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ABSTRACT 

Author: Terry C. Mena 

Title: A Few of Us (Algunos de Nosotros): A Multiple Case 
Study Using Critical Race Theory to Examine Lived 
Experiences of Latino/a Senior Student Affairs Officers 
at Selected Public and Private Two- and Four-Year 
Colleges and Universities 

Institution: Florida Atlantic University 

Dissertation Advisor: Dr. Dianne A. Wright 

Degree: Doctor of Philosophy 

Year:  2015 

The purpose of this study was to examine the voices of Latino/a Senior Student 

Affairs Officers (SSAOs) in terms of described challenges in becoming a SSAO and how 

the intersection of race influences their lived experiences as SSAOs at selected public 

and private two- and four-year colleges and universities in the U.S.  Latino/a SSAOs are 

dramatically underrepresented in American colleges and universities.  The lived 

experiences of this unique group have been ignored in existing empirical literature. 

A particular focus of this research was to gain a better understanding of how 

Latino/a SSAOs experience and respond to what they perceive as racism, if any, and/or 

other forms of discrimination during this experience.  The theoretical lens used in this 

research study was Critical Race Theory (CRT).  CRT offers a strong conceptual 

framework upon which to assign meaning and practical application to the research 
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findings.  The study design was a qualitative, multiply case study that used personal 

documents, archival records, and in-depth interviews.  A criterion-based sample of 10 

different SSAOs participated in this research study.  This researcher was able to obtain 

from the participants a thick description of their experiences throughout their career.  The 

data were constantly analyzed to inform data collection decisions and recurring themes.  

ATLAS.ti was used as the primary analytical tool.  ATLAS.ti is a computer assisted 

qualitative data analysis software program that uses a grounded theory approach to code, 

display, and systematically analyze for thematic patterns across cases.  The five themes 

that emerged as a result of the analysis are as follows: (1) Mi Carretera: My Journey to 

Student Affairs, (2) El Primero/a: Being the Only Latino/a, (3) Mi Gente: Psychological 

and Cognitive Responses, (4) Who am “I”? Yo Soy, and (5) Echar Para Adelante! (Move 

Forward): Professional Growth and Advancement.  This study has added to the dearth of 

literature on the subject, affords current and future practitioners a better understanding of 

paths to the SSAO position, and provide insights for current and aspirant SSAOs who 

have been historically underrepresented in the executive ranks of U.S. public and private 

colleges and universities. 
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CHAPTER I. INTRODUCTION 

 The Chief Student Affairs Officer, also referred to as the Senior Student Affairs 

Officer (SSAO), often holds the title of Vice-President or Vice Chancellor of Student 

Affairs and Dean of Students, or Dean of Students, and is a member of the President’s 

Cabinet (Sandeen, 1991, 1996).  At some colleges and universities, SSAOs are 

responsible for providing leadership to a large collection of departments, sometimes 

comprising hundreds of employees of various skill levels, and racial and ethnic 

backgrounds.  Some of the functional areas that SSAOs oversee include: Admission 

Programs; Alcohol, Tobacco, and Other Drug Programs; Auxiliary Services; Campus 

Activities Programs; Campus Information and Visitor Services; Campus Religious and 

Spiritual Programs; Career Services; Clinical Health Services; College Honor Societies; 

College Unions; Commuter and Off-Campus Living Programs; Conference and Events 

Programs; Counseling Services; Dining Services; Disability Support Services; Fraternity 

and Sorority Advising Programs; Health Promotion Services; Housing and Residential 

Life Programs; International Student Programs; Internship Programs; Learning 

Assistance Programs; Lesbian, Gay, Bisexual, and Transgender Programs; Multicultural 

Student Programs and Services; Orientation Programs; Recreational Sports Programs; 

Service-Learning Programs; Student Conduct Programs; Student Leadership Programs; 

TRIO and Other Educational Opportunity Programs; Undergraduate Research Programs; 

Women Student Programs; and Master’s Level Student Affairs Administration 

Preparation Programs (a full list can be found in the CAS Professional Standards for 
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Higher Education by the Council for the Advancement of Standards in Higher Education, 

2009). 

 Throughout history, the leadership role of SSAO has constantly been redefined 

and varies tremendously from position to position and institution to institution (Sandeen, 

1991, 1996).  SSAOs have the ability to directly influence the formation of educational 

environments (Manning & Boatright, 1991).  Daily functions and responsibilities of 

student affairs administrators include, but are not limited to: resource allocation, 

addressing student crises/conflicts, program development, serving on institution wide 

committees, and also a variety of functions aimed at improving the quality of curricular 

and co-curricular learning.  In addition, they participate in strategic planning that leads to 

the development and implementation of policy that often influences the campus climate 

and transforms institutional structure.  The role of the SSAO is critical to higher 

education.  Historically, this role has been held by few Latinos and Latinas (Latinos/as). 

The increasing size of the Latino population in the U.S. has resulted in an increase 

in Latinos/as attending higher education and working within colleges and universities.  

However, a search of the literature highlights the lack of published research and 

information on the experiences of Latino and Latina (Latino/a) SSAOs in higher 

education settings.  The aim of this study was to provide an improved understanding of 

the challenges associated with becoming a SSAO by collecting and analyzing data 

describing the lived experiences of Latino/a SSAOs.  The researcher further aimed to 

gain insights into the intersection of race and the lived experiences of Latino/a SSAOs, 

and how race influences the lived experience of Latino/a at public and private two- and 

four-year colleges and universities in the U.S. 
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Statement of the Problem 

Despite past efforts to address the racial disparities that exist in the higher 

education workforce, Latino/a in SSAO positions are dramatically underrepresented at 

public and private institutions in the US.  In 2000, individuals who identified themselves 

as Latino/a administrators made up 3.6% of all student affairs administrators at National 

Association of Student Personnel Administrators (NASPA) member institutions (Reason, 

Walker, & Robinson, 2002).  Turrentine and Conley’s (2001) study further illustrates this 

disparity with Latino Americans having earned 1,924 out of 31,276 master’s degrees 

awarded from 1995 to 1998, comprising 4.3% of the degrees in Administration, 4.9% of 

the degrees in Counseling, and 3.1% of the degrees in Student Personnel. 

Research also shows that while increases in minority enrollment have grown, the 

representation of African American, Latino, Asian American, and American Indian 

professionals in student affairs has not keep pace with the representation of these groups 

in the undergraduate student body (De Los Santos & Vega, 2008; Hart, 2009; Sethna; 

2011).  A strategic effort by student affairs administrators and the national professional 

associations needs to be made to nurture positive and appropriate role models within the 

profession with whom all students can identify and to provide programs and services that 

adequately represent the diverse voices of the campus.  The lived experience of Latino/a 

SSAOs at public and private higher education institutions is lacking in the empirical 

literature.  This unique group has ascended to the highest level in the field, yet their 

voices have remained muted and their stories remain untold.  Historically, the student 

affairs profession has called upon scholars and researchers to examine and capture these 

stories. 
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Further, very little has been published regarding the progress of Latinos/as 

administrators who are specifically aspiring to become SSAOs (Silva, 2003).  There are a 

few studies that have captured the experiences and examined the pathways to the 

university or college president, or provost, position that have been traveled by Latinos/as 

(Padilla & Chávez, 1995; Rodriguez, 2006).  However, the career paths described were 

taken by the academic administrators and do not focus on individuals aspiring to become 

senior student affair officers (Padilla & Chávez, 1995; Rodriguez, 2006). 

More specifically, the lack of a long term, systematic approach to investigating 

what conditions and factors facilitate or constrain the appointment or presence of 

Latinos/as in top student affairs leadership roles in American colleges and universities 

represents a significant gap in the related research.  As such, one is left to contemplate or 

make assumptions regarding not only the career pathways of the Latino/a who becomes a 

SSAO, but also their lived experiences. 

Purpose of the Study 

 The purpose of this study was to examine the voices of Latino/a SSAOs in terms 

of described challenges in becoming a SSAO and how the intersection of race influences 

their lived experiences as SSAOs at selected public and private two- and four-year 

colleges and universities in the U.S.  This line of inquiry also provided for an 

examination of the factors these Latino/a SSAOs perceived as most salient to their career 

development. 

In addition, the researcher aimed to provide a greater understanding of how 

Latinos/as have experienced and responded to perception of racism, if any, and/or other 

forms of discrimination within the higher education setting. 
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Research Questions 

 For the purpose of this study, the overarching research question was: How has 

race influenced the lived experiences of Latino/a SSAOs at public and/or private two-and 

four-year colleges and universities?  In addition to this overarching research question, the 

following questions providing guidance for this line of inquiry were explored: 

1. How do Latino/a SSAOs describe their access to administrative and leadership 

experiences in two- and four-year institutions? 

2. How do Latino/a SSAOs describe their experiences with racism and/or 

discrimination at public and/or private two- and four-year colleges and 

universities? 

3. How do Latino/a SSAOs describe their responses to racism, if any, and/or 

discrimination at public and/or private two- and four-year colleges and 

universities? 

4. What are the gender differences/similarities, if any, in terms of how race has 

influenced the lived experiences of Latino/a SSAOs at public and/or private two- 

and four-year colleges and universities? 

5. What factors do Latino/a SSAOs perceive as most salient to their success at 

public and/or private two- and four-year colleges and universities? 

Significance of This Study 

Latinos represent the nation’s largest minority group, estimated at 15.5% of the 

U.S. population.  It is also estimated to continue to grow over the next few decades up to 

24.4%.  However, the level of underrepresentation of Latinos/as in higher education is 

considerable.  This group of students represents only 11.4% of students in institutions of 
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higher education (National Center for Education Statistics, 2009).  In 2000, individuals 

who identified themselves as Latino/a administrators made up 3.6% of all student affairs 

administrators at NASPA member institutions (Reason et al., 2002).  Related statistics 

indicate that in U.S. higher education institutions, Latinos/as hold SSAOs roles in small 

numbers.  According to NASPA (2010b) membership records, there are currently 24 

Latino/a SSAOs in the country (see Table 1).  Postponing a response to the challenges of 

improving the education and advancement of Latinos/as is no longer an option (U.S. 

Census Bureau, 2000).  According to Gảndara (1995), addressing the issue of Latinos/as 

in higher education is a good opening to a long delayed and increasingly urgent 

conversation along these lines. 

Furthermore, Latinos/as hold 18.1% of full-time management, professional, and 

related occupations in the US. (U.S. Census Bureau, 2000).  The historic 

underrepresentation of Latinos/as in higher education and student affairs, coupled with 

rapid growth of the Latino population warrants the need to collect stories of success from 

Latino/a SSAOs who have “persevered” through the system. 

Table 1 

List of NASPA Members Who Self-Identify as Latino/a Administrators 

Job 
Title 

Assist. 
Dean 

Assoc. 
Dean 

Dean of 
Students 

Asst. Vice 
President 

Assoc. Vice 
President 

Vice 
President/SSAOs 

20 13 18 15 4 9 24 
Note.  From NASPA (2010b).  Members consist of over 11,000 members at 1,400 campuses and 
representing 29 countries. 

Turrentine and Conley (2001) noted the importance of SSAOs being 

representative of the diversity of the student body they serve.  The lack of representation 
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of Latino/a student affairs administrators can promote a cultural environment that is not 

responsive to the needs of Latino students (Turrentine & Conley, 2001). 

In addition, increased insights are needed by educational policymakers and 

practitioners relative to the recruitment of prospective Latinos/as to the senior post within 

Student Affairs, including insights related to the training, support, and promotion of both 

potential as well as incumbent SSAOs who are currently underrepresented in the 

executive ranks (Massé, Miller, Kerr, & Ortiz, 2007). 

 In sum, this study has significance at many levels.  It adds to the dearth of 

literature on the subject, affords current and future practitioners a better understanding of 

paths to the SSAO position, and provides insights for current and aspirant SSAOs who 

have been historically underrepresented in the executive ranks of U.S. public and private 

colleges and universities. 

Theoretical Framework 

This study used CRT as a theoretical framework.  CRT provides the researcher a 

lens through which to gain an in-depth understanding of factors that impact Latinos/as in 

their lives as SSAOs.  Further, CRT offers a strong conceptual framework upon which to 

assign meaning and practical application to research findings pertaining to lived 

experiences.  CRT also allows for the questioning of the status quo, provides educational 

empowerment, addresses social justice, and uses a trans-disciplinary understanding of 

racism, sexism, and classism in education (Solórzano & Yosso, 2001).  Solórzano and 

Yosso (2001) also noted that it is useful in amplifying narratives and counter-narratives 

in a fashion that illuminates lived experiences.  In addition, CRT provides a useful rubric 

for understanding the taken-for-granted privileges and inequities that are built into our 
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society (Ladson-Billings & Tate, 1995).  Finally, it is noted that CRT serves as a valuable 

lens when investigating the experiences of marginalized people (or groups of people) in 

majority settings, challenges traditional paradigms, methods, texts, and discourse on race, 

gender, and class showing how these social constructs intersect to impact communities of 

color and can help to provide rich, deep understandings of underrepresented groups 

(Solórzano, Ceja, & Yosso, 2000). 

Limitations 

A limitation of this study is that only 10 Latino/a SSAOs served as the sample 

population and its exclusive focus on Latinos/as in student affairs administration.  A 

second limitation of this study was factoring in the individual biases of the expert 

professionals that choose to recommend or not recommend a Latino/a SSAO to be a part 

of this study.  Thirdly, the primary directory of Latino/a SSAOs was gathered from these 

sources: American Association of State Colleges and Universities (AASCU), American 

College Personnel Association (ACPA), Hispanic Association of Colleges and 

Universities (HACU), NASPA, and Annual National Conference for Race and Ethnicity 

in American Higher Education (NCORE®) as cross-checked with individual institutional 

web sites, and other identified directories.  It is also important to note that the probing 

questions during the interviews, perceptions during observations, and areas of focus when 

conducting each document analysis was also limited to a certain extent by the scope and 

biases of the individual researcher. 

Delimitations 

The primary delimitation of the study was centered on the sample; selected, 

public, private, two- and four-year colleges and universities in certain areas of the U.S.  
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Thus, the potential findings identified are only applicable to Latino/a SSAOs found at 

similar institutions and in a similar region.  The rationale for this delimitation is primarily 

resource-based, as it would be difficult for the researcher to complete a study of all two- 

and four-year institutions with Latino/a SSAOs in the U.S.  There are approximately 24 

Latino/a SSAOs, 16 who are employed at four-year institutions and eight who are 

employed at two-year institutions (NASPA, 2010b).  The selected public and private two-

year and four-year college institutions have on-site, traditional, higher education 

administration, permanent staff and faculty, and offer student affairs/student support 

services and programs.  The SSAO of the institution is subordinate to the chief executive 

officer of the college or university. 

The study did not include institutions in which the researcher has been employed 

or is currently employed, nor did it include Tribal Colleges and Universities. 

Role of the Researcher 

 The researcher selected this topic for study based on an interest in the subject 

matter and having had numerous years of experience as Chief Student Affairs 

Administrator employed at a large four-year, high research activity, public university.  

The researcher is also a person of Hispanic/Latino background.  After reflecting back 

over a decade and half of his personal and professional experiences as a college student 

and student affairs administrator at four different institutions of higher education in the 

U.S., the researcher’s experiences have led him to inquire into the experiences of other 

Latinos/as who have remained in the field and excelled at their careers and institutions 

despite obstacles that they may have faced.  This researcher was curious about the stories 
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they had to tell, and the advice they would give other Latinos/as attempting to navigate 

careers in student affairs. 

 The researcher has also served as an active member and former chairperson of the 

Latino/a Network within ACPA and the Latino/a Knowledge Community within 

NASPA.  It should be noted that this population of Latino/a SSAOs is a small group of 

individuals throughout the country and within these professional associations.  This 

researcher did know several of the research participants prior to the study and he has had 

a professional relationship with a few of the research participants for several years.  

While the aforementioned experiences and roles provided greater access to research 

participants and institutions, in addition to increased professional knowledge of the 

subject, this may also have led to an increased risk of researcher bias in synthesizing and 

interpreting data.  Conversely, a predetermined set of criteria was used to select each 

participant for this study.  The researcher also conducted member checking to help 

triangulate the researcher’s interpretations for accuracy and validity (Shank, 2006). 

Definition of Terms 

 This study is focused on the experiences of Latino/a SSAOs serving in public 

two- and four-year colleges and universities of higher education in the U.S.  Terms 

associated with the subject matter and used considerably throughout the work are defined 

as follows: 

Administrator: an individual currently holding a position as a student affairs 

 administrator or as an assistant to or associate of one of the following: president, 

 provost, vice president, dean, chair, director, or coordinator in a university setting. 
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American College Personnel Association (ACPA): ACPA’s mission is to lead the student 

 affairs profession and the higher education community in providing outreach, 

 advocacy, research, and professional development to foster college student 

 learning (American College Personnel Association [ACPA], 2010). 

Collective case study design: a term used interchangeably with multiple case study. 

Four-year College and Four-year University (public or private): Doctorate-Granting 

 Universities that include institutions that award at least 20 doctoral degrees per 

 year (excluding doctoral-level degrees that qualify recipients for entry into 

 professional practice, such as the JD, MD, PharmD, DPT, etc.); Master’s Colleges 

 and Universities generally include institutions that award at least 50 master’s 

 degrees and fewer than 20 doctoral degrees per year (some institutions above the 

 master’s degree threshold are included among Baccalaureate Colleges, and some 

 below the threshold are included among Master’s Colleges and Universities); and, 

 Baccalaureate Colleges include institutions where baccalaureate degrees represent 

 at least 10% of all undergraduate degrees and that award fewer than 50 master’s 

 degrees or 20 doctoral degrees per year (some institutions above the master’s 

 degree threshold are also included).  All three categories exclude Special Focus 

 Institutions and Tribal Colleges (Carnegie Foundation for the Advancement of 

 Teaching, 2010). 

Hispanic: A term fabricated by the U.S. Census Bureau to include American residents 

 who identified themselves as Mexican, Puerto Rican, Cuban, Central, and South 

 American, and “other” Spanish descendants (Rochin & de la Torre, 1996). 
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Hispanic Association of Colleges and Universities: HACU’s mission is to champion 

 Hispanic success in Higher Education.  HACU fulfills its mission by promoting 

 development of member colleges and universities; improving access to and the 

 quality of post-secondary educational opportunities for Hispanic students; and 

 meeting the needs of business, industry; and government through the development 

 and sharing of resources, information; and expertise (HACU, 2008). 

Latino/a: A term sometimes used as a substitute for “Hispanic” in order to lessen the 

 implied European bias of the latter (Rochin & de la Torre, 1996).  The terms 

 Hispanic and Latino/a used in this study to represent Latino and Latina 

 individuals (or, Latinos and Latinas).  The terms Latino/a refers to peoples who 

 resided chiefly in the U.S. who’s extraction or descent of persons can trace their 

 origin to Mexico, Puerto Rico, Cuba, Spanish speaking Caribbean, Central and 

 South American countries and other Spanish cultures (Dictionary.com, 2012; U.S. 

 Census Bureau, 2012).  Their origin can be considered as the heritage, nationality 

 group, lineage, or country of the person or the person’s parent or ancestors before 

 they arrived in the U.S. (U.S. Census Bureau, 2012).  People who identify their 

 origin as Hispanic or Latino/a may be of any race (U.S. Census Bureau, 2012).  

