by
early experiences. They were groomed to be comfidemen, as mothers or career women,
and had very clear values and boundaries. Theipals valued their identities as Latinas
and they used those cultural assets in an educadi@er working with kids. Principals
indicated multiple times that their priority wasiglp what was best for the kids. This
philosophy seems to be the driving force in thaneer paths.

Social Cognitive Career Theory (SCCT)
Social Cognitive Career Theof8$CCT) (Lent, 2006) was selected as the theoretical

framework for the current study because of hovpgli@s contextual variables in career
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development over time. It offers a self-efficabgadry that explains a women’s under-
representation in male-dominated occupatidtecket’s Social Cognitive Career Theory,
2013). In addition, “the application of the seffieacy construct to women'’s career
development” (Lent, Brown, & Hackett, 1996) wasicaded. The SCCT’s “theoretical
framework is a miniparadigm with its own internagjic and assumptions” (Patton, 2002, p.
134). I hope the reader is able to gain a meauimginclusion with the guidance of the
SCCT framework.

SCCT posits that background contextual variablesteand influence career self-
efficacy, resulting in the influence of interesitBhis dissertation sought to understand how
Latina women navigated a career path to the rolagsf school principal, a male dominated
occupation. SCCT posits that individuals are &ctivshaping their lives. Individuals are
able to think, observe, and reflect about self thiett environmental surroundings. As a
result, they are able to monitor the impact ofitlaetions in their environments. Figure 6.2

is a model of the framework for Social Cognitiver€a Theory (UMKC, February 2013).



Social Cognitive Career Theory
(Lent, Brown & Hackett, 1994, 2000, 2002)

Person Inputs

- Predispositions Self-efficacy
- Gender Expectations

- Race/ethnicity
- Disability/
Health status
Learning
I Experiences

Contextual Outcome
Affordances Expectations

Figure 6.1. Framework for how basic career interests develop over time. The
model highlights cognitive and behavior influences during childhood and
adolescence. Resource Gail Hackett, Professor & Provost, University of
Missouri-Kansas City

I will attempt to explain SCCT’s connection and kgation to this study as it apples to
women’s career development. SCCT applicationelbfesfficacy theory can be used to
explain “women’s under-representation in male-dated occupations” (Hackett, power
point).

Findings
Distal Influences

Latina women principals’ learning experiences cémm both person inputs (i.e.
gender, ethnicity, and abilities) and backgroundtext (i.e. family training, education, and
job & training opportunities, especially workingtivitechnology). Each principal spoke
about family values (as seen in Early Influencasa atrong influence in their personal and
professional lives. Most principals’ concern faving high expectations and high

aspirations for children’s education resembledattebutes from their families. As a result,
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principals were compelled to ensure that studamtseeded in the classroom. Their high
expectations and high aspirations for children'scation directly relates to their upbringing
and how their parents’ instilled the concept oftipgt children’s needs first and working
towards children’s best interests. The impaciofify core values played a role in the rise
of Latina women principals. The impact of Latindtaral assets (i.eFamilismo, Los hijos-
Value of Children, Personalismo, Respe&impatia, Spirituality, and cultural wealthlso
played a role in the rise of the principals. Mg@ayticipants indicated that family impacted
their leadership style and placed great value endmurelations. With a great deal of
emphasis, principals indicated that traditionain@tultural values related to the concept of
restricted life styles for women would not lencelfgo leadership development. Principals
gained a great deal of knowledge from their leagr@rperiences.

The data collected from the principals’ interviepvesented strong evidence of their
earlier career experiences (diverse career backgs)uwhich contributed to their pursuits to
become principals. The eight principals sharedestmf their past work experiences and the
skills learned regarding data, technology, andr®ss strengths. Some women spoke about
global experiences as well, which provided skiflsioderstanding a diverse student body.
Principals began developing leadership skills. yTinecame skilled at their professional
positions and experienced positive outcomes withepts that they led. Principals saw
success with the connection of their work expesndPrincipals were able to take their
valuable skills and adapt them to the field of edion to enhance their role in education.
Principals noted how their demonstrated skills stesed their ability and capacity to lead in

education administration.



204

Learning effects on efficacy and outcome expectaso

Principals had strong belief in their “capabilibyorganize and execute the courses of
action required to manage prospective situatiomm@Bra, 1986)” (Gail Hackett, Figure 6.2).
Principals performed specific behaviors that wereatled for future more advanced
leadership positions. They were confident aboudtviiney were able to accomplish. Most
Latina women high school principals voiced the @ptof excelling or doing more than
what was expected when working as teachers. Santieipants were able to produce
results of student academic achievement from stadertheir classrooms. Many
participants felt confident to impact a granderugrof students. And they found avenues in
and out of their classrooms ways to showcase #ukication skills, which revealed their
abilities to be more than teachers. For somegiaatnts, it was during this time they began
to exam their career possibilities in a positive/\advancing to leadership. Principals began
seeking advanced degrees to help advance their fgueslvanced positions. Supervisors
began to notice the principals’ passion to impaas land confidence to take on roles that
offered increased responsibilities. Principalgdated they love teaching and working with
students and parents and have great passion shugksnts succeed. The positive outcomes
from the principals who care and aspire high acdmmments for children in their classroom
gave rise to their goals to becoming high schowigipals. The principals were motivated
and encouraged to move forward in their careemckals actively chose activities that
extended their efforts to attain the principalshijatina women were persistent even as they
faced obstacles.

A majority of principals voiced the concept of sefficacy. For example they voiced

their confidence and beliefs to perform great aqa@hments. Principals shared stories of
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their leadership initiatives that affected the vehsthool in a positive way or impacted the
district in a positive way. Some opportunities eelf-led; others were at the request of
supervisors asking principals to manage a partiquigect. Principals indicated that these
opportunities furthered their leadership developtnehich allowed for them to seek
advanced leadership positions moving towards tleeafoprincipals. At this stage, all
principals sought the role of principal. Superviscontinued to push more responsibilities
on the principals. Some requested principals poagent them at district meetings. Other
principals were asked to act as vice principal®&iteacher’s salary. Principals took this
opportunity to further their advancement. It appes this point, principals began self-
regulating their actions. Now they were specifioat what job positions they would apply
to. Supervisors observed in principals’ colleatiess, passion for kids, determination,
persistence, the willingness to accept new respaitigis, and the ability to handle conflict
issues with dignity. Principals began receivingtations of recruitment to the role of
assistant principals. Principals shared theseretqpees and indicated that they were able to
weigh the positives and negatives of these rolesr®eleciding whether to accept the
position. Some principals left positions as aasisprincipals when they believed there were
major challenges that would block their developnfarther as leaders or as one principal
voiced how she believed her authority was eroded@st credibility. She would not let
negative issues block her goal to ascent to treeabhigh school principal. She also
commented on how some people think because shewdlk an accent that she thinks with
an accent. The principal clearly indicated no stmicept exists, and she is very confident in
her ability to lead a high school. Principals cated that professional leadership initiative

and even challenges have only developed their tehigiemore. Each principal at this stage
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in their career held a role as vice principal. Ma@ncipals indicated it was easy to capture
the role of high school principal after servingvaee principal.
Goal-directed

The Latina women were determined to engage inquéati activities to gain the
position of high school principal. Principals ssivin multiple positions while working as
teacher. They were involved with school districigrams. They continued in their
education. The principals acted as assistantipatewhen they held the title and salary of
teachers. Latina women set personal goals taatiaiprincipalship. It became apparent
from the open-ended interviews that principals gdireputations as transformers and were a
testament to making positive change happen indhedads. Most principals carry the title of
change agent. All principals were quickly hiredoascipals through recruitment, though the
sponsorship of their principals or superintendentsy self -initiative as they applied for the
position.

Model of Community Cultural Wealth

According to Yosso (2006), the social theory, MooleCommunity Cultural Wealth is
a model made up of knowledge and skills that helfinlos navigate a system made for non-
Latinos in the United States. This model partidylavorks for the educational system. |
will attempt to explain the model’s connection amgblication to this study, as it apples to
women'’s career development within the educatioystesn. The Model of Community
Cultural Wealth has components defined as: aspialicapital, linguistic capital,
navigational capital, social capital, familial cgbj and resistant capital.

It was clear to me that Latina principals hadcattited or provided narratives that were

linked to Community Cultural Wealth. The comporseot community Cultural Wealth
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grounded them and guided them in the way they @mé@ththeir education careers. The
Latina women principals seemed to use the compsmeiit most every thing they did in
both their personal and professional lives. Thaeaddheory model became another way for
taking actions when traditional processes to seaymencipalship used by non-Latinos did
not work or was not productive for Latina womerheTLatina women proved to use
components of community cultural wealth to navidadéh their education attainment and
education career.

In regard to aspirational capital, Latina prinégpaxercised the ability to maintain
hopes and dreams for the future even when theyl fieazd or perceived barriers. This was
noted when one principal was removed from her asléigh school principal. For several
years she served as middle school principal beé&itening to high school principal.
Aspirational capital was also linked to anothenpipal who started a family before the age
of 21, then earned her GED in her twenties, andtexaly completed a Ph.D and became a
high school principal. There were many examplesdhat the findings for the category of
aspirational capital.

When speaking about linguistic capital, most Lafmincipals incorporated those
intellectual and social skills learned through cammmation experiences in more than one
language. One principal spoke about how she neted#@dn with the education staff at her
school. Her school was located in an urban sctistiict where many people spoke both
English and Spanish. Many times the teachers arehgs spok&panglish(half Spanish
and half English). Because of her learned sokilssshe was able to interact with those
constituents. These social skills aided her inguesuit to the principalship. Many Latina

principals used their language capital and so&ékgo increase their children’s
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achievements and to enroll parent volunteers tp et in the school buildings. One
principal who did not speak Spanish fluently repdrthat it was important to hire individuals
in her school to effectively communicate with pasawho were Spanish speakers only.

In terms of navigational capital, Latina principalsed their intuition skills to maneuver
through social institutions in the educationaldieMost principals did not take a traditional
path to the high school principalship, those preesdollowed by non-Latinos. Many of the
Latina women entered into high school principalstoming from different occupations,
maintaining an assistant principal position fooagder period of time, and taking more
positions than required before attaining the rélproncipal. Many Latina women created
their own paths to the role of high school printipslany of them found positions in
curriculum, then gained a doctoral degree befooeiméng a high school principal.

When making reference to social capital, Latinagpals honed in on the many
benefits by building a strong network of peopletfbpersonal and professionally) and
community resources. This was noted when oneipahcalled out to her professional
friends to gain technology resources for her ctamsrand eventually for the school district.
Another principal had strong ties to community teses that allowed her to build a bridge
between universities and school districts. Allihatprincipals spoke about their networks of
people and how important it was to have it in plEweemployment opportunities, resources,
and a support system to help them manage a positcation in administration.