 These individuals may self-identify themselves as Latin American, Puerto Rican, 

 Dominican, Colombian, Cuban, Central and South American, and other Spanish 

 cultures and Mexican American ancestry, to name a few, unless otherwise 

 indicated by a particular study to mean a specific ethnicity, including Brazilians 

 (U.S. Census Bureau, 2000, 2011).  The term Chicano is used to identify 
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 individuals who consider themselves to be of Mexican ancestry.  This term is also 

 used for Mexican Americans or for self-identification. 

Latin@; A term that provides a gender-neutral choice as an alternative to Latino or 

 Latino/a.  In Spanish, most nouns default to masculine or feminine, as do the 

 adjectives that describe them, so if a person is referring to a group of people that 

 includes a man, the word you would use for that group would be masculine—even 

 if that group is mostly made up of women.  A growing number of activists, 

 academics, and bloggers have taken to employing the webby appellation 

 “Latin@,” which includes both the masculine “o” and the feminine “a,” as a way 

 to describe people with Latin American roots (Demby, 2013). 

Latino/a pan ethnicity: A group or a collection of distinct national origins organizing 

 around an imposed panethnic identity to secure common resources, while 

 simultaneously creating greater symbolic identification with that panethnic group 

 (Padilla, 1985). 

Latino Critical Race (LatCrit) Theory: LatCrit is similar to Critical Race Theory.  LatCrit 

 is also concerned with a progressive sense of a coalitional Latina/Latino pan-

 ethnicity that addresses issues often ignored by Critical Race theorists such as 

 language, immigration, ethnicity, culture, identity, phenotype, and sexuality 

 (Solórzano & Delgado Bernal, 2001). 

Lived experiences: Van Manen’s lifeworld existentials (1990) contended that, “our lived 

 experiences and the structures of meanings in terms of which these lived 

 experiences can be described and interpreted constitute the immense complexity 

 of the lifeworld” (Van Manen, 1990, p. 101). 
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Multiple case study design: A term used interchangeably with collective case study. 

National Association of Student Personnel Administrators (NASPA): NASPA is the 

 leading voice for student affairs administration, policy, and practice and affirms 

 the Administrators’ commitment of student affairs to educating the whole student 

 and integrating student life and learning.  NASPA is the largest professional 

 association for student affairs administrators, faculty, and graduate students. 

National Conference on Race and Ethnicity (NCORE): The NCORE conference is the 

 leading and most comprehensive national forum on issues of race and ethnicity in 

 American higher education.  The conference focuses on the complex task of 

 creating and sustaining comprehensive institutional change designed to improve 

 racial and ethnic relations on campus and to expand opportunities for educational 

 access and success by culturally diverse, traditionally underrepresented 

 populations (National Conference on Race and Ethnicity [NCORE], 2011). 

Qualitative study: A term sometimes used as a substitute for “qualitative research” is an 

 umbrella concept covering several forms of inquiry, that help us understand and 

 explain the meaning of social occurrences and with as little interruption of the 

 natural surroundings as possible (Bogdan & Biklen, 2007; Merriam, 1998).  Other 

 terms often used interchangeably are naturalistic inquiry, interpretive research, 

 field study, participant observation, inductive research, case study, and 

 ethnography.  According to Merriam (1998), “in contrast to quantitative research, 

 which takes a part of phenomenon to examine component parts (which become 

 the variables of study), qualitative research can reveal how all the parts work 

 together to form a whole” (p. 6).  Additionally, the data collection has been 
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 termed “soft,” that is, rich in description of people, places, and conversations, and 

 not easily handled by statistical procedures (Bogdan & Biklen, 2007).  The data 

 collection is narrative or descriptive in nature that emphasize--naturalistic, 

 inductive, and the concern with process and meaning hence making this study a 

 qualitative study (Bogdan & Biklen, 2007).  

Racism: An unfavorable attitude and perhaps an unfavorable action toward people who 

 are members of particular racial or ethnic groups; it may or may not specify the 

 type of relationship that exists between unfavorable attitudes and actions; and the 

 idea of group ranking may be more salient (McLemore & Romo, 1998). 

Racial micro-aggressions: A contemporary form of racism that can be best described as a 

 subtle, offensive, mini-assault on people of color or other non-dominate groups 

 (Pierce, 1974).  Racial micro-aggressions are seemingly harmless, but the 

 cumulative weight of this form of racism over a lifetime can contribute to 

 diminished mortality, augmented morbidity, and flattened confidence (Pierce, 

 1974). 

Senior Student Affairs Officer(s) (SSAOs): Also known as Chief Student Affairs Officer, 

 is the senior officer and highest ranking member for student affairs who may have 

 the title of vice president, vice provost, associate vice provost, or dean of students 

 (Sandeen, 1991, 1996).  While responsibilities differ from institution to 

 institution, the SSAO directs all (or most) of the non-academic departments, 

 programs, and services (Sandeen, 1991, 1996). 

Skype™: A web-based software application that allows users to make free video/voice 

 calls and chats over the Internet.  Skype™ has additional features which include 
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 instant messaging, file transfer and video conferencing that may be helpful for 

 data and document collection. 

Two-year college (public or private): Associates colleges includes institutions where all 

 degrees are at the associate level, or where bachelor degrees account for less 

 than 10% of all undergraduate degrees, excludes institutions eligible for 

 classification as Tribal Colleges or Special Focus Institutions, as classified by the 

 Carnegie Foundation for the Advancement of Teaching’ 2010 classification. 

Organization of the Study 

 The second chapter includes a review of the related literature, including the 

development of and pathways toward the SSAO position, Latino/a experiences in higher 

education administration, and the emergence of CRT and LatCrit used for purpose of this 

study.  The third chapter describes the qualitative methodology used for this study.  It 

provides a detailed description of the conceptual framework, a thorough overview of the 

purposeful sampling strategies, how access was gained, the data collection strategies, and 

the use of ATLAS.ti as the primary tool for analyzing the data, in addition to a discussion 

of the trustworthiness of the data and ethical considerations. 

The fourth chapter contains the study results derived from the analysis of the data 

collected.  A profile of the 10 participants is presented.  Detailed information obtained 

from the interviews is provided case by case.  Following a thorough description of each 

case, findings related to the research questions are organized by themes.  The fifth 

chapter provides an overview of the research study, discussion of the findings in 

relationship to CRT, practical implication for the field of student affairs administration, 

and concludes with the limitations and opportunities for future research. 
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CHAPTER II. REVIEW OF RELATED LITERATURE 

This chapter focuses on the literature relevant to the development of and pathway 

towards the SSAO position.  A particular focus is placed on related literature relevant to 

the Latino/a experiences in higher education administration as well as the emergence of 

CRT. 

 According to Solórzano (1998), many Latinos/as in describing their higher 

education experience, reported feeling out of place and negative attitudes and behaviors 

attributable to their race and gender.  According to others, Latinos/as in higher education 

encounter few individuals within these settings who can effectively relate to their 

experiences and function as mentors and role models to address their concerns and doubts 

(Leon, 2003; Turrentine & Conley, 2001).  Those who have traveled the path before can 

encourage aspiring Latinos/as by providing advice and examples of strategies that can be 

used to navigate these settings where they continue to find themselves in the minority.  

However, there is a shortage of Latino/a administrators currently in U.S. higher 

education, which creates a void in terms of a support system of mentors, role models, and 

persons who can identify with the Latino/a experience. 

It is also noted by several writers that at many colleges and universities across the 

country, Latino/a faculty, staff, and students feel isolated and alone, with no one to turn 

to (Bernal, 2001; Gảndara, 1995; Leon, 2003).  These faculty, staff, and students may 

seek support of other faculty members, administrators, and students, but may not find 

many who look like them or know how they feel and thus persist, painfully alone.



 

 18 

Some researchers who have investigated the lived experiences of minority groups 

have used Critical Race Theory (CRT), especially in the case of African Americans.  Hart 

(2009), for example, investigated the lived experiences of African American male SSAOs 

as a critical lens to help assign meaning and practical applications to research findings, 

and identified the following themes as a result of his analysis: (1) Mobile Professionals, 

(2) Black Man's Burden, (3) Love for the work, (4) Racial Micro-aggressions, (5) 

Blocking of Black Male Bodies, (6) Cognitive-Time Responses and (7) Increasing 

Personal and Academic Capital.  Valverde and Casenell (1998) noted that narratives 

about their lives are instrumental in producing counter-stories to the myths and 

stereotypes used to justify inequities in the educational system. 

In addition to CRT, Hart (2009) used a collective case study approach and 

purposeful sampling to identify and secure the participation of executive-level 

administrators at Predominately White Institutions (PWIs).  The researcher approached 

potential participants via phone or letter and conducted in-depth interviews with 10 

African American SSAOs participants. 

Silva’s (2003) dissertation titled, A Culture of Success: An Examination of the 

Life Experiences and Professional Challenges of Mexican-American Female Academic 

and Student Affairs Administrators at Four Institutions in the University of Texas System, 

captured and documented the experiences and strategies employed by Hispanic women 

who have accessed and attained leadership positions in higher education, such as roles as 

academic and student affairs administrators.  This researcher also used CRT as a 

methodology, a theoretical framework, and a critical lens in the study. 
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Latino/a senior-level administrators employed at public and/or private two- and 

four-year colleges and universities rarely have opportunities to tell stories related to their 

struggle in mainstream settings.  Rather, according to Madison (2011), they have been 

underestimated, undervalued, and marginalized. 

The Senior Student Affairs Officer (SSAO) 

A review of the literature related to the SSAOs can be divided into two categories: 

(1) an historical description of the development of the SSAO position (Appleton, Briggs, 

& Rhatigan, 1978; Rudolph, 1990; Sandeen, 1991), and (2) the pathway to the SSAO 

position (Bloland, 1997; Earwood-Smith, Jordon-Cox, Hudson, & Smith, 1990; Evans & 

Kuh, 1983; Gold, Golden & Quatroche, 1993; Kuh, Evans, & Duke, 1983; Lunsford, 

1984; Ostroth, Efrid, & Lerman, 1984; Paul & Hoover, 1980; Rickard, 1985a, 1985b; 

Shay, 1984).  The most comprehensive work on the SSAO position was conducted by 

Sandeen (1991) in his book titled, The Chief Student Affairs Officer.  In this seminal 

volume, Sandeen examines the roles and responsibilities of the SSAO, the political 

interplay of this leadership role with other key administrative officers on a college and/or 

university campus, the type of leadership required for the position, and the difficulties in 

determining effectiveness within the role. 

Development of the Senior Student Affairs Officer Position.  The SSAO’s 

position grew out of a need, first on the part of the college president and then, eventually, 

the faculty to focus on their primary teaching priorities.  Originally, presidents of colleges 

served as the sole leaders of their institutions, responsible for setting the academic focus, 

providing for the discipline of students, and running the institution itself.  As the student 

bodies grew, the faculty members were eventually asked to take on the role of discipline 
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of students.  These roles and responsibilities became an increasing burden as college 

enrollments grow and as institutions of higher education developed into more complex 

organizations (Allen & Garb, 1993; Cohen, 1998; Rhatigan, 2000; Rudolph, 1990; 

Thelin, 2004).  In 1869, Harvard President Charles Eliot charted a new course with 

significant changes to Harvard and, ultimately, for higher education institutions 

(Rudolph, 1990).  One of those changes was the development of an elective system 

(Rudolph, 1990).  Another significant change was the appointment of a dean whose 

responsibilities included instruction, registration, and student welfare (Sandeen, 1991). 

 By 1890, Harvard was the largest college in the U.S. with significant increases to 

their student enrollment.  Eliot made another landmark decision by dividing the dean role 

into two separate positions.  He appointed dean of faculty whose responsibilities were to 

continue the work of developing a university and focusing on faculty related issues.  He 

also appointed a dean of the college whose responsibilities included all aspects related to 

student life and extracurricular matters (Sandeen, 1991).  For example, as Dean of the 

College, LeBaron Russell Briggs, administered a diverse set of tasks including assisting 

students with their needs, dealing with parents, attending to students who were ill, and 

responding to any and all student demands (Appleton et al., 1978; Fley, 1977; Rhatigan, 

2000; Rudolph, 1990).  During this time, Harvard students were predominately male as 

were Harvard’s faculty and administrators.  Thus, it follows that Briggs served as the first 

dean of men (Sandeen, 1991). 

Within the next several years, other notable demographic changes took place at a 

variety of institutions across the country, both in terms of student enrollments and faculty 

and administrative appointments.  For instance, in December of 1890, Swarthmore 
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College appointed its first dean of women, Elizabeth Powell Bond.  Around the same 

time at the University of Chicago, President William Rainey Harper was relentless in 

courting Alice Freeman Palmer as the University of Chicago’s first dean of women 

(Rhatigan, 2000). 

 As time progressed, the SSAO role evolved.  Propelled by the increased 

complexity of colleges and universities, differing needs of the administration, greater 

specialization and departmentalization, and an increase in the type of services provided to 

an ever-changing student population, the SSAO role adapted and took on different shapes 

and forms.  In recent years, the scope of the position has seen dramatic change.  Still 

responsible for all that happens under the rubric of student needs, SSAOs today are faced 

with serious social and moral issues not realized in earlier times.  The basic functional 

areas reporting to the SSAO have remained fairly constant, however, with greater 

specialized programs and services offered that reflect student needs (Kuh et al., 1983; 

Lunsford, 1984; Paul & Hoover, 1980).  Depending upon the size of the institution, its 

type of control (public or private) and the degree of complexity within the institution’s 

administrative structure as whole, the departments reporting to the SSAO have changed 

somewhat overtime. 

 Other changes can be seen in the different titles of SSAOs.  Prior to the mid-

1970s, the dean of student’s title reflected the highest-ranking person in student affairs.  

Later, many institutions change the title and scope of responsibilities to vice president, 

vice chancellor, or vice provost for student affairs (Paul & Hoover, 1980).  Brown (1997) 

further explains this changing role within American higher education: 
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The growth of the role and scope of student affairs has occurred for 

numerous reasons, including a changing and diverse student population. 

The influx of students with disabilities, learning disabled, ethnic minority, 

female, older, part-time, and international students have changed 

American higher education from the domain of middle-and upper-class 

citizens to a heterogeneous community demanding exemplary teaching, 

advising, interpersonal, and leadership skills from not only teaching 

faculty members but also student affairs professionals. (p. 545) 

This change reflected the campus growth that impacted the renaming of the dean of 

students post, to a senior level administrator, to the vice presidential post. 

Pathway to the SSAO Position.  The process by which people pursue the SSAO 

role is quite varied.  In fact, the SSAO career path is somewhat of an enigma.  Different 

paths are traveled without one delineated more clearly than another (Kuh et al., 1983; 

Ostroth et al., 1984; Rickard, 1985b).  The degree obtained by those who have achieved 

the position varies as well.  While the predominance of SSAO holds terminal degrees, 

their disciplinary backgrounds differ considerably (Earwood-Smith et al., 1990; 

Lunsford, 1984; Paul & Hoover, 1980).  Along these same lines, some have argued that 

academic training has no bearing on attaining the SSAO position, asserting instead that 

the more critical factor advancement is job performance and experience (Bloland, 1997; 

Lunsford, 1984). 

 Further, it is common for SSAOs to specialize in a particular type of student 

affairs function or unit initially in their career possibly serving as a director of a 

department at one time.  It is also common for up-and-coming SSAOs to move into a 
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generalist type of position prior to moving into the top administrative role.  Experience as 

a generalist, such as serving as an assistant or associate dean, is a key component for 

demonstrating one’s readiness to manage the complexity in a smaller capacity because it 

demonstrates the ability to handle a wide array of college and university issues 

(Earwood-Smith et al., 1990; Lunsford, 1984). 

 Bloland (1979) emphasized that, when assuming the leadership of the division of 

student affairs, the SSAO must develop a new set of management skills along with a new 

orientation towards his or her work.  In essence, SSAOs change “careers” from student 

personnel to professional administration.  The SSAO becomes a senior administrator who 

specializes in student affairs rather than a student affairs administrator who manages 

additional institutional responsibilities (Bloland, 1979).  The execution of such a 

paradigm shift signals that the SSAO is ready to elevate to the role of senior leader.  

College and university presidents look for SSAOs who know the difference. 

 They also look to SSAOs for guidance regarding campus related issues (Brown, 

1997; Shay, 1984).  However, reporting lines very institutionally.  SSAOs most 

frequently report to the chief executive officer or the chief operating officer or the chief 

academic officer.  Reporting to one or the other has significant implications for student 

affairs.  Resources are made available or are more scarce depending upon the division’s 

organizational positioning (Gold et al., 1993; Shay, 1984).  Given that student affairs is 

seen typically as an ancillary, or in other words supplemental, arm of the institutional 

mission, it is essential that the SSAO be astutely aware of these political realities.  The 

composure and performance of the SSAO is critical.  Barr and Albright (1990) explained, 

“Student affairs administrators generally have not been adept in understanding and using 
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the political process of higher education.  The skill deficit must be corrected if student 

affairs is to be an equal partner in the future of higher education” (pp. 191–192). 

 The political awareness and competence are critically important in understanding 

who their constituents are and how to serve them.  For SSAOs, the first constituency are 

students, but also includes their colleagues in other major divisions of the college or 

universities, such as the president and the board of trustees, and the needs of the 

communities that they serve (Dungy & Ellis, 2011).  These expectations and political 

connections are essential to the role of today’s SSAO.  Furthermore, in the rapid changes 

occurring in higher education, the growing complexities of the SSAOs role now includes 

staying in continuous learning mode, being adaptable and willing to embrace change, 

being open to take on tasks with which they have no direct experiences, and having a 

deep understanding of the educational and developmental needs of students (i.e., working 

more with troubling and troubled students who are in need of medication and therapy to 

keep them stable and functioning) (Moneta & Jackson, 2011; Van Der Werf & Sabatier, 

2009).  They also need a working knowledge of the legal, regulatory, and compliance 

expertise required by the Health Insurance Portability and Accountability Act of 1996 

(HIPAA) and the Family Educational Rights and Privacy Act of 1974 (FERPA), and of 

the myriad related obligation in the mental health field (Van Der Werf & Sabatier, 2009).  

This is in addition to their traditional roles of helping general students, building 

collaborations and partnerships with faculty, and advocating and helping their institutions 

with communication, budgeting, change, morale and motivation, organizational structure, 

outcomes/results, and planning and allocation of resources (Moneta & Jackson, 2011; 

Van Der Werf & Sabatier, 2009). 
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In the past two decades, several national professional organizations have 

developed training and/or mentorship programs that encourage the progress, or lack of it, 

of Latinos/as, African Americans, Asian Americans, Native Americans/Indigenous 

Peoples, LGBT individuals, women, and other non-dominate groups/individuals to 

become SSAOs or chief executive officers in higher education.  These organizations 

include: 

• American Association of State Colleges and Universities (AASCU).  The 

Millennium Leadership Initiative (MLI) is a premier leadership development 

program that provides individuals traditionally underrepresented in the highest 

ranks of higher education the opportunity to develop skills, gain a philosophical 

overview and build the network needed to advance to the university or college 

presidency (AASCU, 2012). 

• American Council on Education (ACE).  The Inclusive Excellence Group focuses 

on programs, resources and research to foster greater diversity and inclusion in 

higher education, particularly within senior leadership ranks (ACE, 2012). 

• National Association of Student Personnel Administrators (NASPA).  The Institute 

for Aspiring SSAOs is geared toward mid-level managers who report directly to a 

senior student affairs or academic officer for their institution and aspire to become 

a SSAO (NASPA, 2010a). 

• American College Personnel Association (ACPA).  SSAOs Symposiums are a 

series of eight tailored sessions for current or aspiring deans, vice presidents and 

student affairs officers who are interested in trends facing Higher Education and 

want to gain strategies to advance in their career (ACPA, 2011). 
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• Hispanic Association of Colleges and Universities (HACU).  A Kellogg 

Foundation initiative, the Kellogg Leadership Fellows Program, designed to 

prepare the next generation of senior Latino leaders at Hispanic-Serving 

Institutions, has been discontinued while new funding sources are being explored.  

From 2003 to 2006, under the aegis of the Alliance for Equity in Higher 

Education, it benefited from active collaboration and some joint programming 

with the American Indian Higher Education Consortium (AIHEC) and the 

National Association for Equal Opportunity (NAFEO) (HACU, 2011). 

While these professional organization’s efforts have made some impact, Latinos/as still 

hold the post of SSAO in low numbers (Silva, 2003). 

As the SSAOs role in colleges and universities continue to evolve, change and 

become more complex, the pathway to this position has proven to be more elusive for 

Latinos/as student affairs professionals.  At a time when growth of the Hispanic 

population is on the rise and the need for an educated workforce is in high-demand, those 

in the higher education system with the greatest opportunity to identify with Hispanic 

students, build community, and retain them, are few in number (Dungy & Ellis, 2011: 

Padilla & Chávez, 1995; Rodriguez, 2006; Silva, 2003). 
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Latino/a Experiences in Higher Education Administration 

A review of the available literature shows there has been little or no scholarly 

attention to Latino/a administrators, specifically in Student Affairs or in higher education 

(Martinez, 2005).  The earliest scholarly study of Latino/a administrators or leaders was 

Esquibel’s (1977) dissertation on the Chicano administrators in colleges and universities 

in the Southwest.  Esquibel surveyed Chicano administrators in 2-year colleges and 4-

year colleges at the department chairperson level or higher who were either tenured or on 

regular education and general funds in five states: Arizona, California, Colorado, New 

Mexico, and Texas.  He found four factors as influential in their appointment: (a) political 

involvement and contacts, (b) pressures by Chicano students and community members 

for more Chicano administrators, (c) the Chicano concentration or ethnic composition of 

the respondent’s institution and community, and (d) affirmative action plans and 

requirements (Esquibel, 1977). 

Two years after Esquibel’s study, Acevedo (1979) did a study on the socialization 

of Mexican-American mid-level administrators in Texas institutions of higher education.  

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

socialization to the norms and values of the institution, (b) limited roles at the institutions, 

in many instances prescribed along ethnic concerns, (c) demands of ethnic constituencies 

to take their needs within the purview of the institution, (d) paucity of reference or peer 

group members important for direction on reference to institutional requirements, and (e) 

lack of institutional sponsors or mentors to serve as advocates or support system.  

Martinez (2005) found that some scholarly works on Latina/o leaders were published in 

the l990s including, one by Esquibel in l992 and the other by Haro in l995.  Esquibel’s 
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(1992) study was a replication of his l977 dissertation 15 years earlier.  He found that in 

addition to the four factors identified in his 1977 dissertation that influenced the 

appointment of Chicano administrators, three additional factors were cited by the 

respondents to this survey: (a) new initiatives, such as training programs, workshops, and 

so forth; (b) emphasis the administrator placed on maintaining Chicano roots; and (c) 

advocates on the governing boards, screening committees, and search firms (Esquibel, 

1992).  In addition, Haro’s 1995 study found that Latinas/os interviewed for executive 

positions were held to a higher standard during the search process. 

In the early l990s, a few dissertations also focused on Hispanic women in higher 

education administration.  Gorena (1994) collected data from 68 participants in the U.S. 

using an instrument adapted from one used by ACE to survey women presidents in 

colleges and universities.  In her findings was a profile of the Latina senior higher 

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

Catholic, and holding a doctorate.  In a more recent study, Silva’s (2003) studied the life 

experiences and professional challenges of Mexican-American female academic and 

student affairs administrators at four institutions in the University of Texas system.  Silva 

(2003) found that the female administrators made adjustments in their cultural identity, 

were grounded in their family, had a strong work ethic, and a passion to make a 

difference. 

Some recent studies include Valverde’s (2003) book on the adversity, challenges, 

and dilemmas faced by leaders of color in institutions of higher education.  It was critical 

examination that found that institutions, at times, can be harsh towards leaders of color.  

Leon’s (2003, 2005) two recent books are major contributions to the literature on the 
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development of Latino/a leaders in higher education.  In his 2003 book, Leon included 

demographic information about Latinos/as in the twenty-first century, the transition of 

Latino/a students from high school to college, their experiences in urban community 

colleges, and options for them to enter graduate studies.  He also highlighted faculty 

mentoring programs as well as the experiences of Latino/a academic leaders.  Leon 

(2003) went on to propose a model for leadership development programs for Latinos/as. 

Leon’s 2005 book not only provided data reflective of Latino/a demographics, but 

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

book described not only the older, traditional programs of leadership development in 

higher education, but also newer programs designed to prepare future leaders in higher 

education. 

De Los Santos and Vega (2008) found that a total of 7,006 Hispanic individuals 

were full-time administrators at postsecondary institutions in the U.S. representing 3.9% 

of the total of 178,443 individuals in such positions.  Out of these numbers, full-time 

Latina female administrators represented 3,847 and Latino male full-time administrators 

represented 3,159 of the individuals in such positions.  Although Hispanic female 

administrators slightly outnumber Hispanic male full-time administrators in 2-year and 4-

year institutions in the U.S., males outnumber females at the president and chancellor 

level.  According to De Los Santos and Vega (2008) a total of 91 Hispanic individuals 

were presidents or chancellors—66 were male and 25 were female.  The majority, or 48, 

of them served in community colleges.  Of these individuals, 33 were male and only 15 

were female. 
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According to Ehrich (1995), a glass ceiling does exist and is operating in higher 

education administration for Hispanic females, and not just exclusively in senior 

management, but throughout various levels of educational administration (Ehrich, 1995). 

Emergence of Critical Race Theory and Latino/a Critical Race Theory 

 CRT is a theoretical framework that draws upon and extends a broad literature 

base in law, philosophy, sociology, history, ethnic studies and women’s studies (Delgado, 

1995: Delgado & Stefancic, 2000; Espinoza, 1990; Garcia, 1995; Hernandez-Truyol, 

1997; Johnson, 1997; Ladson-Billings & Tate, 1995; Martinez, 1994; Montoya, 1994; 

Solórzano et al., 2000; Solórzano & Yosso, 2002; Tate, 1997; Valdés; 1996, 1999).  CRT 

was primarily built upon the work of legal scholars who believe that racism is intertwined 

in the fabric of American life (Delgado & Stefancic, 2000; Solórzano & Yosso, 2002).  It 

is an outgrowth of the early work of critical legal scholars Derrick Bell and Alan 

Freeman, both of whom were deeply distressed over the slow pace of racial reform in the 

U.S. in the mid-1970s (Delgado & Stefancic, 2000).  Soon scholars like Richard Delgado, 

Kimberle Crenshaw, William Tate, Charles Lawrence, Mari Matsuda and Angela Harris 

joined them in their discontent and argued that racial progress since the civil rights 

movement of the 1960s had slowed drastically and, in some cases, rolled back.  They 

believed that traditional approaches like filing legal briefs, engaging in protests, 

developing new legal strategies, or writing articles in an effort to appeal to the moral fiber 

of fellow citizens were no longer productive in pursuing racial justice.  Many scholars 

were in agreement that a new approach was needed, and as a result, the CRT movement 

gained tremendous momentum.  Collectively, legal and political scholars questioned 

whether the philosophical underpinnings of traditional color-blind approach are capable 
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of supporting continued movement toward social justice in a climate of retrenchment 

(Tate, 1997).  CRT was initially used in legal studies but has since been extended to 

education (Hart, 2009; Ladson-Billings & Tate, 1995; Silva, 2003; Solórzano et al., 

2000). 

Comprehensively, CRT strives to eliminate racial oppression and achieve racial 

justice (Tate, 1997).  Delgado (1995) highlights three basic insights of this theory.  First, 

the normalcy of racism within American society is seen as an ingrained feature of the 

landscape, appearing ordinary and natural to persons within the culture.  Second, culture 

constructs social reality in ways that promote its own self-interest, specifically the self-

interest of elite groups.  Third, interest-convergence is seen as a way that White elites 

tolerate or encourage racial advancement for Blacks (people of color) only when also 

promoting White self-interests. 

Since the formation of CRT, there has been a discourse within the legal academy 

in the U.S. following a 1995 colloquium in Puerto Rico on Latino/a communities and 

CRT.  The concept of LatCrit theory was coined as a relatively recent genre of critical 

“outsider jurisprudence,” a category of contemporary scholarship including critical legal 

studies, feminist legal theory, critical race theory, critical race feminism, Asian American 

legal scholarship, and queer theory (Valdés, 1996, 1999).  From that colloquium, the 

annual conferences then flowed.  And from the beginning, the LatCrit conference focuses 

on the limits and possibilities of Latina/o “pan-ethnicity.”  LatCrit scholars have 

highlighted the importance of community building on terms that amount to 

antiessentialist, antisubordination praxis at a collective level (Valdés, 1999).  The basic 

goals have been: (a) to develop a critical, activist and inter-disciplinary discourse on law 
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and policy towards Latinos/as; and (b) to foster both the development of coalitional 

theory and practice as well as the accessibility of this knowledge to agents of social and 

legal transformation.  LatCrit theorists aim to center Latinos/as multiple internal 

diversities and to situate Latinos/as in larger inter-group frameworks, both domestically 

and globally, to promote social justice awareness and activism (Valdés, 1999). 

LatCrit is also concerned with a progressive sense of a coalitional Latino/Latina 

pan-ethnicity and addresses issues often ignored by critical race theorists such as 

language, immigration, ethnicity, culture, identity, phenotype, and sexuality (Espinoza, 

1990; Garcia, 1995; Hernandez-Truyol, 1997; Johnson, 1997; Martinez, 1994; Montoya, 

1994; Valdés, 1996).  However, the five themes that form the basic perspectives, research 

methods, and pedagogy of a CRT and LatCrit framework in education are the same.  

Furthermore, LatCrit theory is supplementary, complementary, to CRT.  “LatCrit theory 

at its best should operate as a close cousin—related to critical race theory in real and 

lasting ways, but not necessarily living under the same roof” (Valdés, 1996, pp. 26–27). 

To this end, studying the complex existence of Latino/a SSAOs requires a 

theoretical framework that critically examines the racialized reality of these Latino/a 

administrators.  This can be found in CRT and LatCrit, which provide an infrastructure 

and critical lens with which to study this population.  As a result, CRT with its goals of 

academic and social activism, was created to counter the universality of the White 

experience or judgment as the authoritative standard.  This standard was used to bind 

people of color and establish normative measures that directed, controlled, and regulated 

the terms of proper thought, expression, presentation, and behavior (Delgado, 1995). 
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Chapter Summary 

This chapter focused on the literature relevant to the role of Senior Student Affairs 

Officers (SSAOs), the development of and pathways towards the SSAO position, the 

Latino/a experiences in higher education administration, and the emergence of CRT. 

The research focusing on the development of and pathways toward the SSAO 

position is divided into two categories: an historical description of the development of the 

SSAO position, and the pathway to the SSAO position.  Current research describing 

Latino/a administrator’s experiences include the identification of factors that influence 

their appointment (Esquibel, 1977); socialization (Acevedo, 1979); and collections of 

scholarly works (Martinez, 2005).  Esquibel replicated his l977 dissertation and found in 

addition to the four factors identified as influencing the appointment of Chicano 

administrators that Latinas/os being interviewed for executive positions were held to a 

higher standard during the search process (Haro, l995).  Also, at the beginning l990s, a 

few dissertations began to focus on Hispanic women in higher education administration 

(Gorena, 1994; Silva, 2003).  More recently, Valverde’s (2003) book addresses the 

adversity, challenges, and dilemmas faced by leaders of color in institutions of higher 

education, and Leon’s (2003, 2005) two recent books represent major contributions to the 

literature on the development of Latino/a leaders in higher education. 

This dissertation used CRT as an epistemological framework and theoretical tool 

for understanding the experiences of Latino/a SSAOs.  CRT is a theoretical framework 

that draws upon law, sociology, history, ethnic studies, and women’s studies.  It is built 

upon the work of scholars who believe that racism is intertwined in the fabric of 

American life (Delgado & Stefancic, 2000; Solórzano & Yosso, 2002).  CRT was 
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initially used in legal studies, but has since been extended to education (Hart, 2009; 

Ladson-Billings & Tate, 1995; Silva, 2003; Solórzano et al., 2000).  CRT in education is 

slightly different than its legal applications: 

however, in that it puts race and racism in the foreground as well as challenge the 

traditional paradigms, methods, texts, and separate discourse on race, gender, and 

class by showing how these social constructs intersect to impact communities of 

color. (Solórzano et al., 2000, p. 63) 

It should also be noted that following the emergence of CRT, there has been a 

discourse within the legal academy of the U.S. revolving around the concept of LatCrit 

theory, coined within a relatively recent genre of critical outsider jurisprudence.  Outside 

jurisprudence represents a category of contemporary scholarship including critical legal 

studies, feminist legal theory, critical race theory, critical race feminism, Asian American 

legal scholarship, and queer theory (Valdés, 1996, 1999).  LatCrit focuses on the limits 

and possibilities of Latino/a pan-ethnicity.  Through the use of CRT as an investigative 

lens, this study gives voice to this sub-group of Latino/a administrators who have 

successful navigated the tumultuous environment that commonly exists at higher 

education. 



 

 35 

CHAPTER III. METHODOLOGY 

If the artist does not perfect a new vision in his process of doing, he acts mechanically 
and repeats some old model fixed like a blueprint in his mind. 

-John Dewey, 1934, p. 50 

 The purpose of this study was to examine the challenges in becoming a SSAO and 

how the intersection of race influences the lived experiences of Latino/a SSAOs at 

selected public and private two- and four-year colleges and universities in the U.S.  The 

researcher explored and documented personal self-descriptions of Latino/a SSAOs 

experiences navigating their careers in public or private colleges and universities in the 

U.S.  A particular focus of the research is to present or picture of how Latinos/as have 

experienced and responded to their perceptions of racism, if any, and/or other forms of 

discrimination in these settings.  The researcher also examined factors that these Latino/a 

SSAOs perceive as most critical to their success and the success of other Latinos/as 

administrators.  The narratives provided by this unique group of administrators gave a 

voice to the meaning they have prescribe to their lived experiences at public and private 

colleges and universities. 

This chapter describes the qualitative research methodology used to investigate 

the lived experiences of the Latino/a SSAOs in the sample.  This chapter begins with a 

detailed description of the conceptual framework and research design in this study.  The 

next sections discussed the study group, procedures, methods of data collection, and data 

analysis procedures are discussed in detail.  This chapter concludes with a discussion 

about the trustworthiness of the data and the ethical concerns considered.
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Conceptual Framework 

Critical race theory.  One of the primary objectives of this research was to 

gain a better understanding of how Latino/a SSAOs experience and respond to racism 

at selected colleges and universities.  As such, CRT served as a theoretical framework 

for this study which focused on racism and its argument that racism is endemic in U.S. 

society (Solórzano & Yosso, 2001).  CRT maintains that racism is deeply ingrained 

legally, culturally, and psychologically (Gilborn, 2008).  According to Solórzano 

(1998), there are five tenets that form the basic perspectives, research methods, and 

pedagogy of CRT as it is applied to educational research: 

1. The centrality of race and racism and their intersection with other forms of 

subordination: CRT starts from the premise that racism is intertwined into the 

fabric of the U.S. (Bell, 1992; West, 2001).  It asserts that race continues to be 

a significant factor in determining inequity and success (Harris, 1995). 

2. The challenge to dominant ideology: CRT challenges White privilege and 

refutes the claims that educational institutions make toward objectivity, 

meritocracy, color-blindness, race neutrality and equal opportunity (Parker, 

Deyhle, & Villenas, 1999; Yosso, Parker, Solórzano, & Lynn, 2004).  It argues 

that these traditional claims are “smoke screens” to preserve or advance the 

self-interests, power, and/or privilege of dominant groups in the U.S. (Bell, 

1980, 1987; Calmore, 1992; Solórzano, 1997). 

3. The commitment to social justice: CRT is committed to social justice and 

offers a liberator or transformative response to racial, gender, and class 

oppression (Matsuda, 1991).  Such a social justice research agenda exposes the 
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interest-convergence (Bell, 1987) of civil rights gains in education and works 

toward the elimination of racism, sexism, and poverty among Latinos/as and 

other oppressed groups (Solórzano & Delgado Bernal, 2001). 

4. The centrality of experiential knowledge: CRT recognizes that the experiential 

knowledge of people of color is legitimate, appropriate and critical to 

understanding, analyzing and teaching about racial subordination (Solórzano & 

Delgado Bernal, 2001). 

5. The trans-disciplinary perspective: CRT goes beyond disciplinary boundaries 

to analyze race and racism within both historical and contemporary contexts, 

drawing on scholarship from ethnic studies, women’s studies, sociology, 

history, law, psychology, film, theatre and other fields (Delgado, 1984, 1992). 

 These five tenets or themes informed the study’s major research questions and 

research methodology employed.  As such, the main research question centers the 

racialized experiences of Latino/a SSAOs within selected two- and four-year colleges 

and universities in the U.S.  The qualitative methodology employed was used in an 

effort to further inform the underlying premise of CRT that states that once victims 

hear the voices of others injured by racism and other forms of oppression, they will 

realize that they are not alone in their struggle, become empowered by the stories of 

their community, and learn how to articulate arguments to better defend themselves in 

oppressive environments (Solórzano & Yosso, 2002). 

Probing their experiences through this qualitative lens positioned the selected 

group of successful Latino/a SSAOs to name their realities using the conceptual tools 
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of counter-stories and narratives. Delgado (1989) suggested that there are at least three 

reasons for naming one’s own reality: 

1. Much of reality is socially constructed; 

2. Stories provide members of out-groups a vehicle for psychic self-preservation, 

and; 

3. The exchange of stories from teller to listener can help overcome 

ethnocentrism and the dysconscious conviction of viewing the world in one 

way. 

 This theoretical framework is appropriate for this qualitative research study in 

exposing, analyzing, and challenging the culturally deficient stories communicated by 

the dominate group (Delgado & Stefancic, 2000; Solórzano & Yosso, 2002).  CRT is 

also informed by a concept that Derrick Bell (1980) referred to as interest-

convergence.  This concept argues that White elites will tolerate or encourage racial 

advances for Blacks and other people of color only when they simultaneously promote 

White self-interest.  The theory also maintains that the White majority will not support 

civil rights policies and social justice initiatives that threaten White social status.  In 

conclusion, this study employed the tenets of CRT to inform the research design of 

this study of Latino/a SSAOs at colleges and universities.  This paradigm centers their 

experiential knowledge and attempts to shed light in the dark corners that often go 

unexplored in these privileged academic spaces. 