With regard tdamilial capital, Latina women principals were well inforsinend held
close ties to their cultural knowledges, commuhistory, memory, and cultural intuition.
Familial capital was evident with all Latina womgrincipals. Many principals shared

narratives about how familial capital was ingraimetheir background. Almost their entire
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decision making was based on their core valuesiredtamong their families that held
community history, memory, and cultural intuitionperspective.

Finally, theresistance capitaplayed a role in the Latina women’s aspirationstave
forward in their ascension to a high school priatspip position. All principals shared
narratives in regard to facing challenges of indigyaxperiencing resistance by teachers
and other school staff, racism, and being told tege not capable of working as high
school principals. The Latina women were ablestist oppression using knowledge and
skills cultivated through behaviors taught from fiah In addition, the principals were very
confident in their abilities, skills, and presentbdir data with clear communication about
their knowledge of school related issues and pexvstrategic solutions to improve
conditions of teaching and learning in their sckool

Although The Model of Community Cultural Wealtlopided a means to resist
oppression from the White man’s education and cagstemic process, it did not speak to
the resistance of family pressure or old traditithreg might become barriers. This theory
could be further advance by adding how it bendiitviduals by resisting family traditional
expectations that do not work within White man’sieation and career systemic process.
Principals shared narratives about their experhe®ing to go against the grains of some
old traditions, for example staying at school wogkil2-14 hours a day to serve students and
their welfare. All principals shared narrativescommunity cultural wealth.

How the Findings Differ From Findings
Presented in the Literature Review

My research project was about the lived-experientéstina women’s career paths to
the high school principal position. | investigatealv they navigated that career path and

how they came to be high school principals. Thalehges faced by Latina principals in the
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workplace, the demographic data related to theddhistricts they typically work in, their
accomplishments with school improvement, and nurakrepresentation as principals in
general is noted in the literature; however, theminimal literature written about Latina
women navigating a career path as high school ipais

The women that | studied came from a nontraditiooate, whereas a traditional route
is one where individuals generally progress froteaeher route on to the principalship
position (Shakeshaft, 2007). The conclusions Wwdaee based on the evidence from my
study. Most women did not have linear careerslucation. They served other occupations
and spoke about struggles of career dissatisfaption to entering education. Other
participants spoke about social and cultural issh@sswere difficult to overcome such as
stereotypes placed on them and for some, languagiens. These women believed that the
challenges they faced growing up into young adwlthprovided them with challenging
experiences in overcoming obstacles, as painfitvaas. The women in my study believed
these experiences prepared them for the challehggdaced in education such as proving
their ability, withstanding public outcry about ¢ééa&r discipline, or not being allowed to use
full authority as principal. Only two principalggerienced deep controversies that set them
of the track of high school principal paths. Hoee\wafter some time both recovered their
positions and one eventually took a position ofségst superintendent.

Most women spoke about how easy it was to reachdigion of principal, especially
as most women were recruited to the position an@ @ren additional training and
mentorship. This was after they displayed abtbtgommunicate, motivate, and improve

academic standing. Women, who found their caneeggucation, loved serving students
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and bent over backwards to improve academic acimereand fought against what they
perceived to be social injustice or inequalitiesoamstudents served.
Qualifications:

All principals experienced educational and careghgthat provided them with the
gualifications needed to work as high school ppats. The levels of education and work
experiences were common among the principals. dllyédrey exceeded the amount of
education and work experiences required to achitey@rincipalship.

The participants were educated with advanced daloiegrees by 80% prior to taking
the post of the principalship. This is above tbem Majority women principals (White)
worked on their doctoral degrees while in the posiof high school principal (Grogan &
Shakeshaft, 2011). The research findings in tiidysare in alignment with existing
literature.

The participants | studied were employed in tweitght academic positions before
attaining the role of high school principal. Faample, two principals served in 7 - 8
positions, three principals served in 4 - 5 posgicand the remaining three principals served
in 2 - 3 positions. All principals held other admsirative positions (i.e. Department chair)
while working as teachers or vice principals.

In addition, the participants worked for severangebefore earning the role of high
school principal. Four principals worked from d421 years and the remaining four
principals worked from 7 to 10 years. The printspteaching experiences were differently
distributed and ranged from 1 — 11 years. For gtanthree principals taught from 1 — 3
years; three principals taught from 4 — 6 yeard; t&mo principals taught from 10 — 11years.

The average years of teaching experience reportee: Whites, 13.2; Blacks, 13; and
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Hispanics, 12.5 (Digest of Education StatisticsL0 The data showed significantly that the
participants in this study spent less time as tex@chefore becoming high school principals
when compared to national data representing pratipl the same ethnicity and non-
Latina/o high school principals. Some principakygvprovided with short-term
(approximately 5 months) opportunities to work assistant principal’ while holding the title
of teacher.

The participants served as vice principal betwaearsd ten years before serving as
principal. This is longer than the average forangy principals. White male vice principals
averaged 3 years before promotion to the roleiotpral (Shakeshaft, 2007). White women
vice principals averaged 4-5 years.

Cultural Values:

All participants reported their familiarity andperiences about traditional cultural
values with regard to gender scripts -- a codeebiaior for men and women. Further,
family cultural values such damilismo, personalismo, respecto, simpatia, Igashreligion
and spirituality were distinctive experiences tvate expressed by the principals as positive.

Few principals grew up with the expectation toifulémale gender role scripts
specified by traditional cultural norms (i.e. tosticare for husband and children before self).
Participant Martina was groomed to first meet theds of her husband and children before
satisfying her own needs such as career needsirézawas groomed to serve her spouse
and children with domestic duties (i.e. cooking alehning) regardless of her career
priorities (i.e. long hours). Other principalsgrap watching their mothers live traditional
roles as domestic engineers. Some patrticipants kaesed around female relatives who

were restricted by their husbands who prioritizesirtlives around their spouses and
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children as their first priority. Many principalgere encouraged by their parents to leave
behind traditional roles in order to achieve aegd education and career.

The principals were aware of how living a restricteaditional life style could affect
their choices about career and career commitmiatlicating more time to domestic needs
and less time for developing careers, as high dgowipals, was perceived as impossible
by the principals. Some principals perceived twewyld face delays or lost opportunities to
the role high school principal if they lived tradital cultural norms for women. For
example, one principal reported how her careerpua®n hold for many years when her
children were young. Her career began when hédreim were older and when her husband
retired. She reported that when her husband detire gave enormous support and
encouragement to build a career as high schoatipah This allowed for 12-14 hour days
serving as vice principal to focus her commitmanher career to attain the principalship.
Other principals reported that they would not bke &b serve as principals if their priority
were domestic duties because their careers inrtheipalship journey required of them 12-
14 hour days, evening meetings, and many weekends.

Leadership:

Principals experienced a number of probsatring situations in their career paths that
provided them with leadership development neededboitx as high school principals. The
use of strategies was common among the princigdie. principals displayed their skills of
leadership, planning, and cooperating at all lewretheir educational career paths.
Supervisors recognized the participants’ leaderskilfs as those skills seen matching the

role of high school principals.
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The principals spoke about their leadership devatg that included optimal
strategies to work with people. They includetlaborative leadership, motivation as well
as being direct, decisive, having goals, listening, and becoming culturally sensitive
leaders. Further, the principals spoke about asserting themselves and advocating for
policy change, children, staff, and self. Principals learned how to be politically savvy in
an organizational cultural and became involved \addership campaigns. One principal
stated that she learned early on in her careesti®heeded to be visible to achieve the role
of principal. All principals provided lived expences about how their supervisors provided
them with recognition in regard to their performascachievements, and communication
skills. These experiences and skills allowed ppals to make changes through
collaboration with their staff and superiors.

Change Agents:
Principal experienced educational care¢n ppportunities to make school changes for
parents, students, staff, and school policy. Was common among the participants.

The principals were able to connect Latina/o sttgland their parents to school staff
and guided them through the education system faderoic success while maintaining
success for all students.

Participants were guided in their decision makigdheir use of data analysis using
data tools provided by their superintendents asttidi office in order to improve student
academic achievement and school-wide change.

It was commonplace for the principals to open theds of teachers, assert and alert
them of school data, and to teach teachers howtteegand use the data. The principals

encouraged teachers to work from a data perspeutitteok and core value standards.
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Most principals supported their administrative dem making with the schools’ data
statistics and scientific researched school presticlhe principals encouraged teachers to
rely on school data to make changes. They alsougaged teachers to lead school projects
to improve academic achievement. As a result tf deanagement, the use of scholarly
research, and promoting teacher leadership paatioip, principals were able to make school
change. As a result of school improvement achiergs) the principals gained a reputation
and stood out in the district. Both men and womikedifferent ethnicities encouraged or
recruited Latina women to the role of high schawhgpal in suburban and urban school
districts.

Navigating and succeeding within a White culturalisonment:

For some of the participants, it seems contradrdimmhat they were raised to think
that they would be as women. Many of the womemynstudy went to more traditional
subservient jobs to start with coming into thedesan education. They came into it after
first having tried to or retired from holding toget the whole family structure life style.
Other participants grew up in traditional familyustture with parents encouraging women to
go beyond tradition to achieve higher educationseek careers in people serving
professions.

All principals at one time in their career navighteeWhite cultural environment
supervising mostly caucasion teachers. The ppatints also served children of multiple
ethnicities. Many principals experienced their adstrative role as the only individual
represented as Latina. These experiences prothéedwith a wide array of experiences to

achieve the principalship in urban and suburbatmichs.
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In general, the principals had a background serwviriggh schools that where majority
Latina/o student body. Most principals led high@als with more than a 50% White student
body. This provided principals with qualificationseded to work as high school principals
in very diverse settings. Different levels of schenvironment were common among the
principals. They also worked in schools with Whitedent majority, Black student majority,
or served an equal percentage of students whoWaite, Black, and Latina/o.

Principals served in schools with majority Whitads#nt body and majority White
teacher ratio (90%). Some principals spoke about their White staff identified them as
having features such as Spanish looking, femirand,petite. Many Latina women
principals were trailblazers in their school dsttri They entered into school districts, cities,
and states representing their role as first tim&havomen high school principals
traditionally represented by White men and Whitengao.

Tough decisions to remove teachers:

All principals experienced the tasks of teachecigise that provided them with the
gualifications needed to make challenging decisambigh school principals. The levels of
disciplinary experiences were common among mostjpals. Some decisions to remove
teachers were challenging. Overall, principalsenetperienced at removing individuals that
they viewed as dysfunctional teachers.

Most principals conducted teacher disciplinaryawiprior to becoming high school
principals. Although the principals removed med ammen teachers, Latina women
principals who disciplined or removed White maladeers were publically challenged in the

media. This challenge usually played out in newsps, Internet, board and central office
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meetings, splitting teacher loyalty, and laboredraeveral weeks. In the final of these
conflicts, the principals’ decisions were upheld.