Research Design 

A qualitative, collective case study research design was used to investigate the 

lived experiences of Latinos/as who are employed as SSAOs at two- and four-year 



 

 39 

selected colleges and universities in the U.S. (Bogdan & Biklen, 2007; Merriam, 1998; 

Yin, 1984).  Qualitative research designs are advantageous when the researcher is 

interested in allowing participants to tell their stories (Glesne & Peshkin, 1992).  It is 

noted that a number of terms are used for multiple case studies and they can also take a 

variety of forms (e.g., collective case studies, cross-case studies, multi-case or 

multisite studies, or comparative case studies) (Bogdan & Biklen, 2007; Merriam, 

1998; Yin, 1984).  For purposes of this study, the terms multiple case study and 

collective case study were used interchangeably. 

 The research method is also especially appropriate because it is in alignment 

with the primary theoretical framework, CRT, which allows for subjectivity in terms 

of liberating the voices of those who have been historically silenced by society 

(Ladson-Billings & Tate, 1995).  Gall, Borg, and Gall (1996) explained that 

quantitative researchers assume an objective social reality, while qualitative 

researchers assume that social reality is constructed by the participants in it.  

“Qualitative research strategies often are used to obtain phenomenological and 

existential information about the human condition that by the very nature of the data, 

would be nearly impossible to acquire through conventional statistical means” (Levers, 

2006, p. 385).  Making meaning, explaining their lives, reporting how various 

experiences have affected them, and other broad forms of how people interpret the 

world and their experiences are the basis for qualitative research and the primary 

reason why this method is optimal for this study (Schuh & Upcraft, 2001). 

 Qualitative research designs can be classified as interactive or non-interactive 

and then further delineated within each of these major types (McMillan & 
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Schumacher, 2006).  Interactive designs use face-to-face techniques to collect data 

from people in their natural settings.  Common examples of interactive designs include 

ethnography, phenomenology, case study, grounded theory, and critical studies.  Non-

interactive designs are often referred to as analytical research.  This type of qualitative 

design investigates concepts and events through an analysis of documents.  Common 

examples of analytical research include concept analysis and historical analysis, for 

purposes of this study.  The researcher used both interactive research methods 

(collective case study) and non-interactive research method (document analysis) in 

order to obtain a thick rich description that can be read and lived vicariously through 

others (Bogdan & Biklen, 2007; Shank, 2006). 

Qualitative case study research.  The researcher used a qualitative, multiple 

case study design in order to conduct an in-depth examination of the experiences of a 

selected group of Latino/a administrators who have advanced to the level of SSAOs at 

colleges and universities in the U.S.  Yin (1984) defined case study research as an 

empirical inquiry that investigates a contemporary phenomenon within its real-life 

context, when the boundaries between phenomenon and context are not clearly evident 

and, in which multiple sources of evidence are used.  This design is appropriate 

because it builds upon personal accounts to give a deeper, richer, and more complex 

picture of the work experiences of Latino/a SSAOs (Bogdan & Biklen, 2007; Shank, 

2006).  According to McMillan & Schumacher (2006), use of the qualitative method 

enables others to understand similar situations and apply findings in subsequent 

research or practical situations. 
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 Stake (1995) identified three types of case studies: intrinsic, instrumental, and 

collective.  An intrinsic case study is conducted when a researcher wants to better 

understand a particular case.  An instrumental case study is a particular case that is 

examined to provide insights into an issue versus focusing on the particular case.  The 

purpose of this type of case study is to go beyond the case.  The instrumental case 

study becomes a multiple or collective case study when it involves looking at several 

cases (Glesne, 2006; Stake, 2006).  A multiple, or collective, case study includes a 

small collection of people, activities, policies, strengths, problems, or relationships that 

are studied in detail. 

 The researcher took a collective approach to this study by investigating several 

unique cases and allowing for greater insight regarding issues both internal and 

external to each case.  Each case has its own story allowing the researcher to 

investigate phenomenon in a bounded integrated system (Glesne, 2006), that is, a set 

of individuals—Latino/a SSAOs—bounded in a particular place—public colleges and 

universities.  According to Yin (2003), “the analytic conclusions independently arising 

from studying several cases are more powerful than those coming from a single case” 

(p. 53). 

 A few similar studies were found that used the collective case study approach.  

For instance, Hart (2009) used a collective case study to investigate the experiences of 

African American male SSAOs.  There are several other examples in which 

qualitative, collective case studies have been used (Crudden, 2002; Davey, Askew, & 

Godette, 2003; Duquette, Stodel, Fullarton, & Hagglund, 2006; Kehrwald, 2008; 

McNamara & Bailey, 2006; Phelan, Barlow, & Iversen, 2006; Rolle, Davies, & 
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Banning, 2000; Wright, White, & Gaebler-Spira, 2004).  In each of these studies, the 

authors were interested in gaining a better understanding about a particular 

phenomenon.  The participants in these studies had to meet a set of predetermined 

criteria to be included.  The number of participants ranged from six to 20 participants, 

with an average of 10 participants per study.  In a collective case study that examined 

the factors that influence the job retention of workers with vision loss, Crudden (2002) 

conducted in-depth telephone interviews with 10 participants with visual impairments 

(blind or low vision) who continued to work in the competitive labor market.  The 

participants gave voice to their experiences and described personal characteristics they 

believed influenced their ability to retain employment. 

Davey et al. (2003) used collective case study and purposeful sampling to 

investigate how families adjust to and cope with non-terminal parental cancer.  

Potential participants were referred by two radiation oncologists who worked in 

hospitals in Georgia.  Participants had to meet the following criteria: (a) at least one 

parent had been diagnosed with cancer in the last four years; and (b) there was at least 

one child between the ages of 11 and 18 still living in the home, and that child had 

been told about the parent’s cancer diagnoses.  Duquette et al. (2006) used a collective 

case study to examine the persistence in high school among students with Fetal 

Alcohol Spectrum Disorder.  Purposeful sampling strategies were used to identify 

eight adolescents.  Data was collected using in-depth interviews.  All of the interviews 

were conducted by telephone because the research budget did not permit travel to the 

various sites.  Kehrwald (2008) used collective case study to investigate the online 

learning experience of four online learners.  In-depth interviews were conducted over a 
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10-week period.  The analysis of the data used a three-step process: (a) data reduction, 

(b) display and examination, and (c) conclusion drawing and verifying. 

McNamara and Bailey (2006) conducted in-depth telephone interviews with 

eight participants that examined faculty perceptions regarding the transition from 

traditional standards and assessment procedures to the use of new performance-based 

standards and assessments for graduate students in the Department of Speech.  This 

study gave voice to the perceptions of faculty and staff regarding use of a standards-

based exit portfolio system for students in a Speech-Language Pathology graduate 

program at a medium-sized, public university. 

Study Group 

The study group, for purposes of this study, consisted of Latinos/as who were 

employed as SSAOs at selected two-and four-year colleges and universities in the U.S.  

The selection of participants for this multiple case study employed a purposeful 

sampling technique.  This technique was appropriate for this study because of its ideal 

nature as a tool to use when a researcher is interested in selecting information-rich 

cases for in depth study, and without the need to generalize the findings to all cases 

(Patton, 2002; Shank, 2006).  It was also selected because of its ability to increase the 

utility of the information obtained from small samples.  Table 2 describes the different 

kinds of purposeful sampling approaches (Miles & Huberman, 1994). 
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Table 2 

Description of Purposeful Sampling Strategies 

Sampling Type Description 

Typical Samples are selected because they reflect the average person, 
situation, or instance of the phenomenon of interest. 

Extreme or deviant Cases that are rich because they are unusual or special in case 
sampling some unique way. 

Intensity Cases that are information rich but are not unusual. 

Homogenous A small sample of individuals who share common 
characteristics and describe it in depth. 

Stratified 
purposeful 

Consists of taking a sample of above-average, average, and 
below-average cases. 

Criterion Selects subjects on the basis of certain predetermined criteria. 

Confirming or 
disconfirming case  

Includes subjects who will confirm what has been learned 
already, or will disconfirm what has been learned; that is, they 

will disagree with what has been learned. 

Opportunistic That the researchers include an unexpected case in the sample 
because of something that occurs unexpectedly. 

Politically 
sensitive 

Included because of the politically sensitive nature of the 
situation. 

Convenience Involves selecting individuals because they are easy to identify 
and invite to participate in the study. 

Snowball or chain 
referral 

Respondents are asked who else among the potential 
respondent group may be knowledgeable about the subject 

under study. 

Maximum 
variation 

Select to obtain differences of perceptions about a topic among 
information-rich informants or groups. 

Note.  Source: Miles and Huberman (1994). 
 
 A sample size of 10 Latino/a SSAOs (five Latino and five Latina SSAOs from 

different two-year colleges and different four-year universities) are included in this 
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study.  Although a collective case study is designed with more concern for 

representation, the opportunity to learn from the stories, counter-stories, and narratives 

of this unique subgroup of administrators is of central significance.  This study used a 

combination of purposeful sampling techniques: criteria sampling, maximum variation 

sampling, and snowball sampling.  The decision to utilize these strategies are directly 

related to the specified intent of the study, which is to investigate the experiences of 

Latinos/as who are employed as SSAOs at selected colleges and universities.  Thus, 

due to the uniqueness of this population, participants had to meet a set of 

predetermined criteria.  Table 3 outlines the way in which criteria sampling was used 

to identify potential participants, along with the reasoning for each.  This purposeful 

strategy was employed in a similar study that examined racial micro-aggressions and 

how they influence the collegiate racial climate.  Hart (2009) used a purposive 

sampling technique to identify participants who were African American, currently 

Senior Student Affairs Officers, enrolled at predominately White institutions, and 

working at public or private four-year colleges and/or universities.  This 

predetermined criterion was deemed necessary based on the extent in which the 

subjects could contribute to the research study. 
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Table 3 

Description of Predetermined Criteria 

Criteria Description and Rationale 

Ethnicity The SSAOs has self-identified as Latina or Latino. 

Institution type The SSAO is currently or recently employed at an institution 
that is classified in the Carnegie Foundation Classification 

(see Definition of Terms in Chapter 1) as a two-year college 
or four-year institution. 

Professional 
association to the field 

of Student 
Affairs/Higher 

Education 

The SSAOs are members of NASPA, ACPA, or other 
professional associations in Higher Education.  This 

criterion establishes their involvement with the field of 
Student Affairs/Higher Education. 

U.S. citizen, born and 
raised in the U.S., or 
immigrant to the U.S. 

This researcher is interested in Latinos/as who are citizens, 
born and/or raised, or migrated to the U.S. 

Currently or recently 
employed as a senior-

level administrator 

I am interested in learning about their lived experiences as a 
result of navigating colleges and universities to the top of the 

field of Student Affairs/Higher Education.  They currently 
hold or recently held the title Senior Vice-President, Vice-
President, Vice Chancellor for Student Affairs or Dean of 

Students. 

Professional 
experience 

Worked a minimum of 10 years in the broad field of student 
affairs/ higher education administration. 

Willing to participate It is important that the participant be willing to set aside the 
time needed to be included in the study. 

Note.  Adopted from Hart (2009) and Solórzano et al. (2000). 

Once Latino/a SSAOs were identified in this dissertation study, they were 

asked to refer other potential participants.  This technique is referred to as network 

sampling and is employed when individuals sought do not form a naturally bounded 

group but are scattered throughout populations (McMillan & Schumacher, 2006).  

Network sampling is appropriately used because a critical mass of Latino/a SSAOs 
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who are employed at colleges and universities do not exist in any particular location or 

part of the U.S. higher education system.  Given that Latino/a SSAOs are often 

engaged in similar national activities related to the field of student affairs, it is 

reasonable to assume that they are aware of other Latino/a SSAOs. 

Maximum variation sampling was used to secure participants from various 

geographic locations and institution types.  It is a strategy that is commonly employed 

to illuminate different aspects of a research problem.  For purposes of this study, the 

researcher selected to place primary focus on location and institution type due to the 

small size, as well as relative difficulty, in locating the selected group of 

administrators as a research population.  The purposeful sampling technique was 

employed until at least 10 participants were identified who represent no less than two 

basic institution types according to the Carnegie Foundation for the Advancement of 

Teaching’s 2010 Description of the Basic Carnegie Classification System four-year 

college or four-year university (public or private) or two-year college (public or 

private), and a minimum of three different geographic regions in the U.S.  The seven 

total regional communities, excluding locations outside of the U.S., are categorized 

according to the 2011 NASPA Regional Communities as summarized in Figure 1. 

As a final step, the snowball sampling technique was used to identify Latino/a 

SSAO cases for purpose of this study.  Snowball technique relies on the expertise of 

professionals within a specific field to nominate individuals for participation in a 

research study.  As the process continues, it snowballs, generating new participants 

(Bogdan & Biklen, 2007).  This sampling technique is essential when the group to be 
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studied is not readily identifiable.  Ultimately, 10 different participants were identified 

through these processes. 

 

 

• Region I: Connecticut, Maine, Massachusetts, New Hampshire, Rhode Island and 
Vermont. 

• Region II: New York, Pennsylvania, West Virginia, Delaware, New Jersey, 
Maryland, Washington, D.C., Puerto Rico and Virgin Island. 

• Region III: Alabama, Florida, Georgia, Kentucky, Louisiana, Mississippi, North 
Carolina, South Carolina, Tennessee, Texas, and Virginia. 

• Region IV – East: Illinois, Indiana, Iowa, Michigan, Minnesota, Ohio, and 
Wisconsin. 

• Region IV – West: Arkansas, Colorado, Kansas, Missouri, Nebraska, Oklahoma, 
South Dakota, North Dakota, New Mexico, and Wyoming. 

• Region V: Utah, Alaska, Idaho, Oregon, Nevada, Montana and Washington. 
• Region VI: Arizona, California, and Hawaii. 
 
Figure 1.  2011 NASPA Regional Communities (NASPA, 2011). 
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Procedures 

Upon receiving approval from the Florida Atlantic University Institutional 

Review Board (IRB), the researcher proceeded to contacted members of the selected 

professional organizations: ACPA, HACU, NASPA, and NCORE in order to identify 

Latino/a SSAOs who meet the pre-determined criteria established for this study via 

email and then telephone.  Respondents were provided with an overview of the study 

and an outline of the predetermined criteria (see Table 2). 

More specifically, the researcher contacted the national offices for ACPA, 

HACU, NASPA, and NCORE to obtain a list of members who self-identify as 

Latino/a.  ACPA and NASPA had access to membership information that was related 

to this study.  HACU and NCORE could not fashion any membership information 

related to this study.  The researcher focused on ACPA and NASPA.  The researcher 

provided the professional organization membership director an email request, a copy 

of the approved IRB, and formal request form.  In addition, they were provided with 

an overview of the study and an outline of the predetermined selection criteria (see 

Table 2).  Potential participants were also identified through the researcher’s existing 

network of colleagues, with IRB approval, by calling or emailing them to obtain 

contact information for Latino/a administrators that they believed met the 

predetermined criteria. 

In response to the researcher’s request for assistance in identifying participants, 

the researcher received contact information for 104 Latino/a administrators that were 

believed to meet the predetermined criteria.  Upon receiving the names of potential 

participants, a website search of the institutions that the potential participants were 
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identified as affiliated with was made for purposes of combination that they were a 

SSAO at a college and university.  If recommended individuals did not meet the 

predetermined criteria, then they were removed from the pool of potential participants.  

As potential participants that meet the predetermined criteria were identified, they 

were categorized in an electronic database by name, institution, title, institution type, 

gender, and NASPA geographical region.  At this stage, the researcher reviewed the 

database and determined that 17 names of the potential participants appeared to meet 

the predetermined criteria.  The researcher went on to further ensure a balance of 

candidates by the two basic institution types (two year or four year, private or public) 

selected, and that a good representation of three or more different geographic regions 

in the U.S. existed. 

These 17 potential participants were then sent a letter of invitation via email 

with the intent of preparing them for a follow-up telephone call (see Appendix A).  

This invitation included: (a) a brief introduction of the researcher, (b) the name of the 

individual or organization that recommended the potential participant for inclusion in 

this study, (c) a synopsis of the research project, and (d) when the researcher would 

attempt to telephone them.  A preliminary overview of the study was given to potential 

participants via invitation to allow them to think about their willingness to participate.  

The preliminary invitation email also provided potential participants with the ability to 

communicate to the researcher that they did not meet the predetermined criteria. 

 A telephone call or follow-up email was made to each potential participant 

within 48 hours of the initial email being sent.  In the telephone or email conversation, 

the researcher introduced himself, made reference to the individual or organization that 
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recommended the individual for participation in the study, briefly discussed its 

purpose, answer any questions, and sought to obtain a verbal consent for their 

participation in the study.  In this conversation, the researcher emphasized the 

importance of the study, the time commitment involved, and the techniques that was 

employed to address issues of confidentiality.  The telephone or email conversation 

concluded with discussing potential dates to conduct the interview.  The confirmed 

participants were asked to email the researcher their personal biography (if available) 

and resume or curriculum vitae.  In most of the cases, the interview was scheduled 

with the assistance of the SSAO’s administrative assistant.  Following their verbal 

consent, participants were sent a consent form to be faxed or emailed via PDF back to 

the researcher (see Appendix B).  Participants were asked to send the requested 

information back within one week of their verbal consent. 

From the 17 Latino/a SSAOs contacted via email and telephone, 10 agreed to 

participate in this research study.  Seven of the participants did not respond to the 

emails and phone calls.  In each of the cases in which the SSAOs did not respond, the 

researcher contacted them via email and telephone on several occasions in an attempt 

to create any form of communication.  The researcher was not successful in these 

attempts.  There was one instance in which one of the potential participants declined 

due to their University President resigning, and as a result, her workload intensified at 

the time of the study.  Another instance was where one of the potential participants 

was improperly coded by the professional association database.  He was not of 

Latino/a background and was removed from the pool of this research study.  Finally, 
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there was a participant who was interviewed, but who choose to remove herself from 

the study for personal reasons. 

Data Collection 

 Data collection and analysis was conducted simultaneously in order to use the 

obtained data to inform the collection and interpretation of additional data (Lincoln & 

Guba, 1985).  According to Yin (1994, 2003), the six most common data collection 

techniques are personal documents, archival records, interviews, observation, 

participant observation, and physical artifacts.  Qualitative researchers depend upon a 

variety of methods for gathering data because it counteracts threats to validity and 

contributes to the trustworthiness of the data.  Taking a multi-method approach to data 

collection is called triangulation and it is one of the most popular validation strategies 

that qualitative researchers employ (Maxwell, 2005; Shank, 2006).  The data 

collection techniques that were used to investigate the experiences of Latino/a SSAOs 

in this study include personal documents, archival records, and in-depth interviews.  

Triangulation was used to: (a) elicit data needed to gain an in-depth understanding of 

Latino/a experiences at colleges and universities, (b) to contribute to different 

perspective related to the study topic, and (c) to make effective use of the time 

available for data collection (Glesne, 2006). 

Personal documents and archival records.  Personal documents and archival 

collection is a non-interactive strategy for obtaining qualitative data with very little 

reciprocity between the researcher and the participant (McMillan & Schumacher, 

2006).  They are tangible manifestations that describe people’s experience, knowledge, 

actions, and values.  Sometimes documents serve as substitutes for records of activity 
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that the researcher could not observe directly.  Given that the participants in this study 

were reflecting on their experiences at colleges and universities over the course of 

their careers, it is not critical for this study to engage in lengthy observation at any one 

particular college and university.  Each participant’s resume or curriculum vitae was 

collected prior to or after each interview to secure specific information about the 

colleges and universities they have worked for and the types of positions they have 

held in their careers.  In addition to the resume or curriculum vitae, an Internet search 

was conducted to secure official documents prior to and after interviews were 

conducted.  This data was used to learn more about the participant’s professional 

affiliations, prior experiences, and research interests. 

 The Internet research included collecting data from the following: (a) online 

journals for written publications; (b) website databases of previous employers or 

colleges and universities (including campus and local newspapers) for annual reports, 

awards, meeting minutes, organizational/reporting structure, department information, 

staff photos, racial demographics of their department, and critical incidents; and (c) 

professional associations (including major national organizations).  These documents 

were used to get familiar with the participants’ background and experiences.  A 

document summary list and form was used during the process of document collection 

that aided in organizing and managing the large amount of information in a systematic 

fashion (see Appendix C and Appendix D).  The information gleaned from these 

documents was used to build rapport with the participants prior to the interview.  

Building rapport was essential in this study.  It served to increase the probability of the 



 

 54 

participants’ willingness to share personal information related to their experience at 

colleges and universities (Glesne, 2006). 

In-depth interviews.  After personal documents and archival documents were 

collected and reviewed, each participant was interviewed for 60 to 90 minutes.  In-

depth, face-to-face, and/or telephone interviews were the primary data collection 

strategy employed in this study.  Through the use of open-ended questions following a 

semi-structured interview protocol guide (see Appendix E), each SSAO’s experiences 

were examined. 

 The interview questions for this study were adapted from an interview protocol 

guide designed by Hart (2009) and used in the study that examined the intersections of 

race in the lived experiences of African American SSAOs.  The researcher received 

permission from the author (Hart) to modify and adapt the guide to this study (see 

Appendix F). 

Further, in alignment with Glesne’s (2006) view that researchers should remain 

open to modifying their interview questions, the researcher added, combined, or 

abandoned questions immediately following the first few interviews that were 

conducted.  The questions within the interview schedule were developed to elicit 

lengthy, rich, and deep responses.  During the interview session the researcher probed 

to get participants to elaborate on their responses in order to gain a deeper 

understanding of the study participants’ perceptions, opinions, and everyday lived 

experiences (Glesne, 2006; Kvale, 1996).  While probing and encouraging participants 

to elaborate, sensitivity was maintained in order to ensure that no harm was done as 

data was gathered (Corbin & Morse, 2003). 
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 Every attempt was made to interview each participant in this study face-to-face 

or telephone, or by Skype™ at least one time.  Telephone interviews or use of 

Skype™ was primarily used for follow-up and to gain a deeper understanding of the 

participants’ experiences when it was not feasible to conduct face-to-face interview 

due to participant availability and/or geographic location.  Face to face, telephone, or 

Skype™ interviews were conducted in a setting of the participant’s choice.  The 

settings included the participant’s office, personal home, or virtual means through 

Skype™.  Prior to the start of the interview, this researcher engaged the participant in 

an informal conversation to increase the comfort level and informed each participant 

of confidentiality, explained the purpose and potential benefits of the study, and 

reminded the participant that they could refuse to answer any question at their 

discretion.  Once the interview begun, deviations from the interview guide were 

permitted to probe and explore issues raised by the participants (Lincoln & Guba, 

2000). Establishing trust, being genuine, maintaining eye contact, and conveying 

through phrasing, cadence, and voice tone that the researcher hears and connects with 

the person elicit more valid data than a rigid approach (McMillan & Schumacher, 

2006). 

The interviews were digitally recorded and transcribed verbatim for use in the 

data analysis process.  A standard digital recorder was used to record the interviews.  

The Recorder 10 for iPhone4/IPad2 was used as a back-up method to record the 

interviews.  The Recorder 10 for iPhone4/IPad2 is a software application/program that 

records memos, discussions, interviews, and ideas.  McMillan and Schumacher (2006) 

described that recording interviews ensures the completeness of the verbal interaction 
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and provides material for reliability checks.  Following the interim analysis process 

outlined by McMillan and Schumacher (2006) comments were made in an interview 

notebook and a reflexive journal following each interview.  More precisely, non-

judgmental notes were taken in the interview notebook, paying special attention to any 

nonverbal communication from the participants during the interview session or any 

emotional reactions to any of their responses to questions.  Immediately following 

each interview, the researcher made entries into the reflexive journal that synthesizes 

the main interactions in the interview.  The reflexive journal included the following: 

(a) an assessment of the quality of the data, (b) suggested question modifications, (c) 

preliminary interpretations, and (d) personal reactions. 

A reflexive journal is commonly used to maintain an awareness of a 

researcher’s subjectivities and potential biases in an effort to minimize the influence 

on data collection and analysis (Glesne, 2006; McMillan & Schumacher, 2006).  In 

addition to reflexive journaling, up to 20–30 hours were spent by the researcher 

reviewing and transcribing each digitally recorded interview.  Each of the interviews 

were transcribed verbatim using Express Scribe® transcription playback software.  

Express Scribe® is free professional transcription software that assists with the 

transcription of audio recordings.  This transcription software provides users with the 

ability to load and playback digital audio at variable speeds while maintaining constant 

pitch so that the participant’s narratives can be heard clearly. 

For accuracy and validity, the researcher conducted member checking to help 

triangulate the researcher’s interpretations.  Following each interview, the participants 

were given an opportunity to read and comment on their personal interview transcript.  
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Member checking helped to rule out misinterpretation and researcher bias (Shank, 

2006).  The participants were encouraged to review the material for accuracy and 

make suggestions for improvements (Stake, 1995). 

As the data were transcribed, initial insights and comments were hand-written 

by the researcher into a notebook and reflexive journal.  These notes also included a 

critique of the interview questions, assessment of the quality of the interview, and 

preparation reminders (Glesne, 2006).  The digital and print file labels were 

electronically filed with the date, interview length, and participant pseudonym.  Digital 

recordings and transcripts were maintained in an electronic database system that was 

encrypted and password protected.  All other collected data (printed) was kept in a 

locked file in researcher’s office and/or home. 

Data Analysis 

 This section outlines the theme development process in attempt to make this 

research study as transparent and replicable as possible for the future (Anfara, Brown, 

& Mangione, 2002).  In this qualitative study of Latino/a SSAOs, several hundred 

pages of textual data was accumulated by the researcher as a result of collecting 

written documents, conducting in-depth interviews, and writing memos.  In qualitative 

data analysis, it is critical for researchers to be able to organize, manage, and retrieve 

the most meaningful bits of data (Coffey & Atkinson, 1996).  In an effort to assist with 

organizing the collected data, this researcher used Microsoft Word 2013 and ATLAS.ti 

software program.  As interviews were transcribed into Microsoft Word 2013, the data 

were constantly analyzed on an ongoing basis as they were collected, in order to 
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inform data collection decisions and to identify recurring themes (Lincoln & Guba, 

1985). 

Miles and Huberman’s (1994) flow model of data analysis was also used as an 

outline for reflection and the data analysis process, which consisted of coding, data 

reduction, data display, conclusion drawing, and verification (see Figure 2). 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 2.  Flow model of data analysis (Miles & Huberman, 1994). 

ATLAS.ti as a qualitative analysis tool.  ATLAS.ti was used as the primary 

analytical tool to assist in the data analysis process.  ATLAS.ti is a powerful computer 

assisted qualitative analysis software (CAQDAS) tool that aids researchers with 

managing and making sense of large amounts of qualitative data.  The most valuable 

aspect of using CAQDAS programs is their ability to quickly search and retrieve text 

from data collected from in-depth interviews.  McMillan and Schumacher (2006) 

explained that qualitative data analysis software differs tremendously from statistical 
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software in that the researcher’s input is much more involved compared to a statistical 

program. 

The research started a new research project, called a Hermeneutic Unit (HU) in 

ATLAS.ti.  The Latino/a SSAOs was the name assignment to the HU in this project.  

HU serves an electronic container similar to a computer file for all related documents 

in this project.  The Word 2013 documents containing the transcribed interview data 

for each Latino/a SSAOs were uploaded into the ATLAS.ti program.  Each transcript 

was uploaded separately and is called a primary document (PD) in ATLAS.ti.  

Consequently, there were 10 PDs representing the 10 research participants in this 

study.  Furthermore, ATLAS.ti has the capacity to store and retrieve photographs, 

scanned documents, audio or video recordings.  The researcher used ATLAS.ti to 

assist with organization of the data collected and uploaded the interview audio files, 

the SSAO resumes, and the Carnegie classification profiles of each institution that 

Latino/a SSAO worked for in their careers. 

Coding with ATLAS.ti.  After transcribing the interviews, codes were 

attached to the participant’s narratives to identify and reorder data, to allow the data to 

be understood in new and different ways (Coffey & Atkinson, 1996).  ATLAS.ti 

employs coding procedures that support a grounded theory approach for data analysis.  

Qualitative coding is the first analytic step in creating meaning of hundreds of pages of 

interviews, notes, memos, and other documents.  Grounded theory is well known for 

extremely detailed and categorical coding of texts (Coffey & Atkinson, 1996).  It 

includes categorizing chunks of collected data with a label that summarizes and 

accounts for each piece of data.  “Coding is the pivotal link between collecting data 
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and developing an emergent theory to explain these data.  Through coding, the 

researcher defines what is happening with the data and begins to grapple with what it 

means” (Charmaz, 2006, p. 46). 

Using an open coding method, each primary document within the Latino/a 

SSAO HU was coded line-by-line and systematically analyzed for thematic patterns 

across cases (Glaser & Strauss, 1967; Strauss & Corbin, 1990).  In the ATLAS.ti, 

program, it has a coding function that includes highlighting the transcribed text to be 

coded within the primary document and labeling three text using open coding, in-vivo 

coding, or code by list.  The screenshot in Figure 3 illustrates an excerpt of a coded 

interview transcript.  The researcher opted to use open coding and assigned codes that 

accurately captured the highlighted text.  Open coding is the process of breaking 

down, examining, comparing, conceptualizing, and categorizing data (Strauss & 

Corbin, 1990).  As labels were created for the codes, the researcher reflected on key 

concepts that emerged from the review of related literature where appropriate.  After 

coding several narratives within the primary documents, the researcher used the “code 

by list” function of ATLAS.ti that enabled quick coding of a selection applying a 

previously assigned code.  As the “code by list” function was employed, reoccurring 

themes across the cases began to evolve. 
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Figure 3.  Screenshot displaying a coded transcript within ATLAS.ti. 

While coding the various transcripts, the “memo” function was also used 

within ATLAS.ti to aid the research process.  The memos assisted the researcher to 

think, make decisions, and interpret while analyzing the data (Punch, 2000).  Memos 

were produced using informal and unofficial language for the researcher’s personal 
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use (Charmaz, 2006).  Examples of how each of the different types of memos was 

used during the coding process are provided in Table 4.  The memo function was 

applied to make three types of memos: theoretical-attached, theoretical free, and 

reflexive-attached.  In addition to the date that the memo was created, the memo note 

of a theoretical-attached or reflexive-attached memo was used to indicate the 

participant who made the comment and the time in which the memo was created.  

Theoretical-free memos indicated the date and the time of the memo. 

Theoretical memos included insights about the data, connections between 

codes, and ideas about potential broader categories being formed.  Groenewald (2004) 

stated that theoretical notes are particularly helpful in assisting researchers to reflect 

initially on the meaning of certain things.  There were two types of theoretical memos 

used in this research study: theoretical-attached and theoretical-free.  Theoretical-

attached memos represent notes that are directly attached and associated with a 

particular participant.  Theoretical-free memos represent notes that this researcher 

created that were not associated with any particular participant.  In most cases, 

theoretical-free memos related to observations and insights that were related to the 

HU. 

 The memo function was also used to engage in reflexive memo writing.  

Reflexive memo writing was employed to clarify researcher bias.  McMillan and 

Schumacher (2006) described reflexive memo writing as a process that a researcher 

uses self-reflection and reflexivity to identify, explore, and set aside any 

presuppositions and connections about the phenomenon being studied.  In this case, 

this researcher maintained the focus of the study on the exploration on the subjective 
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experiences of the participants.  As the researcher coded the transcripts and reflected 

on what was being shared, he wrote notes that captured some of his emotions, 

thoughts, and personal reactions.  Reflexive memos were attached directly to the 

narratives of the respective participants and are referred to as “reflexive attached” in 

Table 4. 
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Table 4 

Sample Memos Using ATLAS.ti 

Examples of Memos Created in this Study 

MEMO: Theoretical-Attached - Know it all (0 Quotations) (Super, 2014-10-24 
12:52:28) 

Pitfall to Avoid 
Type: Memo 

Sometimes the pitfall is assuming now that you have 
credentials…you should know it all.  I think that is one of the biggest 
downfalls of some of the best and the brightest administrators…the 
real skill is learning your institution from the inside out, learning the 
history and the people that are in it, and how they make things work. 

MEMO: Reflexive Attached - Experience in Miami (1 Quotation) (Super, 2014-08-
13 13:30:55) 
P 1: Christian.doc: (143:143) 

Type: Memo 
Growing up, the researcher felt that he was discriminated by Cuban 
Americans. 

P 1: Christian.doc - 1:121 [You know and I'll tell you, so..]  (143:143)   (Super) 

Codes: [Covert Racism] [intra-group racism]  
Memos: [Reflexive Attached - Experience in Miami]  

You know…there's a term good old boy network to define the inner circle 
that often has been in leadership ground in Higher Ed.  Somewhere, I 
realized that in California there was a good old Chicano boy circle and again, 
you know, it's interesting how the behaviors that you often fight against are 
the behaviors that as the new group in power you then begin to emulate. 

MEMO: Theoretical Free - 1 (0 Quotations) (Super, 2014-08-18 14:56:41) 

Self-consciousness 
Type: Memo 

This experience correlates to other participants experiences of isolation and, at 
times, looking to justify one's role or existences in the organization.  

 
Data display and data reduction.  Data display is an organized, compressed 

assembly of information allowing researchers to begin making visual pictures of how 
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the data are emerging from the study (Miles & Huberman, 1994).  The visual display 

of the data enhanced my ability to make sense of the data and to draw conclusions.  As 

the data was coded it was interrogated and systematically explored to generate 

meaning (Delamont, 2002).  After numerous codes were generated and attached to the 

text throughout the 10 primary documents, the data was displayed using the powerful 

visualization capabilities of ATLAS.ti.  Coffey and Atkinson (1996) pointed out that 

ATLAS.ti is a useful tool for researchers who are interested in explicating and 

visualizing emergent patterns of concepts and the links among them.  A report was 

generated from the “code manager” database within the ATLAS.ti program that 

produced a frequency table that highlighted all the codes and the frequency in which 

each code was assigned to quotations within the 10 cases or primary documents.  The 

frequency code report indicated that 159 codes were created and assigned to 1,053 

quotations across the 10 cases or primary documents (see Appendix G).  This visual 

display of the data was helpful in identifying redundant codes and codes that could 

potentially be split. 

In addition to the frequency table, this researcher produced reports from the 

code manager database that isolated select codes and provided me with a document 

consisting of all of the associated quotation text and memos.  For instance, I was able 

to read the 45 full quotations and memos associated with the “Successful Navigation 

of the Student Affairs” code (see Appendix H).  This process was repeated several 

times in an effort to critically analyze the existing codes, quotations, and memos 

(Strauss & Corbin, 1990). 
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ATLAS.ti also has the capability of creating what is known as code families.  

A code family consists of conceptually related codes and the attached comments.  This 

researcher created five code families that were in alignment with the five research 

questions that guided this study (see Appendix I).  The code families were given the 

following labels: a) access to administrative and leadership experiences, b) experience 

with racism and/or discrimination, c) responses to racism and/or discrimination, d) 

gender differences/similarities that influence their lived experiences, and e) factors 

salient to their success.  An illustration of Code Family for Access to Administrative 

and Leadership Experiences is provided in Figure 4. 

This grouping of the codes reduced the overall complexity emerging in the 

course of the analysis (Muhr, 1991).  After code families were created, the network-

mapping feature was utilized to display and build the semantic relationships between 

the codes (see Appendix J).  An example of Access to Administrative and Leadership 

Experiences Network Map is provided in Figure 5.  The primary purpose for creating 

concept networks is to refine, establish links between ideas, and map out possible 

organizing themes (Coffey & Atkinson, 1996; Muhr, 1991).  The network maps 

permitted this researcher to visualize the relationships between codes and to gain a 

better understanding of how the participants were responding to the broad research 

question. 



 

 

Figure 4.  Code family for access to administrative and leadership experiences. 
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Figure 5.  Access to administrative and leadership experiences network map. 
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Conclusion drawing and verification process.  The final part of analysis is 

conclusion drawing and verification.  In conclusion drawing, the researcher defines what 

things mean; noting regularities, patterns, explanations, possible configurations, causal 

flows, and propositions (Miles & Huberman, 1994).  The constant comparative method 

was employed to segregate the data into broader categories and themes (Strauss & 

Corbin, 1990).  This analytical process involves two general processes: (a) unitizing, or 

breaking the text into units of information that served as the basis for defining categories; 

and (b) categorizing, or bringing together into provisional categories those units that 

relate to the same content, devising rules that describe category properties, and rendering 

each category set internally consistent and the entire set mutually exclusive (Tashakkori 

& Teddlie, 1998). 

The theoretical frameworks (CRT), research questions, literature review, 

frequency of codes, coded narratives, code families, and network maps were reviewed 

several times to identify themes.  Code mapping was used to bring meaning, structure, 

and order of the data (Anfara et al., 2002).  This technique is helpful during the theme 

generation process.  The three iterations of data analysis are outlined in Table 5.  The 

codes, categories, and themes are presented in alignment with the five major research 

questions that guided this study.  The first iteration of analysis consists of the initial codes 

that were assigned to the narratives of the 10 SSAOs in this study.  Continuously 

reflecting on the theoretical frameworks, research questions, literature review, and 

ATLAS.ti visual aids, categories were generated and presented in the second iteration in 

the code map.  The third iteration of the code map presents the five major themes that 

emerged from the study. 
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Table 5 

Code Mapping: Three Iterations of Analysis 

First Iteration 
Academic 

Experiences 
Access to Ad./LD 

Exper. 
Activism 

Affirmation 
Affirmative Action 

Aspiring SSAOs 
Associate/Assistant 

Vice President 
Authentic self 

Bachelors 
Background 

Being open with 
sexuality 

Benefit Latinos 
Best Strategies 

Career 
Advancement 
Career Path 

Career traj. in Stu. 
Aff. 