More often than not, principals were aggressivéwatichers who were in their
perspective not of assistance to student achieviemewilling to work with a changing
demographic, unwilling to help the school or charagel failing to implement researched-
based teaching strategies. Most principals coaflewith their supervisors and were
supported by their superintendents to remove dgsifumal teachers from the perspective of
the study participants. Based on the participantstviews, teachers did not see the school
moving in the way the principals saw that it shdoddmoving. | did not investigate this
situation further. Removing dysfunction from thergpective of the participants interviewed
is a strong leadership attribute. | believe thiskaute was only one of many that allowed
these women to stand out and gained the attentidrs@pport of their supervisor.

The principals in the study agreed that my reseprofect was important because it
gave voice to Latina women principals. Principatlicated that no one in academic
research had ever asked them about what theirrqaaiges looked like or how they felt about
it or what they experienced. The literature ditlprovide any guidelines on how Latina
women could navigate a career path to serve asipails in high school. Some of the ways
in which principals in this study developed a nawign course to the principalship was
through decision-making and self-efficacy. Itngportant to note that the principals had
developed a strong value of self-worth and idera#\ya result of early influences. They
included self, their ethnic identity, their ability provide positive outcomes, their voice and
opinions. In addition, the principals acknowledged valued their assets, identified core

values and aligned those that served them well wgnkith kids. The principals all spoke
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about a job worth doing is a job worth doing righe. advocacy, fairness, education
achievements, high expectations, etc.). Anothecepderives from the second theme diverse
career backgrounds. Some of the ways in whiclcjpas in this study benefitted from their
diverse professional backgrounds included the ¥olg:

e Being open to learn, read, and dialogue aboutr@icucareer

e Learning about strategies, competitors, data aisalgad how their company fits
within its industry

e Arranging for training and/or enrollment at localleges to further their knowledge
in their field

e Being familiar with hierarchy

e Developing a network of personal and professiomdividuals in their career

e Being an expert in their field and learning hovattapt those skills to other
endeavors

e Being open to change

e Setting goals

Implications for the Study for Principal
Career Pathway, Preparation, and Practice

This study found there was a specific career paltiich Latina women public high
school principals followed. Their early influencgfsfamily and cultural values impacted
leadership styles. The principals’ responses esipéd similarities and few differences
regarding where their influences and decision-n@ki@rived. | cannot report that the
research data collected from this study were ctargisvith the literature because there were
few found on the experiences of a career pathrnlumber of positions held, number of years
prior to serving as principal) to serve as printgpa public high schools. There was such a

small number of Latina women high school principgadspared to White majority women
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high school principals within school districts,ie#, and states. However, comments
expressed by the principals validated and were epetpto the research presented in Chapter
2 regarding barriers/challenges (Shakeshaft, Brdsog, Grogan, & Ballenger, 2007;
Grogan & Shakeshaft, 2010; Hibbits, 2005, Magdal@807; Mendéz-Morse, 2004; Ortiz,
1982; Truijillo-Ball, 2003), contributions (Marcant®97; Ortiz, 1982; Gonzalez & Ortiz,
2007), and the lack of numerical representationES(2010). The following findings are
similar to the findings in the literature review:

Career orientation

In regard to career orientation, the participantsy study were go-getters and wanted
to make contributions to their field of career. eTltatina women participants may be few in
number and appear to be overlooked by mainstreaearehers. According to my study,
many women reported that | was the first researtthguestion or highlight their
contributions to public education. My findings comnred with Marcano (1997) that Latina
women high school principals seek leadership posti These women, as was found in
Magdaleno’s (2004) work that Latina women princgadve a positive professional and
personal relationship with the school board anegsofendents. Further, Latina women
sought out mentoring programs to assist them iri¢te of education leadership. They
found this to be a key to their success ascenditiget principalship role, also found by
Magdaleno, 2004).

Discrimination

Like other non-White public high school principdlsitina women also faced
discrimination in the field of education. Latinamen principals faced discrimination issues

(Manual & Slate, 2003). For example, White stadf alot believe Latina women were
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capable of doing a principal’s job and verbally eegsed these sentiments to the principals.
Latina women faced gender discrimination from Latmales (Magdaleno, 2004) as well.
They spoke about being discouraged from applyinghe principal positions or not
allowing to have full authority in the role of beim principal. Further, Latina women
principals are an understudied population in edonditerature (Trujillo-Ball 2003), due to
“the few women of color in educational leadershigipons” (Grogan & Shakeshaft, 2011,
p. 21). However, from my research it appearsithadt literature providing details of Latina
women principals come from Latina/o researcheidid hot further investigate why majority
or White researchers chose not to provide highdigiit_atina women public high school
principals. Many Latina women principals reportedt no one has sought them out to be a
research participant.

Experience in education

All principals in this study were highly educatend were well rounded in the
educational field. Latina women principals wer@exenced with more components of the
education field in public education before senasghigh school principals and these Latina
principals held more advanced degrees than whiatjigred for the position of high school
principal (Gonzalez & Ortiz, 2007; Grogan and Sishladt, 2011).

Students

As reported by other literature, some Latina warprincipals worked in schools with a
large enrollment of Latino students and high poveate (Manual & Slate, 2003). Latina
women reported how they were engaged in studegriaction and deliberately wanted to be
good role models for students. They, Latina woipremncipals, were effective role models

for minority students as found in other literat(iagdaleno, 2006).
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Change agents

The participants in my study reported how theyenabeled change agents. Latina
women principals successfully lead schools and Wwieegl to bring about change to fix
schools that were in deteriorating conditions &&otesearchers found in their studies (Ortiz,
1982; Gonzalez & Ortiz, 2007; Palacio, 2013, unghigld). These were schools that were
heavily populated with minority students and majyotiatina/o students. Latina women
principals are now seen as change agents in sctitlare equally diverse with White,
Black, and Latino student enrollment. Some arenghagents in schools where the majority
of students are White. In addition, Latina women@pals improved overall student test
scores, lowered disciplinary issues, and increpseent involvement (Gonzéalez & Ortiz,
2007). Latinas hired as change agents had a hjgireentage of doctoral degrees (Glass &
Franceschini, 2007). Therefore preparing futuregnaawomen high school principals for the
forthcoming changes, such as demographic studeiyt diwanges, is preferred.

The argument for having Latina high school printspa important for students and
personnel of public schools. Latina women prinlseave incorporated a different approach
to analyzing data, problem solving, and resolvesyées for fixing academic achievement
gaps. This will provide and expand educationakeeigmces for all individuals in schools,
school districts, and communities. Principals imed in this study created an environment
of academic acceleration, college-going, safe-kegpespect for each other, advocacy for
students, teachers, and parents. All of theseibatibns can positively affect the
community and provide promising futures for futleaders. | hope that an increased
number of Latina women will be groomed to develegdership roles to serve in our public

school system as high school principals in the htare. An organization like CALSA
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(California Association of Latino Superintendentsl @dministrators) is providing training

for the development and advancement of Latino pgadhool principals and superintendents.

| hope that more organizations follow suite andkmeithin the same capacities.
Contributions for Further Research

The U.S. Census reported a trend that the incrgasimber of Latino students entering
public high schools will continue to grow in the®2%entury. The changing student body
demographics in public schools is also expandirthecsuburbs and different parts of the
United States, typically not represented with Latstudents. Latina women high school
principals have an opportunity to meet the demafdschanging student population. More
research needs to be conducted about the principafgonses about their experiences on the
effectiveness of their leadership style, how thegylitate and motivate staff, how they
dialogue and institute cultural awareness and seitgitraining, and how they use data
management as a tool to improve student acadernievanent and increased test scores.
Further studies could focus on the family and aaltbackgrounds of the principals and how
those influence decision-making and or perceptigoriocipals. This may help to inform
scholars and others who prepare or provide guidandevelop Latina women high school
principals.

This study could be expanded by researching theasities and differences between
males and females (gender) within the same etlracidl within their career path
experiences. Further, this study could be expabgadsearching the similarities and
differences among racially diverse female prin@pabout their perceptions of their career

path experiences.
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Public schools appear to be experiencing quickwewvglchanges in the way individuals
are being sought out to work as high principals. réported in the current study, women are
making workplace and career changes. This coglolaarrant further investigation, as the
pathway to the principalship may not look like theye in previous decades. Furthermore,
individuals recruited to the principalship may le¢ested based on leadership characteristic
traits. The current study could warrant furtheseistigation regarding theories in leadership,
gender identity, and identity development.

High school principals need to understand the dtarnstics about diverse students as
well as the characteristics about White majorigcteers and how the two sets of
characteristics impede or enhance teaching anditegar This study would further be
amplified in geographic locations where the Latropulation is not the majority. This may
impact the perceptions of student learning withedse individuals in different regions.

Future studies could compare and contrast the p&oos of principals’ career path
experiences of those who work in suburban and udisnicts in different regions of the
United States, especially as Latino students ofthmority (i.e. Black, Asian, Latino) group
is increasingly residing in suburban districts. thWthe student population growing more
multicultural, and as family influences emergingaasackground for principals, one gap that
could exist between the background of principals #we changing student body of the
school could include training to work with diverg®ups in a non-multicultural district.

Concluding Remarks
Based on the results of the study, Latina womercgpals value human relations.
They value people resources, collaboration, anthgivoice to their constituents. The

findings from this study also confirm the contriloms of other scholars in pubic education



224

and educational leadership literature about theritartions made by Latina women high
school principals. The interviewed principals flois study provided new information
regarding career path development that scholarsamasider for their research. During the
interview of this study, the findings of careerhmtvere detailed about how the principals
were raised, overcame challenges from outside tio@mmunities and from within their own
communities in order to develop a career as praicifphey also shared how they honed in
on core values and data tools to guide succesdfiolo$ changes. The data that the principals
shared during the interviews for this study prodidewindow view into how they ascended
into their positions of high school principals amlv they advocated, mentored, and advised
others to follow in their footsteps with the samecess.

This study captured an unrepresented group todvedd from regarding how we can
increase the representation of the Latina womeharmole of high school principals.
Further, this study illustrated that Latina womeéghhschool principals have the attributes
seen in strong leaders. In fact, the principalssvpgomoted because their leaders had
endorsed them. The Latina women in this studykedamany different strategies such as:
engaging the community, getting superior suppakiyig on difficult challenging issues,
working as principal without appropriate title ainzipal wages, highlighting core values,
and engaging and volunteering for extra work respmiities. Latina women were data
driven in their decision making, many of whom hadadanalysis expertise and experiences
in their prior professional backgrounds. The ppats stated that they shared with teachers
their use of research (i.e. data management, pretvategies, etc.) to demonstrate capability

to manage their principalship responsibilities.r s@ame, this was a way around skirting
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issues of stereotyping and of other issues. Timeipals’ ability to improve their school’s

performance for all students was due to their lestdp attributes.