Challenges 
Change Agent 

Chicano 
Coalitional 

Code-switching 
Collabor. and 
Cooperation 

Colleague support 
Community 

college 
Community 

Service 
Community 

Support 
Competencies 

Counselor 
Covert Racism 

Cuban American 
Cultural 

Assimilation 
Cultural 

background 
Cultural identity 

Cultural immersion 

Culture Shock 
Data Driven in 

Decision Making 
Deal with 

bureaucracy 
Dean of Students 

Directorship 
Discrimination 

Diverse 
experiences 

Doctorate degree 
Doing 

community work 
Dominican 

Double standards 
Educational 

Equity 
Educational 
Experience 
Ethnicity 

Experiences with 
Racism and/or 
Discrimination 

Faculty 
status/tenure 

Faith/Spirituality 
Family 
Feeling 

supported 
Finding the right 

fit 
First generation 
Four-year public 

institution 
Four yr. univ. 

experience 
Future of the 
Profession 

Gender 
differences 

Gender 
similarities 

Grant writing 
Growing up 

Hispanic 

Identity 
Immigrants 
Inferiority 
complex 

Innovative 
Institutional 

Culture 
Institutional fit 

Institutional 
policies and/or 

practices 
Institutional 

Setting 
Intra-group 

racism 
Journey to 

Student Affairs 
Juggling 

considerations 
Lack of Latinos 

in SSAOs 
Language 
challenges 

Latin American 
Latina/o 

Latino Culture 
Leadership 

Lesbian 
Live experience 

Live Human 
Relation 

Lived Body 
Lived Space 
Lived Time 

Local community 
Lonely 

experience 
Love for the 

Work 
Managing change 
Master's degree 

Masters 
Mentorship 

Mexican 
American 

Microaggression 
Minority 

Most salient to 
success/pitfalls 

Navigating Career 
Negative Perceptions 

Networking 
Only Latina/Latino 

Overt Racism 
Pan-ethnicity 

Part-time 
Partnership with 
academic affairs 
Personal identity 

Personal qualities or 
characteristics 

Phenotype 
Pitfalls to avoid 

Politics 
Presentation 

President 
Prestige factor 

Private institution 
Privilege 

Professional 
Advancement 
Professional 
association 

Professional 
Development 
Professional 
Experience 

Professional Mobility 
Public institution 

Qualities 
Quality of Life 

Race 
Race influence 

Racisms 
Realistic Expectations 

Recommendations 
Relationship Building 
Responses to Racism 
and/or Discrimination 

Rural 
community 

Scholars Work 
Segregated 

Self-
consciousness 
Senior Student 
Affairs position 

Sexism 
Sexual 

Orientation 
Sexuality 

Significant 
experience 

Social identity 
Social justice 
Spirituality 
Strategies 

Student affairs 
Successful 
navigation 

Support groups 
Supportive 

environment 
The miss. of 
comm. coll. 
Two year 
college 

experience 
Type of 

institution 
Undocumented 

Family 
Urban 

community 
Vice President / 
Vice Chancellor 

Visionary 

Table 5 continues 
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Table 5 continued 

Second Iteration 
Access to Ad./LD 

exper. 
Academic 

Experiences 
Background 

Career 
Advancement 
Career Path 
Challenges 

Change Agent 
Family 

Growing up 
Journey to 

Student Affairs 
Latino Culture 

Latino/a 
Hispanic 

Gay or Lesbian 
Personal identity 

Professional 
Advancement 
Professional 
Experience 
Professional 

Mobility 
Significant 
experience 

Change Agent 
Competencies 
Community 

Support 
Covert Racism 
Overt Racism 

Challenges 
Identity 

Institutional 
Setting 

Colleague 
support 

Educational 
Equity 
Racism 

Self-
consciousness 

Sexism 
Support groups 

Responses to 
Racism and/or 
Discrimination 

Institutional 
Setting 

Intra-group 
racism 

Supportive 
environment 

Gender differences 
Institutional Culture 
Institutional policies 

and/or practices 
Personal qualities or 

characteristics 
Sexual Orientation 

Aspiring SSAOs 
Doctorate degree 
Scholars Work 
Institutional fit 

Leadership 
Mentorship 

Most salient to 
success/pitfalls 

Partnership with 
academic affairs 
Pitfalls to avoid 

Politics 
Professional 
Association 
Professional 
Development 

Quality of Life 
Recommendatio

ns 
Relationship 

Building 
Successful 
navigation 
Visionary 

Collabor. and 
Cooperation 

Third Iteration 
Mi Carretera: My 

Journey to 
Student Affairs 

El Primer(a): 
Being the Only 

Latin(a) 

Mi Gente: 
Psychological 
and Cognitive 

Responses 

Who am “I”?: Yo Soy Echar Para 
Adelante! (Move 

Forward): 
Professional 
Growth and 

Advancement 
Research Questions 

RQ1: Access to 
administrative 
and leadership 

experiences 

RQ2: Experience 
with racism 

and/or 
discrimination 

RQ3: Responses 
to racism and/or 
discrimination 

RQ4: Gender 
differences/similarities 

that influence their 
lived experiences 

RQ5: Factors 
salient to their 
success and/or 

failures 
 
Trustworthiness of the Data 

To address issues of validity during the data collection and analysis, this 

researcher maintained a reflexive journal to guard against researcher bias.  This 

researcher made journal entries after each interview to openly address any preconceived 

opinions and to reflect upon my subjectivity (Glesne, 2006).  In addition, data from 
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multiple sources and multiple sites were used.  For accuracy and validity, this researcher 

digitally recorded and transcribed each in-depth interview verbatim.  Member checking 

was used in this study to help triangulate the researcher’s interpretations.  Following each 

interview, the participants were given an opportunity to read and comment on their 

personal profile as it was forming for accuracy and make suggestions for improvements.  

Member checking was applied to rule out misinterpretation and researcher bias (Shank, 

2006; Stake, 1995).  To maximize the trustworthiness of the data, the study maintained 

optimal transparency by documenting and disclosing the entire research process. 

Ethical Concerns 

Given the low numbers of Latino and Latina SSAOs employed as chief student 

affairs officers at selected public and private two- and four-year colleges and universities 

in the U.S., protecting participant anonymity was essential.  Pseudonyms were used to 

identify participants and the individuals they referenced in the interviews.  The names of 

institutions mentioned were substituted with a generic name from their geographic region 

or omitted when reporting the findings.  Incidents, stories, or details that could jeopardize 

confidentiality were not included in the case report.  These steps were taken to avoid 

revealing the personal identity of this small group of Latino/a administrators.  

Participants could refuse to answer any question or alter their level of involvement at any 

time throughout the research process. 

Chapter Summary 

A qualitative research design was used for this study to provide Latino/a SSAOs 

with the ability to share their story as they navigate their careers in public or private 

colleges and universities in the U.S.  This chapter included an overview of CRT that 
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guided the qualitative research process.  CRT is appropriate to use when one is 

attempting to gain a better understanding of how groups such as Latino/a SSAOs 

experience and respond to racism.  CRT has five tenets that form the basic perspectives, 

research methods, and pedagogy as it is applied to educational research: (1) The 

centrality of race and racism and their intersection with other forms of subordination, (2) 

the challenge to dominant ideology, (3) the commitment to social justice, (4) the 

centrality of experiential knowledge, and (5) the trans-disciplinary perspective 

(Solórzano, 1998). 

The research design used for purpose of this study involved the use of the 

collective case approach.  As such, the researcher conducted an in-depth examination of 

the experiences of a selected group of Latino/a administrators who have advanced to the 

level of SSAOs with two-year or four-year colleges and universities in the U.S.  This 

study used a combination of purposeful sampling techniques: criteria sampling, 

maximum variation sampling, and snowball sampling.  Predetermined selection criterion 

included the following: (a) self-identification as Latino/a; (b) current or recent 

employment at an institution classified in the Carnegie Foundation classification system; 

(c) member status within NASPA, ACPA, or other professional associations in Higher 

Education; (d) citizenship—born and/or raised, or migrated to the U.S.; (e) currently or 

recently employed as a senior-level administrator; (f) having worked a minimum of 10 

years in the broad field of higher education/student affairs administration; and (g) willing 

to participate.  Maximum variation sampling was used to secure participants from various 

geographic locations and institution types. 
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As a final step, once the above criterion is met, a snowball sampling technique 

was used to make final selection of Latino/a SSAO cases for purpose of this study.  

Snowball sampling relies on the expertise of professionals within a specific field to 

nominate individuals for participation in a research study.  This sampling technique is 

essential when the group to be studied is not readily identifiable. 

Given that there are very few Latino/a SSAOs, gaining access to the participants 

was a critical stage in this research study (Delamont, 2002).  Consequently, this 

dissertation study also used professional organizations and conferences, such as ACPA, 

HACU, NASPA, NCORE, and presenters attending selected conferences to assist in 

identifying potential participants who met the established criteria for inclusion in this 

study.  A professional network of faculty and administrators from various locations 

across the country assisted in identifying 10 different potential participants.  Resulting 

potential participants were sent a letter of invitation via email and a follow-up telephone 

call to schedule in-person interviews.  The written invitation included a brief introduction 

of the researcher, the name of the individual or organization that recommended the 

potential respondent for inclusion in the study, a synopsis of the research project, and the 

in-person or telephone or SkypeTM interview schedule. 

Data were collected from personal documents, archival records, and in-depth 

interviews.  The personal documents and archival records consisted of tangible 

manifestations that described the participant’s experience, knowledge, actions, and 

values.  The interviews were digitally recorded and transcribed verbatim for use in the 

data analysis process.  Miles and Huberman’s (1994) flow model was used to guide the 

process of coding, data collection, data reduction, data display, conclusion, and 
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verification.  ATLAS.ti was used to manage and make sense of the data collected from 

the 10 Latino/a SSAOs in this study.  Transcriptions were coded using an open coding 

method.  Theoretical and reflexive memos were made within ATLAS.ti to assist in the 

interpretation of data during the research process.  The data were visually displayed 

within ATLAS.ti to assist with the data reduction and conclusion drawing phases.  The 

data display section discusses the frequency tables, quotation reports, code families, and 

network mapping features utilized within ATLAS.ti to make meaning of the participants 

in this study.  Conclusion drawing and verification process included utilizing the constant 

comparative method.  The code mapping technique was used to display the three 

iterations leading to theme development (see Table 5). 

In Chapter 4, a summary of the participant and institutional profiles and a case-

by-case analysis of the participants’ interview responses are presented. 



 

 76 

CHAPTER IV. FINDINGS 

I think we risk becoming the best-informed society that has ever died of ignorance. 
– Reuben Blades, 2014, para. 1. 

The purpose of this study was to examine the voices of Latino/a SSAOs in terms 

of their described challenges in becoming a SSAO, and how the intersection of race 

influences their lived experiences as SSAOs at selected public and private two- and four-

year colleges and universities in the U.S.  Also examined were the factors these Latino/a 

SSAOs perceived as most salient to their career development.  In addition, the focus of 

this research was to gain a greater understanding of how Latinos have experienced and 

responded to perception of racism, if any, and/or other forms of discrimination in these 

settings. 

This chapter presents the findings of the analyzed data that was collected.  The 

documents that were reviewed and analyzed included resumes and archival records, 

interview transcripts, and memos.  This chapter begins with socio-demographic data 

describing of the participants in this study.  As majority of the Latino/a SSAOs in this 

study were encouraged to share their personal stories who are members of a small group 

of individual in the field of higher education and student affairs, and who can be simply 

identified, protecting their identity was of central importance.  Therefore, extra 

precautions were taken during the presentation of their personal characteristics, the 

institutions they currently work for or where they have worked in the past, and the types 

of positions they held.  After providing the participant and institutional profiles, case-by-
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case analysis of the participants’ interview responses are presented in reference to the 

five major research questions.  This chapter ends with a chapter summary. 

Profile of Participants 

 The resumes that were collected from each Latino/a SSAO in this study were 

analyzed within and across cases.  The information gleaned from this analysis provides 

the reader useful background information that can be considered as the findings are 

critically reviewed.  As it was briefly stated in the introduction of this chapter, it was 

extremely important for the identity of the participants in this study to be protected.  This 

researcher made this decision considering the fact that only 24 of all SSAO positions are 

held by Latino/a men and women in the country (see Table 1).  Exhibiting participants’ 

personal characteristics in great detail could potentially reveal the identity of one or more 

of the participants in this study.  Subsequently, select socio-demographic variables of the 

ten selected Latino/a SSAOs in this study are discussed and presented in frequency tables 

without isolating any one participant (see Table 6 and Table 7).  Furthermore, their socio-

demographic characteristics are not linked to their narratives. 

All of the participants in this study met the predetermined criteria for inclusion in 

this study.  Although SSAO titles varied by institution, every participant in this study 

held the rank of Vice President, Vice Chancellor, Dean of Students, or other senior 

student affairs officer position.  The participants ranged between 38 and 66 years of age 

though not every participant’s age was provided.  The average age of the participants was 

55 years.  Of the 10 study participants, there were five females and five males who 

participated in this study.  Eight study participants attended predominately White 

institutions (PWIs) for their undergraduate study, and two of the study participants 
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attended Hispanic-Serving Institution (HSI) for their undergraduate degrees.  

Interestingly, two of the PWI undergraduate institutions attended by the student 

participants are now HSIs; though not initially an HSI in the 1960s and 1970s.  The two 

participants who attended an HSI went on to receive their graduate degree from a PWI.  

Nine of the study’s Latino/a SSAOs held a terminal degree; five Ph.D.s and four Ed.D.s.  

One Latino/a SSAOs held only a master’s degree.  Five of the participants held terminal 

degrees related to higher education administration and six held their terminal or other 

degree in a field not related to higher education administration (e.g., a master’s degree in 

Education/Counseling, J.D., etc.). 

The years of experience working in higher education for this group of Latino/a 

SSAOs ranged between 16 and 44 years.  The combined higher education work 

experience for this group was 320 years.  Four of the participants had between 37 and 44 

years of higher education work experience, two had between 30 and 35 years of higher 

education work experience, two had from 20 to 25 years of higher education work 

experience, and two had between 16 and 20 years of higher education work experience 

(see Table 6).  The participants in this study had work experience in nine different states 

in the Midwest, Northeast, Southern, and Western regions of the U.S.  Five of the 

Latino/a SSAOs in this study had experience working in three to four states.  Table 6 

highlights overall select characteristics of the participants in this study. 
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Table 6 

Socio-demographic Variables by Background, Education, and Work Experience 

Socio-Demographic Variables Frequency 

Age 

38–42 1 

43–47 1 

50–54 2 

60–66 4 

Gender 

Female 5 

Male 5 

Undergraduate Institution Attended 

Hispanic-Serving Institution 2 

Predominately White Institution 8 

Highest Degree Held 

Ph.D. 5 

Ed.D. 4 

Master’s Degree 1 

J.D. 1 

Higher Education Administration Degree Held 

Yes 5 

No 6 

Years of Experience in Higher Education 

16–20 2 

20–25 2 

30–35 2 

37–44 4 

Number of States Worked in Throughout Career 

1 2 

2 2 

3 2 

4 3 

Outside of U.S. 1 

Note.  One participant has a J.D. and Ph.D. in Higher Education.  Not every participant’s age was provided.  
Two of the PWIs undergraduate institutions attended are now HSIs; however, they were not HSIs in the 
1960s and 1970s. 
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The participants’ experiences as related to the SSAO position(s) they have held 

are highlighted in Table 9.  As indicated in Table 9, five of the participants had more than 

10 years of experience as an SSAO and five of the participants had less than 10 years of 

experience as an SSAO.  Three of the participants in this study also had faculty 

appointments in addition to their SSAO positions or taught in their area of specialization.  

The faculty appointments were in the areas of Anthropology; Latin American Studies; 

Women’s Studies; Chicano, Hispano, Mexicano Studies; Spanish and Portuguese; 

Education; Undergraduate Studies-University Success; Bilingual Education; Fine Arts; 

Arts Education; Liberal Studies; Integrated and Professional Studies; Counseling; 

Interdisciplinary General Education; Counseling, Higher Education, and Special 

Education; College Experience; Romance Languages; Spanish Literature; Italian; Spanish 

and Italian; Student Personnel-Higher Education; Psychiatry; Education Leadership and 

Counseling; Psychology; and Foreign Language and English as a Second Language 

(ESOL). 

Three of the participants had experience working as a SSAO at more than one 

university/college.  The institutional type is listed according to the basic and size 

classification system established by the Carnegie Foundation for the Advancement of 

Teaching (2010).  The variables provided insight into the types of institutions that the 

Latino/a served as SSAOs throughout their careers.  Four of the participants were SSAOs 

at research universities with very high research activity.  Three participants were 

employed as SSAOs at master’s universities with larger programs.  The other three of the 

participants were employed at Associates Colleges with large student populations.  The 

sizes of the institutions ranged from large four-year and two-year institutions to medium 
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four-year and two-year institutions.  Four of the participants were currently (or recently) 

employed at large four-year institutions (at least 10,000 Full Time Equivalent-FTE).  

Three participants were employed at medium four-year institutions (3,000 to 9,999 FTE).  

Two participants were employed at very large two-year institutions (at least 10,000 Full 

Time Equivalent-FTE) and one participant was employed at a medium two-year 

institution (2,000 to 4,999 FTE).  The institutional type is also listed according to the 

control (public/private not-for-profit) classification system established by the Carnegie 

Foundation for the Advancement of Teaching (2010) and is also provided in Table 9.  

Two of the participants were employed at private not-for-profit institutions and eight of 

the participants were employed at public institutions. 
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Table 7 

Socio-demographic Variables Specific to SSAO Position Held 

Socio-Demographic Variables Frequency 

Years of Experience as SSAO 

0–4 2 

5–9 3 

10–14 3 

15–19 1 

30–34 1 

Faculty Appointment as SSAO 

Yes 3 

No 7 

Number of Institutions as SSAO (current) 

1 7 

2 2 

3 1 

Institutional Type by Carnegie Classification-Basic (current) 
Research University (Very High) 4 

Associates Colleges 3 

Masters (Larger Programs) 3 

Institutional Type by Carnegie Classification-Size (current) 
Large four-year 4 

Medium four-year 3 

Very large two-year 2 

Medium two-year 1 

Institutional Type by Carnegie Classification-Public/Private (current) 
Private not-for-profit 2 

Public 8 

30–35 2 

37–44 4 
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Case-by-Case Presentation of the Findings 

This section provides the results of the case-by-case analysis of the 10 Latino/a 

SSAOs that participated in this study.  Pseudonyms were used to protect the identity of 

the participants and any other person(s) mentioned during the study interview.  In 

addition, any names of colleges or universities made reference to by study participants 

are omitted to protect their university’s or college’s identity.  The findings for each case 

are structured in the same manner.  Each case begins with how the participants describe 

their access to administrative and leadership experiences at the institutions where they 

worked during the course of their respective careers.  Each case also includes the results 

of interview dialogue regarding each study participant’s experiences with, if any, and 

responses to racism, as well as issues related to gender differences and/or similarities that 

influenced their lived experiences.  Factors that these Latino/a SSAOs describe as salient 

to their success and/or failure are presented in these study findings.  Where relevant, 

findings are also presented that were the result of responses obtained from the 

unstructured segments of the interviews. 

Participant 1: Lifting Christian’s voice. 

Access to administrative and leadership experiences.  Christian described his 

access to administrative and leadership experiences in Student Affairs by going back to 

the start of when he was an undergraduate student: 

And the reason I want to go to this point is because like sort of so many others I 

did not necessarily know, especially as an undergrad, that there was a profession, 

there was a career path, that there were degrees, that there was a literature base, 

that there were, you know, anything that was called student affairs.  And so when 
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I started college I knew I wanted to be in a helping profession but I was not sure 

what that would be, and at the time I was juggling some considerations in life, 

social work, possibly probation, you know, something in those categories.  And I 

was fortunate that I was able to connect with the field of student affairs. 