226

References

Abonyi, G., & Van Slyke, D. (2010). Governing dretedges: Globalization of
production and the challenge to public administrain the twenty-first
century.Public Administration Review (Washington, D.C.yYU.Part Supp 1
(December 2010), P. S33-45, B3-45.

Acosta-Belén, E., Bose, C. E. (2000). “U.S. Latma Latin American Feminisms:
Hemispheric EncountersJournal of Women in Culture and Society.
v(25)n4.pp1113-1119.

Alexander, K. & Alexander, D. (2001). American Fat$chool Law
[5th Ed.]. West Thomson Learning: Stamford, Contu&ation
Commission of the States .

Anzaldda, G. (1999Borderlands La Frontera: The New MestiZaunt Lute Books:
San Francisco.

Arciniega, G., Anderson, T., Tovar-Blank, Z., & Tey, T. (2008). Toward a
fuller conception of machismo: Development ofaaitional machismo
and caballerismo scal@ournal of Counseling Psychology, (35 19-33.
Doi: 10.1037/0022-0167.55.1.19

Ariza, M. and De Oliveira, O. (2001). Contrastingce8arios: Non-residential
family formation patterns in the Caribbean and pertnternational
Review of Sociology1(1): 47-61.

Arredondo, P. (2002). Mujeres latinas — santas squesasCultural Diversity
and Ethnic Minority Psychologyg(4), 308-319.

Arredondo, P. (2011) Book Review: Latinas in theriytace: An Emerging
Leadership ForcelO (4) 369-370. doi:10.1177/1538192711409237

Aud, S., Hussar, W., Planty, M., Snyder, T., Biar€g Fox, M., Frohlich, L., Kemp,
J., Drake, L. (2010)The Condition of Education 20I8ICES 2010-028).
National Center for Education Statistics, Institafd&=ducation Sciences,
U.S. Department of Education. Washington, DC.

Battle, D. (2009)Characteristics of Public, Private, and Bureau odian
Education Elementary and Secondary School Pridsipathe United
States: Results From the 2007-08 Schools andrigt&tirvey(NCES 2009-
323). U.S. Department of Education. Washington; National Center for
Education Statistics. Retrieved March 25, 201&mfr
http://nces.ed.gov/pubsearch/pusinfo.asp?pubid>228>

Battle, D. (2010)Principal Attrition and Mobility: Results from tH008-09



227

Principal Follow-up SurveyNCES 2010-337). U.S. Department of
Education, National Center for Education Statistsshington, DC: U.S.
Government Printing Office.

Battle, D., & Gruber, K. (2009). Characteristicspaiblic, private, and Bureau of
Indian Education elementary and secondary schaatipals in the
United States: Results from the 2007-2008 SchowsSaffing Survey
(NCES 2009-323). National Center for EducationiStias. Washington,
DC: U.S. Government Printing Office.

Berry, J.W.(1990). Psychology of acculturationBerman, John J. (Ed), Nebraska
Symposium on Motivation, 1989: Cross-cultural pertjwes.Current theory
and research in motivation, Vol. 37., (pp. 201-284#)coln, NE, US:
University of Nebraska Press.

Berry, J. W. (2003). Conceptual approaches to ao@iion. In K. M. Chun, P. B.
Organista, & g. Marin (eds.Acculturation: Advances in theqry
measurement and applied resea(pp. 17-37). Washington, DC: american
Psychological association.

Berry, J., Phinney, J., Sam, D., & Vedder, P. (3006migrant youth:
Acculturation, Identity, and adaptatiofpplied Psychology: An
International Review, §3), 3003-332.

Bracero, W. (1998). Intimidades: Confianza, gended hierarchy in the
construction of latino-latina therapeutic relatibips. Cultural Diversity and Mental
Health,4(4), 264-277.

Brunner, C.C. & Grogan, M. (2007). Women leadingasst systems: Uncommon
roads to fulfillment. Lanham, MD.: Rowman & Littiefd Education.

The Cambridge Dictionary of Philosophy - Cambridggambridge
University Press - 1999 - Credo Re...

Canavan, K. (2001). Leadership succession in datBohools: Planned or
unplanned?Catholic Education: A Journal of Inquiry & Practic&(1),
72-84.

Castellanos, J. & Jones, L. (2003, EdBhe Minority in the Majority: Expanding the
Representation of Latina/o Faculty, Administratarsl Students in Higher Education
Sterling, VA, Stylus.

Cianelli, R., Ferrer, L., Mcelmurry, B. (2008). HiMevention and low-income
Chilean women: Machismo, marianismo and hiv miseptions.Culture,
Health & Sexuality, 1(B), 297-306.



228

Comas-Diaz, L. (1987). Feminist Therapy with maidi@uerto Rican women.
Psychological of Women Quartexly1) (pp. 461-474).

Creswell, J. W. (1998)Qualitative inquiry and research design: Choosimyang
five traditions. Thousand Oaks, CA: SAGE Publications.

Crouch, N. (2004). Mexicans & Americans: Crackihg Culture Code
Publisher: Nicholas Brealey Publishing

Cusik, P. (2003)A study of Michigan’s school principal shortag®licy report no.
12.Educational Policy Center at Michigan State Univsts
diversitygPolicy).

Doud, J., & Keller, E. (1998). The K-8 principal 1998.Principal, 891), 5-12.

Easley, J. (2006). Alternative route urban teace&nmtion and implications for
principals’ moral leadershifcducational Studies (03055698P(3), 241-
249. D0i:10.1080/03055690600631176

Falicov, C. J. 1998.atino families in therapyNew York: Guilford Press.

Fiore, T. a., and Curtin, T. R. (1997). Public amivate school principals in the
united states: A statistical profil&987-88 to 1993-94. Washington, DC:
National Center for Education Statistics, U.S. Depant of Education.

Flores, L. Y., & O'Brien, K. M. (2002). The caregevelopment of Mexican
American women: A test of social cognitive carderary.Journal of
Counseling Psychology9, 14-27.

Frevert, V., Miranda, A. (1998). A conceptual foration of the Latin culture and
the treatment of Latinos from an adlerian psychplpgrspective. The
Journal of Individual Psychology, v(54) (3), Unisiy of Texas Press.
Austin, TX 78713

Fullan, M. (2008). What's worth fighting for in thincipalship? (2 ed).
Ontario Principals Council, Teachers College Prigsv York

Garcia-Preto, N. 1998. Latinos in the United State$1. McGoldrick (Ed.)Re-
visioning family therapy: Race, culture and gentheclinical practice(pp.
330-344). New York: Guildford Press.

Garrison-Wade, D., Sobel, D., Fulmer, C. (2007¢lusive leadership: Preparing
principals for the role that awaits theBducational Leadership &
Administration, 19,117-32. Retrieved from Education Research Complete
database.



229

Gates, S., Ringel, J., Santibanez, L., Ross, KunGIC. (2003). Who Is
leading our schools? An overview of school adntiaters and their
careers. CA. Rand

Gil, R. M., Vazquez, C. I. (1996). The Maria pavadHow Latinas can merge old
world traditions with new world self-esteem. Newrk:oG.P. Putnam’s
Sons.

Glass, T. E. & Franceshini, L. A. (2007). The stat the American school
superintendency: A mid-decade stud®Rowman & Littlefield Education.

Glass, T. E., Mason, R., Eaton, W., Parker, JC@ryer, F. D. (2004)T'he history of
educational administration viewed through its bedks Toronto:
Scarecrow Press.

Gonzalez, M. L., & Ortiz, F. I. (2009). Women in Ugrational Leadership. In H. C.
Sobehart (Ed.\Women leading education across the continents:i6gpar
the spirit, fanning the flamé&anham, MD: Rowan & Littlefield.

Grogan, M., & Shakeshatft, C. (2009). Consciousdesttp in a political world. In
H. C. Sobehart (Ed.)Yomen leading education across the continents:iStane
spirit, fanning the flamépp. 11-28 )Lanham, MD: Rowan & Littlefield.

Grogan, M., & Shakeshaft, C. (200¥yomen and educational leadershan
Francisco: Jossey-Bass.

Grogan, M., & Shakeshaft, C. (2011). Women and atioical leadership. San
Francisco, CA: Jossey-Bass.

Gutmann, M.C. 1996: The meanings of macho: beimga in Mexico City.
Berkeley, CA: University of California Press.

Greenlee, B., Brown Jr., J. (2009). Retaining teexim challenging schools.
Education 130(1), 96-109.

Hackett, G. Social cognitive career theory of capk®ice. Power Point Presentation.
Professor & Provost, University of Missouri-Kan€zisy.
www.umkc.edu/socialcognitivecareertheory

Hardin, M. (2002). Altering masculinities: The Spnconquest and the
evolution of the Latin American machismaternational Journal of
Sexuality and Gender Studie$l) 1-22.

Herrmann, M. A. K. C. (2010A test of the social cognitive career theory todice
career interests and goal setting among multi-ethlmw SES adjudicated
adolescentdUniversity of Minnesota)ProQuest Dissertations and Theses,



230

220. Retrieved ( 04/30) from
https://ezproxy.lib.uwm.edu/login?url=http://seaproquest.com/docview/84587853
7?accountid=15078. (845878537).

Hertling, E. (2001)Retaining principalsEugene, OR: ERIC Clearinghouse on
Educational Management, University of Oregon.

Hibbets, C. A. (2005). Male minority superintendemmt four south central states:
strategy, resilience, succeddroQuest Dissertations and Theses|
3190056.

Jorgenson, O. (2006). Going private? insights tdrlic school leaders
considering the move to independent schd@lsaring House: A Journal
of Educational Strategies, Issues and Idg&6), 265-270. Retrieved
from ERIC database.

Kulis, S., Marsiglia, F., F., Lingard, E., C., Nief., & Nagoshi, J. (2008). Gender
identity and substance use among students in tglogthools in Monterrey, Mexico.
Drug and Alcohol Dependence (33, 258-268. Doi:
10.1016/j.drugalcdep.2008.01.019

Kulis, S. , Francisco Marsiglia, F. , and Hurdle,(R003). Gender identity,
ethnicity, acculturation, and drug use: Explorinifiedences among
adolescents in the southwegburnal of Community Psycholag4(2),
167-188.

Lent, R. W., Brown, S. D., & Hackett, G. (1994).Ward a unifying social cognitive
theory of career and academic interest, choiak panformance. Journal of
Vocational Behavior, 45, 79-122.

Lent, R. W., Brown, S. D., & Hackett, G. (1996).r€ar development from a social
cognitive perspective. In D. Brown & L. Brook&ds.),Career choice and
developmer(pp. 373-421). San Francisco, CA: Jossey-Bass Inc.

Lent, R. W., Brown, S. D., & Hackett, G. (1999)sAcial cognitive view of school-
to-work transition. The Career Development Quaytet8, 297-304.