Christian indicated that he volunteered at a juvenile hall for a little over a year and 

through that experience, realized that, “I didn't want to go into probation.”  He went on to 

state, “I had also volunteered with a social service program working under the guidance 

of a social worker with structured activities for abused kids and decided that was not 

what I want to do either.” 

Christian’s introduction to Student Affairs began as a first-year freshman when he 

joined a program called Educational Opportunity Program and Services (EOPS) at his 

community college.  This program is for low income, underrepresented students.  He was 

offered an opportunity to work as a student ambassador.  He visited high schools talking 

to students about educational opportunities with the EOPS staff.  For his entire 

undergraduate career, even after he transferred, Christian still worked as a student 

recruiter for EOPS.  Christian stated: 

So somewhere along the line I decided that, what I'm doing, you know, to 

promote education, it’s something that I really enjoy.  And so my first conscious, 

intentional decision to work in a college context was to be an academic counselor.  

And that's what my goal was at that time.  And so when I finished my Bachelor’s 

in Sociology I had an opportunity to work full-time in the same department that I 

had been working as a student assistant, and I got a full-time position as a 

Counseling Assistant working with a caseload of students—providing a variety of 
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support services for them.  And then I enrolled part-time in a Master’s degree in 

Counseling Program at CFU. 

His career trajectory in student affairs started at that point with the intent of being 

a counselor at a community college, which would have required a Masters in Counseling.  

He transitioned to a State University 1 (SU 1) as an Outreach Counselor, a similar 

position he held while serving as an undergraduate student ambassador, basically 

recruiting for the institution.  He held this position for about five years.  As he stated: 

Again slowly taking one class at a time that seemed like it was going to take 

forever, but again I was already working in the field working full-time.  This 

experience was pivotal decision that helped him reevaluate his career goal of 

being a counselor at a community college. 

Christian was offered a position as an Assistant Dean for Student Affairs in the 

College of Humanities and Social Sciences.  The position was a Student Services 

Specialist in the student services family, but it had a title that he thinks was to give it 

some weight.  It was a unique model that was funded through the Vice-President for 

Student Affairs under Academic Affairs.  The position was a dual reporting relationship 

and was housed in the Dean of Humanities and Social Sciences office.  Christian 

described: 

It really was a way to bridge academic and student affairs by providing a student 

affairs professional for a one-stop shop for the model working with the academic 

student organizations with new student orientation specific to students who were 

majoring in any of the fields in the college of humanities and social sciences, 

coordinating scholarships, year-end events, and commencement. 
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 This position gave Christian a view of the dean’s team, sitting around the table 

discussing things that had broader impact not just the front line operations of student 

services, the impact of policy, resource allocation, decision making from a macro-level as 

opposed to the ground level.  It gave him a little taste of what it was like to be an 

administrator.  At the same time, Christian swore that he didn’t want to deal with the 

bureaucracy, with the politics, and he wanted to be in the front lines with the students, 

making a difference in their lives. 

At the end of his Master’s degree and having held two full-time jobs in Student 

Affairs, Christian decided that counseling was not going to be his route and that student 

affairs administration was his new pathway.  Christian shared, “that was pivotal and at 

that point I started to have more intentional conversations with others in student affairs, 

and with the faculty mentor that I had in my Master's program.”  That was when 

Christian started to think about a doctoral degree program.  After 11 years at the public 

university he realized: 

If I was going to go into administration that indeed I would probably need to have 

a doctorate.  I wasn’t sure what my career goal was going to be but I would go the 

route of director and maybe a dean.  I’m not entirely sure at that point I already 

had a sights on a senior student affairs officer position, but I don’t think I was 

quite thinking VP level just yet, but certainly it, you know, I pretty much got off 

the highway I was on and got on this new highway so to speak.  I started to think 

about PhD Doctoral programs and with again my faculty mentor I started to 

explore different programs.  I decided to take the plunge and do what I had an 

opportunity to do up to that point in my life.  I decided to leave Southern 
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California and pursue a doctoral degree outside of the state.  Keep in mind I was a 

commuter student who lived at home my entire undergraduate experience.  I went 

to the local community college.  I went to the local State University for my 

Masters.  I worked next to the local SU 1.  Then I was focused and applied only at 

out of state schools, Midwest, east coast, mid-Atlantic and ended up at a large flag 

ship university in their Student Affairs Administration Doctoral program. 

Christian made the big step and quit a full-time job to move out of state to start 

his doctoral program and graduate assistantship.  He initially had the primary incentive to 

complete his doctoral degree to advance professionally: “Somewhere along the line it 

became also equally about proving to myself that I was capable of becoming not just a 

practitioner but a scholar.”  Christian indicated that this was a concept he had not even 

previously been exposed to until he arrived to his doctoral program.  As he talked about 

his experience, he stated: 

You know typically in our profession we either go the professor route or you go 

the practitioner/administrative route, but you know why does it have to be that 

dichotomy?  Why does it have to be one or the other?  Why can’t it be that we 

engaged into our professional lives and into our own psyche a bit of both? 

Christian spent three years in the doctoral program.  He swore to never re-enter into 

administration somewhere along the line because “when you’re in the front lines and then 

sometimes you get really skewed perspectives of administrators and the politics and what 

have you, and that's all that shapes your definition of that role.”  He also said he was not 

going to be all but dissertation (ABD).  He heard about too many horror stories with 

people who had left the program and never completed or who dragged out the completion 
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of their dissertation.  However, in Christian’s last semester taking classes he was doing an 

administrative internship and he had already started his dissertation research, he saw a 

director level job opening at a community college in Southern California.  He was put in 

touch with the hiring administrator, who eventually became his first mentor in the field.  

At that time he was the Dean of Student Affairs.  Christian explained, “I got a little more 

information about it, talked to hiring administer, got a really good feeling, applied.”  He 

was offered the job for $75,000 back in 1998, even by today’s standards it was a 

competitive salary, so he moved back to Southern California.  It was his first true 

administrative leadership position as a director.  The Director of Student Services was a 

new position at the College.  The administration had reorganized and gave a lot of 

responsibilities that was previously done by the Dean of Students to this new position.  

The reorganization assigned the director’s position to some of the traditional Dean of 

Students’ work. 

During this time, Christian did finish his doctoral degree about a year and a half 

after starting at the community college in Southern California, bringing closure to this 

chapter in his life.  Christian was now in his first true management level position and it 

was a unique place that did allow people to be innovative, to pilot new initiatives, to try 

new things.  Christian explained, “Yeah, they didn’t say we want you to do X, Y and Z, 

but I went in there with a vision.”  He further explained: 

And let me just pause and say that up to that point I had envisioned leaving my 

doctoral program and possibly moving into a Director role that I assumed I was 

going to transition into Educational Equity type program, maybe a trio program 

Director or an EOP Director.  I was open to two year or four years since I had 
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experience working in both.  I had never really had full responsibility of student 

activities, student discipline, and leadership development.  I had done some of 

that, but it was quite a shift for me to go into an area that I just had not mentally 

prepared myself to do. 

Christian’s passion had always been in educational equity, his research was on 

Latino student retention, and his experience was both personally, as a student, and 

professionally through educational equity programs.  The director position was broader 

than the student services realm, and which was unexpected for him.  Christian said, “But 

looking back I think ultimately it probably helped transition my path into my current role 

perhaps in a more direct way.”  Christian observed that when someone looks at how 

people, career-wise, get to the vice-presidency, that career paths sometimes are “zigzag; 

sometimes they’re very lateral in some way, and sometimes, it’s somewhat circular.” 

In his director position he was responsible for student activities, health and 

wellness services, student conduct, and coordinated commencement.  Right away he 

revamped the whole concept of leadership at that community college focusing beyond 

just supporting clubs and organizations and student government by increasing the 

professional staff and developing a student leadership development program.  He worked 

through the process with faculty to develop a curriculum for an Introduction to 

Leadership class.  About a year after he arrived to the college, he begin collaborating 

with the SU 1 to develop a student leadership institute and hired a half-time person to 

coordinate student leadership institute and when the student finished they would get the 

University Leadership certificate from the SU 1.  Christian also wrote a grant to establish 

a service learning center and an AmeriCorps program allowing for students to volunteer 
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in the community as mentors to foster youth, among many other initiatives.  As Christian 

described: 

As I was making changes, the college did a reorganization and changed my title 

from Director of Student Services to Associate Dean for Student Development.  

And honestly that’s where I felt like I grew as a manager.  First of all, it was my 

first administrative level position; secondly, the environment truly facilitated his 

creative thinking, allowing me to develop a vision for having more opportunities 

for our commuter students to be engaged in the life of the campus and I had an 

amazing boss, i.e., Mentor 1, he’s just a wonderful—he’s a good friend but he 

was an amazing boss and colleague.  The student services leadership team at that 

time—we used to kid that we were the dream team back in the late 90s because 

we were really diverse and a sharp group of individuals.  But then I started to 

think about my next move.  At that point there were no anticipated positions at a 

Dean level position and so there really wasn’t going to be much opportunity for 

growth at the college. 

Christian recognized that it was time for the next step and position in his 

professional career in Student Affairs.  He did mentioned a note worth mentioning that as 

the college was reorganizing from the Director to the Associate Dean position, the Vice-

President went to the college council to seek support from the President to make him a 

Dean of Student Development.  They were hoping to bring back the lost Dean position 

that the Student Affairs had lost previously, since he had expanded the program.  In 

essence, Christian was doing what a Dean had done there previously plus developed new 

programs in areas he had created.  There was support from the college president, 
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however, working in a multi-college district, it also required the support of the 

Chancellor for the district.  As Christian talked about the college president, he details her, 

“As an amazing, amazing woman, a Latina, who just inspired the faculty, was very 

popular in the community, and really just was again I think it was like a peak time for 

Community College in Southern California.”  He was really candid.  He believed that the 

Chancellor was threatened by her.  He was retiring soon and he was an amazing man in 

his own right, but he was egocentric as described by Christian: “It was always about him 

and I don’t know what exactly happened other than I personally feel that he was very 

threatened by her and he pretty much road blocked her at every opportunity possible.” 

Before Christian left the Community College about a year and a half after the 

reorganization, the college president was dismissed from her position and for whatever 

the rationale the Chancellor didn’t want her there.  The Chancellor blocked a lot of the 

things the college president was trying and he balked at the reorganization.  Christian 

gave me an idea of those days, saying, “And so it went back and forth for a year and there 

were a couple others that were—they were trying to reorganize, another Director to 

something higher and he would not allow it.” 

Christian finally had a meeting with the college president before her departure.  

She apologized for not being able to deliver on the reorganization to Dean of Student 

Development.  She was able to get the Associate Dean title change at the same salary 

range as a director.  Christian expressed his frustration, “They’re just going to basically 

give me a glorified title and they were going to have me report directly to the Vice-

President for Student Services because career wise that would gave me more stature and 

exposure.”  As she is telling Christian there were tears in her eyes and he was “so over it” 
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by then he said “I really appreciate more than anything your support and what you’ve 

done at this point for me.”  He was worried about her ability to lead the campus and to 

have the ability to do it without having roadblocks.  At the same time, Christian was 

having candid conversations with his mentor who stated: 

The existing Deans that are here, you know, none of those are going to go away in 

the near future.  If I were you I would just start to look out for opportunities 

elsewhere and I would really support you if you do that. 

Then Christian stated: 

And so as much as I loved working there, when I started to think about my career 

advancement —I had only been there four years so it wasn’t a long time, but I 

also felt like in four years I have really transformed the area that I had inherited.  

And I’m the kind of person that it’s not always about the number of years in the 

position; it’s about what you’ve done to change the areas that you have 

responsibility for and once you feel like you really have grown and challenged 

and when you start to feel like you’ve outgrown the role, that’s when I think it’s 

time to think about a change.  And sometimes that can happen in 10 years, 12 

years.  Sometimes it can happen in three or four. 

Christian started looking, but he did not want to relocate.  He was in a relationship 

at that time and they were buying a house.  He learned about a position at State 

University 2 (SU 2) in his geographical area for an Associate Vice-President and Dean of 

Students.  And given that he had worked in the State University system for 11 years, he 

thought it was going to be really hard to move from the two-year to a four-year college, 

but he had experience working at both types of institutional settings underneath his belt.  
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After an exhaustive search and a two-day on campus visitation, it was pretty draining 

process for him.  However, Christian was impressed with the vice-president for student 

affairs.  He came from the East Coast.  The vice-president had worked with a common 

colleague who hired him.  Today, he is a president of one of the state universities.  The 

vice-president of SU 2 hired Christian.  He was really excited about working for him.  

Christian described the vice-president “as a really dynamite, innovative person.”  

Christian conceptualized his role as an Associate Vice President and Dean of Student in 

the following manner: 

My portfolio was going to include some of the things that I had already done like, 

student life and leadership.  There was also an office for judicial affairs.  When 

they had the vacancy they didn’t have a Dean of Students.  They had somehow 

given that role and title up years ago, and wanted to restore the Dean of Students’ 

presence on campus.  So it was made into a dual AVP and Dean of Students’ 

position.  And so I moved into that role after only being at Community College 

for four years. 

It was at this point in Christian’s professional career that he had his sights on 

becoming a SSAO.  He didn’t know what type of institution, however, thought he would 

be staying at the four-year university.  Ultimately he only stayed at SU 2 for three years.  

He originally went there to work for the current Vice President of Student Affairs.  Prior 

to arriving to SU 2, a former boss at SU 1 shared with him that the SU 2 culture was very 

different than what it was at SU 1.  The faculty has a history of being very contentious 

with the President and went on record a couple of years before the academic senate on a 

vote of no confidence.  The environment at SU 2 “was very political.”  He did not go in 
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blindly.  He also talked to people as part of his preparation for the interview.  Christian 

conditionally accepted the position but wanted to go back and meet with the Vice-

President (VP) for Student Affairs.  They had a very candid conversation about the job 

description and several other issues.  He realized there were a couple of factors that made 

him realize that he was not going to stay at SU2 for a very long time.  In the first year, the 

president announced his retirement.  Christian explained, “The VP of Student Affairs 

started to wonder what his role was going to be with the new president.”  The VP for 

Student Affairs became a finalist at UCLA and so the SU 2 offered the VP for Student 

Affairs an interim VP for Academic Affairs knowing that that would help his resume in 

terms of his desire to become a college president.  He was juggling balls, student affairs 

and academic affairs, and by his second year the institution realized he couldn’t do both, 

so they brought someone in who had just retired from student affairs and was the director 

of the health center for many years, and they made him an interim VP for Student Affairs.  

Christian noted: 

You know a lot of times we go to places for the people we want to work for and 

the mentorship and the guidance that we hope to get as a result of that and so 

yeah, it kind of felt like a bait and switch a little bit.  I was no longer reporting to 

VP for Student Affairs that hired me.  I’ll tell you one of the things I admired 

about him and his leadership was that the student affairs cabinet, they had four 

AVPs, which is really a lot for an institution of maybe 18,000 students.  He pretty 

much was the kind of VP that didn’t want you to deal with him behind closed 

doors.  He’d say let’s talk about it in cabinet, which allowed everybody to weigh 

in on things.  And he’d always say to me, “Christian, you’re overseeing cultural 
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centers and leadership and the residence life component, the programming and, 

what have you, but you come from Ed Equity.  You also have Admissions with 

Outreach and Recruitment experience.”  But that changed a little bit; actually it 

changed a lot, under the new VP for Student Affairs, I realized very quickly that 

SU 2 was a like every institution that has a hierarchy of bureaucracy, and every 

institution has a political realm that we have to navigate. 

Christian indicated that sometimes politics is greater in one place than another.  It 

can be “toxic in one place” where in another it can “be more healthy and productive.”  He 

described SU 2 as a strange environment.  For example, after the new VP for Student 

Affairs came on board they started having budget cuts and reductions.  He quickly began 

to see that people—the other AVPs—were posturing and positioning themselves in ways 

that to protect themselves from the budget cuts and “thus not taking a broad collective 

approach but in an individual AVP approach.”  Christian’s responsibilities included the 

Cultural Centers, Women Centers, Student Life, and Judicial Affairs but had no revenue, 

so it started from there.  He could not trust his colleagues.  He thought people were 

looking out for themselves in their own areas.  It created a bad vibe.  By the end of his 

second year, he already knew that his stint there was going to be brief. 

At the start of his third year, he told the interim VP for Student Affairs that he 

made a verbal three-year commitment to former VP and he would start to look for 

something else.  Christian printed a picture of the institution in his third year, describing 

it as follows: 

By the way, if I had stayed there a fourth year, the VP who came back as an 

interim did that for two years, then they were going to have another interim and 
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then do a national search.  And so I would have in essence started my fourth year 

reporting to the third boss.  I also sensed that one of the AVPs who I just thought 

he was so conniving, I just didn't trust his intentions at all.  There was a sense that 

he would be applying for—and to think that I might end up working for this man, 

to me, just signed my exit strategy.  And so I started to then, speak with Mentor 1 

who has already been a really good colleague and friend and someone to just talk 

to.  By then my mentor was Vice-President at State College 1.  He pretty much 

started counseling me that once you’re an AVP and the dean of students you can 

make a lateral move or you go to the next level.  I knew I was not ready for the 

next level at a four-year school.  I said that not in a way to minimize the role of 

the community college, but the breadth of the scope of things at a community 

college versus at a four-year school, and even if they just looked at the Student 

Affairs, student activity, and student leadership unit at a community college it is 

usually, like I said, a one or two person shop with very limited resources with a 

very specific focus.  At a four-year school I had a Director and an Associate 

Director.  I had four or five coordinators, support staff, the whole gamut.  It’s 

student government.  It’s Greek life.  It’s you know, student clubs and 

organizations.  Its leadership development.  So I pretty much started to hone in 

only on community colleges as my next step. 

Christian also came to the conclusion that his quality of life was his first priority.  

As a dean of students at a four-year institution, it would require evenings and weekends, 

which were already full.  As he described, “There were a lot of events I had to participate 

in.  Sometimes I was actively involved.  Sometimes it was just a presence.  Sometimes it 
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was giving a welcome at a Greek quarterly, opening remarks at orientation.”  He also 

examined what the VP’s role had to do, and not only was he going to a lot of my events, 

he was going to a lot of the events with the other AVP, plus he now also had athletics 

reporting to him.  He was going to all of the athletics games, the big university events.  

He was part of President’s cabinet, and attended community events.  Christian mentioned 

that he started to think about what the expectations are for an SSAO at a four-year school, 

the complexity of issues are different, getting a call in the middle of the night about an act 

of violence, or a rape at a residence hall or a Greek life event that went bad or all kinds of 

things that typically don’t happen on a commuter campus.  They happen in a different 

way, but they’re not in the middle of the night. 

He further evaluated his experience and his thoughts, “Gosh, what were the things 

that really made me feel, that brought the most meaning to me and where I felt the best?” 

This was a critical moment for Christian because was it at that moment his career goals 

and evaluation of his experiences and his needs concluded that he would be going to look 

for a vice-presidency at a community college.  Christian explained: 

That spring of my third year I basically applied to two positions.  They were 

almost weeks apart.  One was at State College 2, a VP of Student Affairs and 

that’s in Southern California area, and then the other one was where I am now.  