Lewis-Fernandez, R., Das, A. K., Alfonso, C., Waias, M. M., &
Olfson, M. (2005). Depression in US Hispanics: dgfic and
management considerations in family practidee Journal of the
American Board of Family Practic&8(4), 282-296.

Manual, M. G., & Slate, J. R. (2003). Hispanic féensuperintendents in America:
A profile. Advancing Women in Leadershipetrieved May 9, 2006, from
http://web.advancingwomen.com/awl/winter2003/MANUH. . html



231

Marcano, R. (1997). Gender, culture, and languagehool administration:
Another glass ceiling for Hispanic females. AdvaigciVomen in
Leadership, 1(1), 1-Retrieved August 16, 2011, fAahaancing Women
Web site, www.advancingwomen.com

Marin, G. (1992). Issues in the measurement oflagation among Hispanics.
In K., F., Geisinger (Ed.Psychological testing of Hispani¢sp. 235-251).
Washington, DC: American Psychological Association.

Magdaleno, K. R. (2004).ending a helping hand: Mentoring tomorrow’s Latina
and latino leaders into the Ztentury.(Doctoral dissertation). Available
from ProQuest Dissertations and Theses databa®él. ld. 3147731)

Martin, M. , Shalowitz, M. , Mijanovich, T., ClarKauffman, E. , Pérez, E. , et al.
(2007). The effects of acculturation on asthmalbarin a community sample of
Mexican American school childrelAmerican Journal of Public Health, @), 1290-
1296.

Méndez-Morse, S. (2004). Constructing mentors:rizatieducational leaders: Role and
mentorsEducational Administration Quarterly, 49, 561-590.

Mendez-Morse, S. E. (1997he meaning of becoming a superintendent: A
phenomenological study of Mexican Americaraferauperintendents
Unpublished doctoral dissertation, University okag at Austin.

Méndez-Villarrubia, J. M. (1994). Issues in theessment of Puerto Rican and
Other Hispanic clients, including ataques de neryattacks of nerves). In A. L.
LaBruzza, & J.M. Mendez-Villarrubid)sing DSM-IV: A clinician’s guide to
psychiatric diagnosis (pp. 141-96). Northvale, Ndson Aronson, Inc.

Militello, M., Rallis, S. F., & Goldring, E. B. (ZIB). Leading with inquiry & action:
How principals improve teaching and learning. TreousOaks, Calif: Corwin Press.

Miranda, A. O., Frevert, V. S., & Kern, R. M. (1998ifestyle differences between
bicultural low- and high-acculturation-level Latiadults.Journal of
Individual Psychology, 54), 119-134.

Miranda, A. O., Bilot, J. M., Peluso, P. R., BermKn & Van Meek, L. G. (2006).
Latino families: The relevance of the connectioroaghacculturation, family
dynamics, and health for family counseling reseairuth practiceThe Family
Journal: Counseling and Ther- apy for Couples amariies 14, 268—-273.

Neff, J. A. (2001). A confirmatory factor analysisa measure of “Machismo” among
Anglo, African American, and Mexican American mdhinkers. Hispanic Journal of
Behavioral Sciences, 23, 171-188.



232

Ogawa, R. T. (1994), The institutional sourcesdhfaational reform: The case of
school-based managemewmerican Educational Research Journal, 31
(3), 519-548. Retrieved from Education Researcim@lete database.

Ojeda, L., & Flores, L.Y. (2008). The influencegg#nder, generation level, parents’
Education level, and perceived barriers on theational aspirations of
Mexican American high school studer@areer Development Quarterly, 57,
84-95.

Ortiz, Flora 1. (1982)Career patterns in education: Women, men and mniiegri
in public school administratiorNew York, NY: Praeger.

Ortiz, F., and Ogawa, R. T. (2000). Site-basedsi@simaking leadership in
american public schooldournal of Educational Administration,
38(5), 486-500. Issn 0957-8234.
http:www.emeraldinsight.com/10.1108/09578230007B33 7.

Polczynski, M. (1990). Getting thefdomentum (Washington, D.C.) 21, 28-30.

Patton, M. Q. (2002)Qualitative research and evaluation method$iousand
Oaks: Sage Publications.

Rivers-Wrushen, B., and Sherman, W. H.(2008). Wosszmondary school
principals: multicultural voices from the fielshternational Journal of
Qualitative Studies in Education V. (21) (5)455-467
SSN 0951-8398 print/ISSN 1366-5898 online ©&0@ylor & Francis
DOI: 10.1080/09518390802297771 http://www.inf@world.com

Roniger, L. (2010). Latin american jews and proeesd transnational legitimization and de-
legitimization.Journal of Modern Jewish Studjé%2), 185-207.

Roza, M., Celio, M., Harvey, J., and Wishon, SO0 A matter of definition: Is
there truly a shortage of school principal§@shington Univ., Seattle. Center on
Reinventing Public Education.

Santiago-Rivera, A. L., Arredondo, P., Gallardos@er, M. (2002)Counseling
Latinos and la familia: A practical guiddhousand Oaks, CA: Sage Publications.

Schmitz, K., & Diefentahler, S. (1998). An examinatof traditional gender roles
among men and women in mexico and the united statseved 05.17.2011 from
http://murphylibrary.uwlax.edu/digital/jur/1998/suitz.pdf

Sergiovanni J. S., & Carver F. D. (1978he new school executive: a theory of
administrationNew York: Dood, Mead and Company Inc.

Shakeshaft, C. (198AVomen in educational administratiadewbury Park, CA: SAGE



233

Publications.

Shakeshatft, C., Brown, G., Irby, B., Grogan, M.Bé&llenger, J. (2007). Increasing
gender equity in educational leadership. In SirKIB. Richardson, D. A.

Grayson, L. H. Fox, C. Kramarae, D. Pollard, andCDwyer (Eds.)Handbook for
achieving gender equity through educat{@ ed., pp. 103-130). Florence, KY:
Lawrence Erlbaum Associates.

Shea, L. R. (1983). Women and the high school graiship: A comparison of male and
female aspirations and career paths (Doctoral déggm, Lehigh University, 1983).
Dissertation Abstracts International, 42647.

Stevens, E. P. (1973). "Machismo and MarianisrBocietyl0(4):57-63.

Smulyan, L. (2000). Balancing acts: Women prin@glwork. Albany, NY: SUNY
Press.

Snyder, T.D., and Dillow, S.A. (2012). Digest ofugdtion Statistics 2011 (NCES 2012-
001). National Center for Education Statisticstitnge of Education Sciences, U.S.
Department of Education. Washington, DC.

Trujillo-Ball, L. (2003). Mexican american femalé@ncipals and their chameleon
identity: Working against a socially constructddntity in predominantly
white school districtProQuest Dissertations and Theses, n/a

Ubben, G., Hughes, L., & Norris, C. (200Fhe principal: Creative leadership for
excellence in schoo(s8" Ed.). Boston: Allyn and Bacon.

U.S. Census Bureau, Current Population Reports; PBL_earlier PPL and P-20
reports; and data published on the Internet;
http://www.census.gov/population/www/socdemo/schaoil

U.S. Department of Education, National Center fdu&ation Statistics, The
Condition of Education 2010.

U.S. Census Bureau, The American Community Survey
http://www.census.gov/compendia/statab/2010/tabl=€/036.pdf. Retrieved March
10, 2010

U.S. Department of Education, National Center fdu&ation Statistics, School and
Staffing Survey, 1987-1988 and 1990-1991

U.S. Department of Education, National Center fdu@ation Statistics, The Condition of
Education 2010-028, Characteristics of School Raids; Characteristics of Full-Time
Teachers



U.S. Department of Education, National Center fdu&ation Statistics. (2012).
The Condition of Education 20IRICES 2012-045), Indicator 47

U.S. Department of Education, Office of the Deplgcretary, No Child Left Behind:
A Toolkit for Teachers, Washington, D.C., 2004.

Verdugo, R. R. (2003). Discrimination and merihigher education: The
Hispanic professoriate. In J. Castellanos, Jones,(Ed).The majority in
the minority: Expanding the representation of Latmfaculty,
administrators and students in higher educatifjpp. 241-256). Sterling:
Stylus.

Wisconsin Department of Public Instruction (20JAdministrative Salary Report
2011

Wynn, S. R. (2007). Teaching versus school adnmatish: The choice
leadership-skilled women teachers make. Nationalframf Applied
Educational Research Journal, 20(1s), 3-39.

PricewaterhouseCoopers LLP (2007), IndependentySidiol School
Leadership. Department for Education and SkillsttiNgham.

234

Yosso, T.J. (2006 Critical Race Counterstories along the Chicana/@mc Educational

Pipeline New York: Routledge (AESA Critics’ Choice Book avwd 2008).



235

APPENDIX (A)
Interview Questions (Protocol)
1. Tell me about your background?
2. Tell me about your educational and professionaeathus far.
3. Tell me about your journey to becoming a publichhsghool principal?
4. What were some of the supports that helped youradvimto your professional career and
what barriers did you face as you advanced into gateer?

5. Tell me about your personal and professional icteyas as you sought to become a
public high school principal?

6. Think back over your career path into a principglgiosition, can you tell me a story of
what was most rewarding? Most challenging?

7. Tell me about the strengths you believe you brmthé principalship position?

8. What are the primary attributes from your familyues defined as (e.g., values described
from the family, beliefs about families, how wer@wes communicated to you, what were
they)?

a. How were these values modeled or expressed?
i. Give examples

b. What of those values contributed to your professicareer, if any?
i. Give examples

9. If you could be any one in history who would itdred what would be the reasons?

10. What philosophy or quote do you live by and why?

11.When you encounter adversity in life and work, rdewou manage it?

12.Becoming a public high school principalship is lik&

13.How do you describe your role as public high schpyoicipal?

14.What was the best advice you have received, and agdvéce would you give to Latina
women aspiring to your position?

15.Tell me about your next career step?
a. How do you plan to get there?
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16. Is there anything that I did not ask, that weuld like to comment about?
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APPENDIX (B)
Organization Membership Listing

ALAS Association of Latino Administrators and Supéendents

Tel: (508) 486 — 4536

Contact:

Hania Salameh. Email: hsalameh@alasedu.net

Dr. Agustin Orci, Ececutive Director. Email; aorca@sedu.net

Raquel Perez Montenegro, Executive Assistant. Emmilontenegro@alasedu.net

AHSAA Arizona Hispanic School Administrators Assaton
P. O. Box 18271
Phoenix, Arizona 85005

OALA Oregon Association Latinos Administrators
Contact:

Dr. Perla Rodriquez, Email: prodriguez@gsd.k12r.u
Dr. Verenice Gutierrez, Email: vgutierr@pps.klaier.

CALSA California Association of Latino Superintemie and Administrators
1029 J Street, Suite 500

Sacramento, CA 95814

Contact:

Sal Villasenor, Email:_svillasenor@calsa.org

Socorro Shields, Email: sochiels@yahoo.com

Tom Davis

Cell - 619-607-2876

Office — 858-490-0123

CLASE Colorado Latino Association of School Exece$
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APPENDIX (C)

Personal Demographics Survey

Directions
Please answer every question as completely asypmssi

Personal Demographics

Name — pseudonym

1.

2.

What is your age? 25-35 36-45 46-55 56-65 +65

What is your highest education attained? (Writedaoac discipline)

a. BA/BS: MS: Ph.D:

What is your race/ethnicity?

What is your district type? Rural Small-TownSuburban  Urban

Have you spent your entire educational career ensmmool district? Yes or No
How many years have you been a principal? ___hBahpool principal?

How many students enrolled in your school? 1-99900-2,999 3,000-4,999

What is the percent of students enrolled in yotwosts free or reduce lunch?
What are student ratio demographics in your school?

Hispanic/Latino/a %___ African American % 180 White%

10.What are the students’ family socio-economic deraplics in your school?

Hispanic/Latina %___ African American % Adia White%

11.What is the percentage of ESL/ELL student demodcagh your school?

12.What is the school’'s community race/ethnicity’s agmaphics?

13.In which state is your school district located?

14.What is the public high school principal’s salary?
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APPENDIX (D)
Telephone, Email, and/or Recruitment Letter
Hello Ms. (High School Principal):

My name is Consuelo Palacio and | am a doctoralestuin Urban Education with a
concentration in Administration Leadership at thavdrsity of Wisconsin-
Milwaukee. | am writing to ask if you would be Virlg to be part of a research study
designed to understand the ‘lived-experiences’aifna women navigating their
career paths into public high school principalship.

As a member of the study, you will be ask to filk @ personal data form, participate
in a 90 minute interview, and fill out two criticalcident surveys. These data
sources will allow me to collect your narrativerstés of personal and professional
‘lived-experiences.” | hope the research findiagi$ be a resource for Latina women
leading high schools and for those who will followtheir footsteps, the Latina/o
community, principal preparations programs, Cult@tadies, Women Studies,
Career Development, and update education literature

This study is being supervised by Gail Schneidssadtation committee Chair for

this research study and faculty at the Graduate@af Urban Education at the
University of Wisconsin-Milwaukee; She can be reatht (414) 229 — 5253 or
gts@uwm.edu There are no foreseeable risks in participatindis study. Your
identity and information will be protected, as pdeayms will be used to replace

your name. Collected data will be stored in a émtkabinet at the researcher’'s home.
Findings will be shared with the dissertation cort@@ members: Dr. Gail Schneider,
Dr. R. Antrop-Gonzales, Dr. L. Martin, Dr. R. Smitimd Dr. P. Arredondo. If you
have any questions regarding the researcher dinttiags of the research or wish to
have a copy of the findings, you may contact tiseaecher at Consuelo@uwm.edu

Participation in this study is voluntary; and yoaymwithdraw at any time without
penalty.
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APPENDIX (E)

Consent Form

Dear Ms. (High School Principal):

My name is Consuelo Palacio and | am a doctoralestuin Urban Education with a
concentration in Administration Leadership at thavwdrsity of Wisconsin-
Milwaukee. | am writing to ask if you would bellivig to be part of a research study
designed to understand the ‘lived experiencesetffidentified Latina women
navigating their career paths into public high sghprincipalship.

If you agree to be in this study you will be askegarticipate in one 90- minute
interview related to your personal experiences@ofessional experiences
navigating your career paths into public high s¢hpoimcipalship. In addition, two
Critical Incident Surveys will be provided to yalpng with a personal data form to
fill out. The personal data form should take 34Butes to complete. The Critical
Incident Surveys should take 10-12 minutes to nedpgo each of the questions. This
study will seek to capture the experiences of tatina women high school principals
located at school districts established in the wasgl-western, and southwestern
states. These data sources will allow me to cojlear narrative stories of personal
and professional ‘lived-experiences.” | hope thsearch findings will be a resource
for Latina women leading high schools and for thake will follow in their
footsteps, the Latino community, principalship @egion programs, and update
education literature.

There are no known risks associated with your giagtion in this study. Possible
benefits include adding to the literature in thedds of Administration Leadership,
Urban Education, Cultural Studies, Women Studiesg€r Development, and the
Latino community regarding leadership developmeict @ontributing strategic
factors for securing and maintaining the positisrngh school principal in
secondary public education.

The critical incident survey and all interview infieation will be secured and stored
away in a lock box, and will remain confidentiaks A way of protecting your
privacy, pseudonyms will replace your identity. t®&&om this study will be shared
with my dissertation committee and may be publishgalofessional journals.
Participation in this study is voluntary; and yoaynwithdraw at any time during the
interviewing process or while filling out the Cdél Incident Survey. Reasons for
withdrawing from this study will be unquestionedlamithout penalty. Once the
study is completed, | would be happy to email thalfresults to you. Please contact
me if you have any questions or information you megd regarding this study.
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io Dr. Gail Schnieder

7 School of Education
4 or Department of Administrativ
5 Leadership
Consuelo@uwm.edu PO Box 413

Milwaukee, W1 53201
(414) 229-5253 or 229-4721

gts@uwm.edu

If you have any complaints about your experienca participant in this study, please
call or write to:

Benjamin Kennedy

IRB Administrator

Institutional Review Board for the Protection ofriHan Subjects
The Graduate School at University of Wisconsin Hwukee
PO Box 340, MIT 206 Milwaukee, WI 53201

(414) 229 — 3182 (phone)  (414) 229 — 5000 (fax)
kennedbj@uwm.edu

Although your name will be requested, all compkintll be kept confidential.
This research project is pending approval by thevéfeity of Wisconsin —
Milwaukee Institutional Review Board for the Prdien of Human Subjects for a
one-year period.

PARTICIPANT AGREEMENT & CONSENT FORM

| agree to participate in a research study expiofirhe lived experiences of high
school Latina women serving in secondary pubic atioc.” | understand the
purpose and nature of this study and | am particigavzoluntarily. |1 grant permission
for the data to be used in the process of comgletiRh.D degree, including
dissertation and any other future publicationsbajrant permission for all interview
sessions to be taped recorded, digitally recordedmputer generated.

Printed Name of Participant

Signature of Participant
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APPENDIX (F)

Critical Incident Questionnaire

Directions: Take 10-12 minutes to respond to ed¢heoquestions below about yo
personal experiences as a Latina woman had withragpo a public high school
principalship position; or acquiring the public higchool principalship position. Do

not put your name on this form as your responsesiaonymous. This information
will be discussed upon your request should yourdésielaborate in order for me tqg
understand how these experiences positively ortivefyaimpacted you as a high
school principal in secondary public education.

Think back over the time as you navigated youreapath into the public high
school principalship position. Provide me with aample of anegative event
involving a personal experience as a Latina wonetated to aspiring to a public high
school principalship position; or chooseegative eventvith the same
circumstances related to acquiring the public Isighool principalship position. The
event should be one that kept you awake at nigphiittg about how you should have
handled the situation, or think about an eventybatspent an extensive amount of
time worrying and had anxiety about. Write someeaatgarding this incident and
include the following details.

1. What happened?

2. When and where did it happen?

3. Who was involved? (Do not use real names)

4, What was it about the event that was so distregsiygu?

5. Was it resolved? If so how?
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APPENDIX (G)

Critical Incident Questionnaire

Directions: Take 10-12 minutes to respond to ed¢heoquestions below about yo
personal experiences as a Latina woman had withragpo a public high school
principalship position; or acquiring the public higchool principalship position. Do

not put your name on this form as your responsesiaonymous. This information
will be discussed upon your request should yourdésielaborate in order for me tqg
understand how these experiences positively ortivefyaimpacted you as a high
school principal in secondary public education.

Think back over the time as you navigated youreapath into the public high
school principalship position. Provide me with aample of goositive event
involving a personal experience as a Latina wonetated to aspiring to a public high
school principalship position; or choospasitive eventwith the same circumstances
related to acquiring the public high school prirdghip position. Think back over the
past year or several school years. The event sheutthe that kept you feeling
cheerful and encouraged for the entire day or nigktited about how your career
aspirations, choices or expectations were handledithe impact it had on your life.
Write some notes regarding this incident and ineltiee following details.

1. What happened?

2. When and where did it happen?

3. Who was involved? (Do not use real names)

4, What was it about the event that was so positivet®
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Demographic Profile
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1 2 3 4 56|7 8 9 10 11 12
H=93%
Oscar 36 - | Educational M [S |N 8 [ 1,500 |85% | AA=<1% | 14% | CA
45 | Leadership A=<1% 140-
W=12% 150
Counseling & H=22%
Vestes 46 - | Education M [S |N 4 |3,000- [13% | AA=7% |1% |CA
55 | Administration 4,999 A=24% 125-
W=33% 150
H=94%
Ram 25 - | Education M (U Y | 25(1,000-|74% | AA=1% |8.7%| TX
35 | Leadership 2,999 A=4% 85
W=4%
H=13%
Reyes 46 - | Education B |U|N 17 71% | AA=65% | 13% | FL
55 | Specialist A=0% 104
W=22%
3,000- H=36%
Palacio | 36 - | Education M [S |N 1 (4,999 |18% | AA=7% | 13% | CA
45 | Leadership A=13% 113-
W=36% 120
H=83%
Martinez | 46 - | Adult & Post PR|S [N 1 11- 95% | AA=15% | <1% | TX
55 | Secondary Ed. 999 A=2% 81
W=2%
H=37%
Maldon | 46 - | Education C |U|N 11 | 1,000- | 81% | AA=39% | 1% | 120-
55 | Administration 2,999 A=7% 140
W=15%
Alonso 46 - | Administration| M | U 4 CA
55 | Leadership 100+

Note: S=Suburban; U=Urban; M=Mexican; B=Brazili®@R=Puerto Rican; C=Cuban

Note: Heading 1=Name; 2=Age; 3=Academic Major; 4wtutity; 5=District Type; 6=More
than 1 district as Principal; 7=Number of Yearhiah school principal; 8=Student

population in school; 9=Free and reduced lunch;StOdent Racial

Demographics;11=ESL/ELL; 12=State/Salary
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APPENDIX (1):

Historical Perspective

Historical Background on the Principalship

Principals did not always exist. The principatshosition evolved over time as
schools grew in numbers and expanded with incresisel@nt enroliment. In 1812, “New
York State established the first office of supesmtent of common schools” (Glass et al.,
2004, p. 13) for the purpose of managing fiscaltenst The non-professional teacher was
generally the most educated parent in the town$4pand in the rural sections (Sisk, 1953).
They acted as both teacher and supervisor of th@ostiouse. As the evolution of the
principalship position transpired, “principals we@nsidered part-time administrators
subordinate to the superintendent in his adminiggaole, but holding the status of teacher”
(Payne, 1901; as cited Glass et al., 2004, p. 19).

Over time, the number of principals grew tremersip(Glass et al., 2004, p. 3).
Like schools in rural areas, schools developedtiescacross the United States. Ultimately,
urban school districts in large cities were vievasdnodels in administrative practice (p.
137). The need to train teachers to become pamcigsulted in the rapid growth in the
number of school buildings (pp. 127, 135) in urbattings (pp. 2, 31).

The school administrator profession developed fi@&20 through 1914 (Glass et al.,
2004, p. 135). The role of administrator was coesad a true profession in 1901 (p. 32)
when the role was identified. Between 1875 and)1€tere was a phenomenal growth in
full-time principals (p. 32).

Principals were needed to manage the growing nuoftsecondary schools as they

took over grades eighth and ninth (Glass et aD42f. 53). They headed the newly created
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junior high schools founded in 1909-1920 (Buttsh3,%. 540; Newsom & Langfitt, 1940, p.
5; as cited in Glass et al., 2004). Finally, pipats facilitated the expansion of secondary
schools that resulted from the increasing numbédrei8 year olds who enrolled in high
schools. In 1900, 10% of 14-18 year olds werechosl and by 1936, 65% of 14-18 year
olds were in school (p. 54).

Formal training in education administration in@ea as the rapid pace of new
schools and administrative positions increased vare highly influenced and shaped by
former “schoolmen” (Glass et al., 2004, p. 132) whagressed in their education career.
The men held positions as teachers, principalst fatperintendents, and ultimately
professors and textbook authors. In their rola psofessor, they recruited school principals
and superintendents. The former administratoramedahe experts in the education field
and wrote practice-based textbooks for principsirirction (p. 128) to be studied at home.

Principals and aspiring principals studied theliegks at home as there were few
colleges supporting educational administration §&let al., 2004, p. 136). Eventually,
training books were placed at high schools, whidhuded extended grades thirteen and
fourteen. After some time, two-year colleges waeated for training. Finally, institutions
such as Teacher’s College, George Peabody Colgeford University, the University of
Chicago and the University of Wisconsin provided@tional administration preparation
and training. Ultimately, educational administoaticertification was established for
“professional legitimacy,” (p. 5) credibility, arseglection of principals.

The former school principals were majority Whitalen They were products of the
first settlements of the New England Protestantaims established in the United States.

The New England church members established thestirools and dominated the education
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system across the United States in the 1840s (6tads 2004, pp. 127-128). Religious
traditions and beliefs influenced public educatiaaght in schools. The male administrators
were embraced and followed religious Protestantathaulture (p. 127). The principalship
training included the maintenance “of strict margbringing required by the Anglo-Saxon
Protestant work ethic that was so much a parfeirithe America of their time” (p. 128).
Religious culture also influenced preparation aathing; and how principals learned
administrator roles, responsibilities and charactairther, they noted what a principal
should resemble.

Administrators who became professors acted asgehagents, mentors, career
placement recruiters and made job placements fiocipals in particular (Glass et al., 2004,
p. 129). They “influenced their students and idett best practices and trait characteristics
of best leaders” (p. 5). They also dictated wha aeceptable to be a school administrator
(Chancellor, 1904; as cited in Glass et al., 200gligion also influenced how men
perceived women. Women were perceived as not éguaén. For example, women were
restricted from education administration and leskligr positions. Women were typecast as
too soft and unfit for school board members or aulstiators. The principalship was
promoted to male candidates and men were expeztadror the profile of school principal
(Glass et al., 2004, p. 39).

The opinions of these experts became the law wéatnal administration (Glass et
al., 2004, p. 137) and were highly influential. ejralso advocated for “men’s salary [to]
remain higher than [for] women [teachers]’ (Koakt 1940, pp. 346, 420-422; as cited in
Glass et al., 2004, p. 52). The role of womenducation was restricted. Although teachers

were overwhelmingly women (p. 51), some schookidist practiced “Blue Law” (p. 51).
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This law dictated how married women should be ed@tlifrom teacher hiring. Women also
faced termination upon marriage (p. 51). Althofglh women reached ranks of principal in
those days, many of the women faced discriminatongditions as they advanced into the
position as principals. Women educators were gdiyeassigned to rural townships making
considerably less money compared to male principhts worked in urban districts.

Although both female and male students in scheel® teacher candidates, many
women advanced into teacher roles. Primarily Wimigdes filled lead teacher and school
principal roles. These men advanced into theablagh-ranking administrative positions
such as superintendent. Over time, some of theselracame college and university
professors of education administration. They priwtidhe practice of women’s exclusion
into public education administration and held oulédicit expectation that of women were
not competent to work as principals (Glass et28l04).
Mid-twentieth Century Background on Principalship

By the mid-twentieth century up to the®dentury, principals were trained to learn
management theory with the foundation based onehgon of Dewey’s “Democracy for
teachers” called group policy-making (Koopman, MieMeir, 1963, p. 50; as cited in Glass
et al., 2004, p. 68). Principals were encourageshare in the execution of administrative
policy and were to include teachers as “contrilgitorcooperative procedures” (p. 67).
Further, principals were introduced to the socialvement era of 30 years with the inclusion
and support in “multiculturalism, feminism and gatius conservatism” (p. 112). Principals
were encouraged to utilize the management theeted by Sergiovanni and Carver in
1973 (p. 102). This is when sociology and psyctplare transferred into the educational

realm. The purpose was to “loosen bureaucraticttres and find ways by which staff,
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students and parents can be treated in humane \{@ys02-103). It was used in conflict
resolution and leadership style, according to Gésd., (2004).

By 2000, principals were challenged to reformtisehools in an effort to focus on
student learning achievement. Principals alsodedwon best practices. Presently,
practicing principals are mandated by legislatmfadopt site-based management and
planning models” (p. 120) as a way of managingydalerations.

The principals are high-ranking administratorgleimentary, middle, and high
schools in the public school district (Ubben et2004). They report to the superintendents,
directors, specialists, coordinators or associgpeisntendents of either elementary or
secondary content areas. Others identified asrieh¢ary and secondary curriculum experts,
assistant or associate superintendents can evaiatgals” (Ortiz, 1982, p. 12). Top
administrators of private schools are called heatiens (Jorgenson, 2006). Headmasters
have similar responsibilities to that of public sohprincipals. The major differences are
that the headmasters have more influence in theogshhave less bureaucratic interference
and must conduct fundraising activities (Jorgen2096). Other schools managed by school
administrators are parochial, charter and magreids (Ubben et al., 2004). School
managers are also identified as school executsadsol administrators, school principals,
school heads, and headmasters (Jorgenson, 2006nlgbkl., 2004). They are responsible
for “orderliness and certitude. [They are] oriehtand assume a highly stable environment.
[They] keep things moving correctly according te tltorm...[and] operate from a problem-
solving perspective” (Ubben et al., 2004, p. 16hey assume managerial functions and

logistics of a school (Ubben et al., 2004).
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More substantially, principals impact “working abtions [for teachers] by
improving the school culture” (Deal & Peterson, 208s cited in Greenlee & Brown, Jr.,
2009, p. 98; Sergiovanni, 1999) in high need schobbracterized by high poverty, high
minority enrollment or low academic performanceg@rlee & Brown, Jr., 2009, p. 101-
102). Overall, principals have the potential ttane their teaching staff in urban settings
(Easley, 2006, p. 241).

The history of school principalship has evolvedraseveral decades to define roles
and responsibilities. The transfer of educatideatiership has moved from White men
dominant to include women and people of color tgtopolicy driven initiatives, and court
cases, such as the c&®ewn versus Board of Education of Topekar through women'’s

political reform (Grogan and Shakeshaft, 2011,§). 8
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APPENDIX (J)

Latino Cultural Values

Santiago-Rivera, Arredondo, Gallardo-Gooper’'s (3008e Chadwick Center for
Children and Familiesdefined a set of Latina/o Cultural Values:

e Familismois the preference for maintaining a close connadticthe family.
Latinos/Hispanics, in general, are socialized to@&lose relationships,
cohesiveness, and cooperativeness with other fanelybers. These close
relationships are typically developed across immiedand extended family members
as well as close friends of the family (Marin &andis, 1985).

e [Los hijos—sons and daughtek&alue of Childremreflects the value that
Latino/Hispanic families place on children. Pasesute often very affectionate with
their children. However, in some homes, childrenexpected to be seen, and not
heard (Pajewski & Enriquez, 1996).

e Marianismois a gender-specific value that applies to Lateradles. [Stevens
(1973), definedviarianismoas a “cultural structure...rigidly enforced” (p. min)
produce the socialization of submissive behavingwew in Latina society. Jezzini,
Guzmén, and Grayshield (2008) stated Matianismois, “a traditional gender code
of behavior for Latinas...” (p. 3). Kulis, Marsiglisingard, Nieri, and Nagoshi
(2008) extended the definition bfarianismq as a gender role theme that influence
gender role scripts for Latina women (p. 260).]

e Machismas a gender-specific value that applies to Latiradas. [Also called
machq culture is also termeadachismoand refers to an aspect of masculine identity
in relation to family expectations. Role themefuences are socially acceptable for
men of Latin countries, and are thought to origgrfadbm the Spanish conquest of
Mexican Indians. Dominant characteristics inclutkntaining patriarchal status,
believing in male superiority, controlling, and bgiaggressive toward women
(Comas-Dias, 1987). Aspects of gender differencésequities are clearly marked
and emphasized, but not necessarily present farallies.]

e Personalismas the valuing and building of interpersonal redaships...it
encourages the development of warm and friendbtiogiships, as opposed to
impersonal or overly formal relationships (Santijuera et al., 2002).

e Respetamplies deference to authority or a more hierarghielationship orientation.
Respet@mphasizes the importance of setting clear bougsland knowing one’s
place of respect in hierarchical relationship (#eyu-Rivera et al., 2002).
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Simpatigkindness] emphasizes the importance of beingeailitd pleasant, even in
the face of stress and adversity. Avoidance ofileosonfrontation is an important
component oSimpatia..

Religion and Spiritualityefers to the critical role that faith plays in tteeryday life
of most Latinos/Hispanics. Most are Christianhwtie majority belonging to the
Roman Catholic Church...religion offers a sense mdaion in their lives and
guidance in the education and raising of theirdekih...(Pajewski & Enriquez,
1996).
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Name
Vestes HS HS HS University | HSAP | HSP | MSP | HSP
Teacher’'s| Teacher; Counselor Education/
Assistant Research
2yrs 1.5yrs | 12 yrs Supervisorn 1 yr 2yrs | 7yrs
4 yrs
Reyes Middle | MSP HSAP HSP
School
Teacher
10 yrs 2 yrs 7 yrs
Oscar HS HSAP | HSAP HSP HSP
Teacher School #1
3 yrs 3yrs 1yr 8 yrs
Palacio Elemen-| HS Staff Support | Staff | HSAP | HSAP | HSP
tary Teacher Develop- | Provider | Coach
Teacher ment
1yr 5yrs 3 yrs Someyrs | 1yr 3yrs | 2yrs
Martina HS HSAP | HSAP HSAP HSAP HSP
Teacher
1yr 2 yrs 2 yrs 1yr 2 yrs
Maldon HS HSAP | HSP MSP HSP
Teacher
5yrs 5yrs Unknown | 5 yrs
yrs
Alonzo HS HS HSAP HS HSP
Teacher | Coun- Principal
selor On
11 yrs 1yr 3 yrs Central
Office
3 yrs
Ramirez | HS HSAP HSP
Teacher
4 yrs 3 yrs

Note: High School Assistant Principal (HSAP); Higbhool Principal (HSP); Middle
School Principal (MSP).
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APPENDIX (L): Vitae
Consuelo A. Palacio

Consuelo@uwm.edu

EDUCATION
Urban Education Doctoral Program Graduation:
Dec 2013

Major: Educational Administration & Supervision
Minors: Curriculum/Instruction and Business Administration
University of Wisconsin -Milwaukee, (UWM)

Master of Business Administration -
Management & Human Resources 1998
Lindenwood University —St. Charles, Missouri

Bachelor of Arts in Liberal Arts and Humanities 1996
University of Missouri -Kansas City, (UMKC)

ACADEMIA AND STUDENT PROFESSIONAL EXPERIENCE
Instructional Substitute Teacher 09/2007 — Present 09/2002 — 2005
Kenosha Unified School District, WI

e Teach core instructional academics to diverse st i#te12; 30 students per class.

e Facilitate a school culture that encourages anempgtion of higher education.

e Provide support to retain students who come frosadirantage backgrounds.

Student Advisor 03/2007 -
2010
Kenosha Unified School District, WI
e Provided presentations on college entrance, fiahaail options and study skills.
e Conducted recruitment workshops.
e Designed cultural identity and leadership development seminars.
e Coordinated all aspects of academic student support group for the Minority
Academic Affairs Director.
e Increased student attendance by more than 15%.
e Motivated students to be academic achieving.
e Recognized student accomplishments with awards.
e Communicated with school directors, teachers, gar@md agency directors.
e Planned fieldtrips, community service, and othéivées.

School Instructional Leader

The Council for the Spanish Speaking, Inc. — Milkesay WI 06/2007 — 11/2007
e Created precollege booklet for academic developriograt-risk high students.
e Partnered with school to facilitate a pilot studifietprogram initiative.
¢ Instructed teachers and support staff on the gdtegsoprogram curriculum.
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Designed assessment tool for measured effectiveness
Reported student survey and measured results, 8@dmg, to principal and CEO of
funding resource.

Graduate Administrative Assistant/Student Advisor 08/2004 — 05/2007
University of Wisconsin — Milwaukee

Supervised staff and teacher certification Educai®esource Center.

Monitored student progress as they proceeded thrtheir state exams for college
completion.

Provided advising to diverse student populatiohigher education.

Facilitated workshops to underrepresented emergireysed teachers K-12.
Coordinated workshops in partnership with Milwaukslic School’'s (MPS)
Transition to Teaching Alternative Certificationdgram and Administrators.
Communicated raw test score results to directogfant preparation.

Reported proven track record of effective learniily an 80% passing rate for
students who use ERC.

Successfully instructed learners who had diveramleg styles, education levels, and
language barriers.

Participated in Division of Student Affairs comre#s, activities, and programs.

Graduate Research Assistant 01/2003 — 01/2004
University of Wisconsin — Milwaukee

Assisted in the facilitation of private and public forums on diversity issue
dialogue.

Supported the Chair who investigated the extent to which UWM had provided an
accepting and accommodating environment for faculty, staff, and administrators
from various racial and ethnic backgrounds.

Utilized Internet and library to research studiegducation and campus climate.
Managed budget and entered confidential surveytseisiio database.

Worked with professors in other departments to erage and support
diversity/inclusion programs.

Assisted with the coordination of diversity/inclosineeds assessment initiatives.

Summer Youth Program Coordinator Summer R06
University of Wisconsin — Milwaukee

Monitored daily operations of the program for meldihd high school students.
Interacted with university directors, teachersgdenis and parents.

Facilitated enrollment in partnership with Kenoshafied School District.
Recruited underprivileged students of diverse gdraekgrounds.

Coordinated student pick up schedule with trangpiort management.

RELATED KPROFESSIONAL EXPERIENCE

Coordinator of Spanish Outreach Program 09/2001 84/2002



256

Aurora Health Care — Kenosha, WI

Managed the overall grant funded grassroots outreach program.

e Recruited all new hires for the outreach program.

e Assisted in new hire orientation.

e Assisted department heads in job training.

e Assessed skill levels for beginning English langubsgrners (oral/written,

Spanish/English).

e Created lesson plans for- and instructed Englishh @scond Language.

e Facilitated pre- and post-assessment for educatieparted outcomes.
Supervisor of Customer Relations 08/2000 — 0421

JCPenny Catalog Logistics — Lenexa, KS

Coordinated diversity initiatives to increase muuttural awareness.

e Conducted personnel disciplinary reports.
e Provided leadership training.
e Led Staff meetings.
e Provided training to staff for email written comnication.
e Managed the quality and overall performance of stafl team leaders daily.
e Utilized written, oral, and interpersonal skillsdommunicate with department
manager and work team.
OTHER

Bilingual

Invited speaker to dialogue with parents aboutesttidesidential living (Marian
University Wisconsin).

Completed Latino Nonprofit Leadership Program (LN Ertification. Participated
in World Café circle.

Advanced Microsoft Word, PowerPoint, Excel
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VOLUNTEER/COMMUNITY SERVICE

e Chaperoned ten students agel4-21 to LULAC leadersinference in Puerto Rico
2009

e Martin Luther King Celebration. Coordinated youtrfipation. Sponsored by
KUSD 2009.

e Hispanic Youth Leadership Conference. Coordinatadty group and chaperoned.
Chicago, 2008.

e Holiday service project to the Women and Childrdiésizon. Kenosha, 2008.

e Advise students on college preparation. DevelopsutBtional Resource Booklet and
College Preparation curriculum; managed televisewention of ‘Outstanding
Latinas in American History’; and recruited presgatfor the workshops. Sponsored
by KUSD 2006-present (Invited)

e Provided workshop on “Navigating Academic Succ€sslege Preparedness &
Awareness” at MPS Loyola High School, 2007

e American Association for Adult and Continuing Ediiga Convention, Milwaukee,
WI. 2006 (Invited)

e Co-planned and facilitated three workshops on aoadsuccess in college for UW
Milwaukee students, CoSS, 2006, 2007

e Served on Search and Screen Committee for KUSDosshiperintendent, 2004

e Researched and listed strategies for teachersetmusading; and researched and
developed a reading curriculum list of more tha@ BOoks for Milwaukee’s Frances
Starms Center school library designed to inspimécAh American 8 grade students,
Chaired byDr. Beverly Cross. Member on School Curriculum Quittee, 2004

UW MILWAUKEE COMMITTEE APPOINTMENTS and/or COMMUNIT Y
COMMITTEE

2009 LULAC (League of United Latin American CitizgnState Secretary
(Appointed)

2007-presentShe Magazine: For the Women of Southeast Wiscdt&imember Advisory
Board (invited)

2004 — 2008 Council on Student Success (CoSSdiatime on recruitment/retention) Co-
Chair (2006-2007)

2003 - 2004 Task Force on Race and Ethnicity, &&gre
(guest)

SELECTED TRAINER/PRESENTER/SERVICE

2008

e Presented at KUSD, “Skills Development to Achievaademic Success”
2007
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e Presented at the Marian College incoming freshnaaarp orientation, “Marian
College experience as a parent”

e Presented at Kansas Universgigcial Work with Latings'Factors which promote
educational achievement”

¢ Presented workshop to UWM students and CoSS cosanitiow to Get an ‘A’ in
College”

e Presented at KUSD, “How to Get an ‘A’ in School”

e Presented on the PPST (Pre Professional Skill§ ieeEducation intended UWM
students

¢ Presented to the MPS (Milwaukee Public School) Eerecy Licensed Teaching
Staff PRAXIS | workshop (PPST)

e Presented to Education intended UWM Students, “PRRAXPreparation”
e Presented on the PPST (Pre Professional Skill§ eeEducation intended UWM
students
2004
e Presented to administrators at the MPS FrancemStaiscovery Learning Center a
newly developed Handbook of Readings for reade@Grades 5-8.

SELECTED SEMINARS, WORKSHOPS AND TRAINING

2009

e LULAC conference, Puerto Rico
2008

e American Education Research Association (AERA) ewmtion, New York.
2007

e Urban Education Doctoral Program (UEDP), “Writiray Publication”

e Roberto Hernandez Center (RHC), Hispanic Heritagat,

“Pros and Cons - When Latinos Conduct Researchatinds”

e Completed The Master Tutor training on-line

e American Education Research Association (AERA) emrtion, Chicago

e Women'’s Leadership Conference

2006
e Urban Education Doctoral Program (UEDP), Reseanrurh Presentations
e American Education Research Association (AERA) emrtion, San Francisco
e American Association for Adult and Continuing Edtica (AAACE) convention
e Urban Forum, “Daring to Educate for Equity and Hberece through Multicultural
Education”
e Round table member Urban Forum, speaker, JamessBank

2005
e Urban Education Doctoral Program (UEDP), Reseanrarh Presentations
e Urban Forum, “Looking Back at Lau vs. Nichols: Isswf Language and Cultural
Diversity in Urban Schools”
2004
e Urban Education Doctoral Program (UEDP), Reseanrirfi Presentations
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e Urban Forum, “Educational Inequality and the Pra§Brown”
2003

e Urban Forum, “American Dilemmas: Race, Inequabtyd the Unfulfilled Promise of
Public Education”

PROFESSIONAL MEMBERSHIPS

e American Education Research Association (AERA)

e American Association of School Administrators (AASA

e Latino Nonprofit Leadership Program (LNLP)

e League of United Latin American Citizen (LULAC)

e National Education Association (NEA)

e Wisconsin Women in Higher Education (WWHEL)

e The American Association of University Women (AAUW)

AWARDS

2008 Hispanic Professionals of Greater Milwaukee
Scholarship

2007 Mary Jo Pesch and Larry Martin Education
Scholarship

2007 Roberto Hernandez Center Faculty and Graduate

Student Applied Latino
Research Grant
2006 The Dean’s Education Honor Roll Scholarship
2005 Russel D. Robinson Adult Education Schalars
2004 Russel D. Robinson Adult Education Schaoiars
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