And I was a finalist at both.  These searches were occurring almost 

simultaneously, and so I had a final interview where I am now and that same day I 

had to jump in my car and drive down two hours to the Southern California area 

for an open forum, and when I got the offer where I am currently I pretty much 

took a day to think about it, talk with a couple folks, and then I withdrew from the 
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other campus search and accepted my current position.  And so I now am in my 

eighth year and it’s my first vice-presidency. 

This vice presidency brought him back to the multi-college district that he had 

already worked in for four years at the Community College in Southern California.  The 

new Community College 2 is a sister college within the same multi-college district.  He 

knew a lot of the folks.  He already had a sense of the culture.  He had the contacts in the 

college district and in the community.  It was 12 miles from where he lived, working for 

a Latino president who is well known and respected in the community.  Christian 

described his happiness: “a new campus, it’s like the sister, the baby sister of Community 

College in Southern California and it is about to turn 100.  Were only 13 years older as a 

standalone accredited school.”  Community College 2 was a satellite campus of the 

Community College in Southern California. 

Christian concluded his 45-minute journey and he painted a lot of side bar themes 

that either were pivotal moments and factors that influenced his pathway to the SSAOs 

position.  In addition, Christian shared that his experience at State University 1, while it 

was from an interpersonal perspective, wasn’t the best experience for him because it was 

not right fit from the get-go.  He said, “I always tell folks though, that professionally it 

was what I needed to get to the next step, but more importantly, it gave me the exposure 

and experience that could potentially open the door for a vice-presidency.” 

Experiences with and responses to racism.  Christian is a son of immigrants and 

working class family.  He was born in Cuba.  His family came to this country in 1967 

when he was seven years old.  His family came at a time when there was not a Latino 
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presence in California in the late 1960s when, there were still beliefs about assimilating 

into American society.  He was a product of bilingual education.  Christian explained: 

We came in January so it was already half way through the school year.  Basically 

we lived with my aunt for probably four or five months.  I was going half day to 

Kindergarten, half day to first grade, full immersion program which as a child was 

a lot easier to do language acquisition than as an adult or a teenager.  And that 

following fall we had moved into an apartment in a different city. 

Christian also talked about his birth name for which is pronounced in Spanish one 

way, and in an English in a different way.  At home, his family called him in the Spanish 

pronunciation and in schools they called him in the English version.  He explained 

growing up his name was an aspect of his identity between the two worlds of English and 

Spanish.  It went back to when he enrolled in school.  It wasn’t an option that the school 

had a preference for the English version of his name.  The name issue was also an issue 

for his sister whose name was changed by the schools to their English preference.  This 

describes a little bit about what the environment was like at that time.  During his 

childhood, he struggled to learn English language, “Turning and asking someone what 

did the teacher say, in Spanish, and the kid basically acting as if they he didn’t know 

what I said and a week ago he heard this same person speaking Spanish to his mother.”  

In some cases, they were told not to speak Spanish either by their parents, the teachers 

and/or the community norms. 

Christian thought a lot of the Cubans who left Cuba in the 1960s. They were well 

off in middle class and had resources that allowed them to leave the country when they 

did, but once they came to the U.S. pretty much had to start from scratch and regardless 
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of what their life was like in Cuba.  His grandfather owned property and he had 

businesses.  Christian helped his dad run the businesses.  When they came here they were 

no longer significant members of the community.  They did not have social capital or 

financial means. 

Christian described his experience growing up as a Cuban in southern California.  

The primary Latino group was Mexican or Central American (specifically Salvadorian).  

He was always treated differently in a positive way because “we were the ones that left 

the tyranny of communism and, at the time, the Soviet Union was still to be reckoned 

with and there was still a bit of that whole cold war mentality.” 

Christian acknowledged a level of privilege and status that was automatically 

granted refugee status to him and his family that allowed them to be a legal resident and 

then to be able to go through the process of achieving citizenship.  He recalled that, “A 

lot of the folks that I grew up with, some who came to this country as undocumented, 

some that came for economic hardship to achieve a better life economically.”  Christian 

recounted a conversation with his mother that elaborated some of these differences in 

treatment: 

And also I think there’s another piece to this.  And I’ll tell you I’ll never forget 

the first time—I said this to my mother.  I mean I’m surprised she didn’t slap me, 

but you know even in Cuba—it’s funny, you know, like my mom would always 

say like, “oh, we didn’t have racism in Cuba like they have here in this country,” 

and it’s like, well, okay, I don’t know what you want to call it, but the status 

based on obviously, you know, especially economic status, but also based on skin 

tone. 
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Christian explained that on both sides of his family, great grandparents and 

beyond immigrated from the Canary Islands, so he is very light skinned; his grandmother 

has light eyes.  As Christian described in his own words: 

If I had been an Afro-Cuban my experience would have been completely different 

so I wanted to just break down the Cuban experience a little bit because it would 

be crazy just to say that I am not aware.  But I’m very conscious of —I’ll call it 

privilege really that it afforded me again from a political status of refugee leaving 

the tyranny of communism, which was so like, you know, we were so embraced.  

And then being that light skinned Cuban with some Spanish ancestry or 

background.  And I remember I was pointing that out to my mother and she was 

having a conversation with a couple other Cuban women, one of whom comes 

from a mixed background, Black and Spanish background.  And I remember I got 

into the conversation—I was probably in my teens or something and I had gotten 

in to the conversation and challenging my mom and saying really, so if my sister 

were to date a Black guy or a Black Cuban you would be okay with that?  Let me 

tell you I got it after her friends left.  It was like, “how dare you.” 

Analyzing Christian’s comments, and his self-consciousness, recognizing the 

level of privilege and status that he has characterized speaks to the comments made by 

Molinet (2012): 

Racism in the Hispanic community and in Latin America in general is deep-

seated, and perhaps even more dangerous than racism coming from a White 

population.  Why?  Because it’s generally acceptable to have stereotypical views 

about Blacks, or even other Hispanics from different countries than ours.  It’s 
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usually not condemned outright.  The general population seems to forget that 

Latin America itself was built on the backs of slaves brought over by the Spanish 

or the Portuguese.  Historically, we have had the same issues with racism as in the 

United States. 

Christian pointed out the kinds of things that he thinks, in his parents’ generation, 

they didn’t either choose to see or acknowledge or were just completely ignorant, to those 

dynamics.  Christian pointed out that his experiences with racism and experiencing it as a 

Latino; he acknowledged the level of privilege and status that he had a very different 

perspective and treatment than a lot of other Latino/a brothers and sisters from other 

places, other countries. 

Christian has another identity in that he is also gay.  He did not come to terms 

with this and come out until he was 26 years of age.  It was a gradual process of coming 

out to family and close friends.  He was in the closet throughout his entire undergraduate 

career.  Christian went on to share this private side about himself and described growing 

up in a spiritual and religious family and coming to terms with being gay: 

My mom just asked me about this the other day when I was visiting her and it was 

like, you know, even growing up as a teenager I didn’t know—like who do you 

talk to about that?  I mean it was clear from messages that you hear growing up 

that this was not something that you wanted to disclose, that it potentially could 

bring about rejection from family or that one would be ostracized.  It really kind 

of deals more with an identity within a religious or spiritual community.  My 

family, almost all of my family, are Seventh Day Adventist and so I grew up in a 

Seventh Day Adventist home.  I went to a Seventh Day Adventist private 
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Christian school from 4th grade to 12th grade.  I was very involved in church in 

all kinds of ways.  In college that’s where I pretty much came to terms of my own 

leadership development and getting involved through youth ministry and with 

music ministry and that in some ways as I look back I think probably influenced 

my staying in the closet as long as I did perhaps, but it also was a really wonderful 

way that I ended up developing, my leadership development as it wasn’t like, you 

know, student clubs organizations.  It was in a church/religious community in that 

context. 

In asking Christian if he had ever experienced overt racism, his response surprised 

me, however, here is how he explained it: 

I glanced at the question just before I left the office and that's always one of the 

things that I always—I have to like say well are you sure the answer is no?  Like 

didn’t I experience that at some point?  And are you just like, you know, totally 

like slipping it under the rug or what, you know.  But if it has I have completely 

wiped it out of my psyche and so I can’t tell you—I can’t respond to that with a 

yes.  So now have I—don’t forget I’m going to answer it from a personal 

experienced with overt racism in my career—no. 

Christian was challenged by the whole issue of covert versus overt.  As he 

described: 

I think sometimes people have a hidden agenda and what’s really driving it could 

be a racist perspective or what have you, but it could be thinly masked as a 

performance issue or a competency, a lack of competency or what have you, but I 

know that double standards exist. 
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He gave an example where he witnessed a double standard that had more to do with 

gender: 

When I worked in the EOPS program for a really old school director who actually 

was an activist in the 70s who had fought and created the Ed Equity programs 

who had been part of the movimiento in California to allow access for Chicano 

students.  I did totally see double standards when I was working for this 

individual, his expectations where it seemed like a male colleague could get away 

with X but a female colleague would never be able to get away with the same 

thing.  Just expectations.  The director was a male. 

Christian also recalled a term “Good Old Boy” network to define the inner circle 

that is often found in higher education.  Somewhere along the line, he realized that in 

California there was a good old Chicano boy circle and he shared, “It’s interesting how 

the behaviors that you often fight against are the behaviors that as the new group in 

power you then begin to emulate. 

 As Christian reflected he further recalled his experience at large flagship 

institution where he completed his doctorate.  This environment helped him to navigate 

how to be open about this sexual orientation in the work environment.  Christian shared: 

And so the decision, you don’t necessarily—you can’t—you don’t—you can’t 

make—you don’t make decisions about whether that someone knows if you’re 

male or female or whether you’re Black or Caucasian but for the most part you do 

have to make a conscious decision about do you want to disclose that you’re gay 

or not.  And when I mentioned I have a follow-up meeting with VP at State 

University 1 before I officially accepted the position, one of the things that was 
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really important for me in that process was to come out to him and to say, I’m in a 

relationship, this is who I am, it’s part of who I am.  I don’t wear it on my 

forehead.  It’s and I think it’s a matter of integrity for you to know and for me to 

get a sense from you if that would be right for me here working in this 

organization. 

Christian spoke about gender and the Latino, good old boy network, in California.  

He also mentioned an experience when working in his graduate assistantship at the Large 

Flagship University in the Office of Multi-Ethnic Student Education.  The office 

historically was created at a time in history in the state when it was intended to help 

facilitate the recruitment and the retention of African-American students.  Along the 

same lines, the university embraced the diversity initiative and their ethnic student 

representation began to expand.  The office went from being primarily geared towards 

African-American now serving multiple constituencies; but still, all of the permanent 

staff were African-Americans.  The office environment gave students when they walk in 

was, in Christian’s opinion, not really welcoming to other student groups.  It was 

reinforced by a lot of students who said, “I just—I don’t even feel comfortable coming in 

here.”  Christian spoke about the interconnection of mixing race relations and inter-race 

relations.  There were times when he thought what was created to address an inequity in 

one group, and there were also those who would say, “let’s expand it to everybody,” but 

wouldn’t provide additional resources.  This creates an automatic conflict between groups 

fighting for the same little piece of the pie instead of making the pie a little bigger.  

Christian mentioned that was the first time that he had been in that kind of environment.  

Eventually there was a recommendation that those graduate assistantships be converted to 
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full-time positions which they ultimately did right after he left, but it still didn’t change: 

“It didn’t change the infrastructure, it didn’t change the focus, it didn’t—all it did was 

just created full-time people who were, you know, now had a little bit more time to 

address some of those inequities.”  Christian concluded his reflection and spoke about 

power and privilege and that people are not willing to share that power and privilege with 

others.  It was a really an eye-opening piece. 

Gender differences and/or similarities that influenced Latino/a lived 

experiences.  Christian has become more aware of gender difference/similarities within 

the context of the leadership cabinet at his current institution.  The President is a Latino 

male.  The Vice President for Administrative Services is an Asian-American male.  The 

VP for Continuing Education is a Latino male.  The VP for Academic Affairs was a 

White woman.  She was the only female and non-minority on the president’s cabinet.  

She retired a couple years ago and they had an interim, and then they hired the interim 

who was one of the deans, and she has now been on the cabinet for a couple years in the 

VP for Academic Affairs role, a Latina who happens to be Cuban and is also gay. 

Christian sees these individuals as his peers.  Despite their responsibilities and 

priorities, he has conversations and discussions and he is aware that VP for Academic 

Affairs is the only woman in the room.  He explained, “I’m aware of how it is for her to 

be in a room of men who dominate a conversation.  Although, she certainly isn’t passive 

and she is articulate.”  He further explained: 

at times, it is her style of speaking and she thinks about things as she’s talking and 

when she is struggling to think of a word—and again I think it’s just the way she 
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processes information—I find myself sometimes throwing a word and finishing 

the sentence. 

According to Christian, “They have a really, really good relationship, but that happens 

unconsciously.”  He stated: 

I’m thinking, “oh, I’m going to answer for her because she doesn’t know what 

she’s talking about,” not at all.  I think she knows it because she’s really talented 

and smart.  But I’m starting to just feel where the dynamics that sometimes occurs 

and I’m trying to keep in mind—certainly I don’t process it consciously like this 

until now. 

Christian was cognizant that we are talking about it and he often wonders what it 

is like to be the only woman in that room of a high-level executive leadership team.  He 

now sees: 

...how gender roles often do play out in the context of his day-to-day work and, 

predominantly in a profession that is still probably—I don't know if it’s still true, 

but it seems, and maybe not at every level, it is predominantly, more female 

representation than men. 

He also examined gender differences and/or similarities from a regional group 

prospective of community college vice-presidents.  In the state of California the gender 

appears pretty equal.  He recounted, “And when I look at other colleagues up and down 

the state and when I look at our annual meeting—maybe it’s just a reflection of 

California—it is very well represented in terms of ethnic, race and gender.”  He felt it is 

perhaps somehow unique to the environment in California. 
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Factors salient to Latino/a success and/or failures.  Christian shared a number of 

the challenges in an environment where there is a competing nature, and especially, in a 

climate where there is a significant reduction of resources.  He mentioned that 

management of budgets and revenue generation are challenges.  He talked about revenue 

that is driven by enrollment and enrollment targets, and when budgets have been 

decimated.  Christian provided an example of the budgetary challenge: 

In our case their plans are being aligned to make sure that our spring and summer 

schedules are robust enough so that we’re going to meet our target enrollments 

because ultimately that's going to influence our budget for the following year, and 

when I can't fill the classroom seats, in this case, it’s three funded positions in 

student services. 

Christian remembered the good times of growth at his former community college 

when new programs and services were started with no concerns for resources.  Since the 

economy started to turn and with no sight of returning to financial prosperity, higher 

education institutions are “posturing, justifying, showing, being data driven in decision 

making and it's not anecdotal anymore.”  It is about being able to document, to show the 

impact, best strategies, and so on.  In California with the passage of Proposition 30, it has 

really cut into budgets drastically.  With the economy slowly starting to turn around, they 

are hoping to get a little bit of relief, but it does not appear to be happening fast enough. 

Christian offered one of the strategies that he used to elevate what he and his staff 

have done to make an impact to student success during these difficult times.  It has not 

been an easy task for Christian.  He has been primarily driven the last few years by the 

budget reductions and trying to patch gaps in terms of some of the things that are barely 
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operating, given these budget reductions.  Christine’s role is to maintain and restore and, 

at times, being collegial while also having the type of data that supports what is needed.  

That is his current strategy.  Christian views the role of the SSAO as an advocate on 

behalf of student services and not in isolation of everything else that has to happen at the 

college, but it has been frustrating because he is unable to deliver on what the student 

services team is expecting.  This is his number one challenge and role at the college.  It is 

critical to have good relationships with the president and other vice-presidents.  They also 

have a district level with a chancellor and vice-chancellor; that also requires a level of 

relationship building and delivering on expectations.  Christian described the district level 

“like a third college with no students and that doesn’t generate any enrollment.  But it’s 

this constant struggle with “they seem to know better than us,” and decisions are made in 

isolation of the rest of us.”  Furthermore, resources would seem to be disproportionately 

allocated at the district level rather than at the college level and “honestly this has been 

really draining.”  It is least favorite part of what Christian said he does as an SSAO. 

Participant 2: Lifting Karl’s voice. 

Access to administrative and leadership experiences.  Karl described his journey 

as a very fortunate one for a variety of reasons.  He entered this work as an undergraduate 

student who wanted to see changes in the university administration, and he actually 

participated in a protest against the administration.  He wanted to explore the question of, 

“how did administrators get these jobs?”  That prompted him to say, “Well, gosh, what 

did they have to study and what was their trajectory professionally to get into these 

positions?”  That was when he learned about the field and discovered graduate programs, 
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college administration, student affairs, then higher education—and suddenly the 

realization, “I can get paid for helping the students.” 

He also wanted for colleges and universities to better support, particularly 

students of color who are underserved, under-represented, and Latinos/as.  He feels 

strongly that this is “really how we can shape and change and improve our social 

institutions by being these administrators.”  The reason why he believes he has been 

fortunate is due to an incredible opportunity to pursue his education financially, have 

support through assistantships and fellowships to get his education, and then to have 

taken on jobs that have been helpful in his professional development.  His hunger and 

demeanor to want to “learn, truly learn about this profession” has been a driving force in 

his life.  Karl explained further: 

Even today I consider myself a student within this higher educational profession.  

I’m constantly trying to absorb how to effect change.  How to maneuver and 

navigate politically.  What are truly the most effective and best practices, and in 

depending on the institution that I’m at, I really have worked hard to learn this 

profession, and I think all of that really leads to why I say I just really feel like my 

journey has been one that I’m incredibly appreciative of and so fortunate to build, 

and now be in a position where I get to help shape, and mold, and some ways 

define, the priorities and the values of an institution that serves over 270,000 

students.  And the fact that the majority of which are under-represented 

population, 60% come from the lowest income brackets in the country, 44% are 

the first in their family to go to college.  A full third are Latino.  And so I just feel 

fortunate to have the journey that I’ve had to allow me to be in the position right 
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now, and really effect change of the social institution, but that change directly 

impacts the lives of students.  And so that would be a little bit about how I 

describe my journey. 

Karl has worked at public and private, large and small, rural and urban 

institutions.  He described, “I’ve really been able to experience a very diverse array of 

institutions and student profiles, and different types of student affairs organizations.”  

Karl thinks the things that really stand out in reflection of his experiences has been the 

successes.  He feels reassured and it also drives him that he made an impact, “That I’ve 

made a difference.”  Karl said he is also fortunate partly because his parents had such an 

impact on him: “really my entire family, and now being third generation of my family 

that his really, feels a need, an obligation to make a difference somehow.” 

Some of the other successes that Karl is proud of include when he was at the 

University of Mid-America as the Associate Director of Housing.  He was charged with 

building a comprehensive partnership with the academic side of the house when he was 

the second-in-command of the housing system there.  He launched a whole series of 

learning communities for shared interest groups and brought together faculty and 

departments.  This program really helped to lead that charge: 

And then within the first two years, we had a significant numbers of freshman 

participating in these learning communities, and as you know a little bit about 

learning communities seeing better retention rates, better graduation or 

persistence GPA, student satisfaction, it really became a significant part of the 

residential operation at the University of Mid-America at the time. 
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 “Those successes in seeing how I could change and shape higher education 

institution really feed me, fired me up.”  When he was at State College, the graduation 

rate for Latinos/as was at about 15%.  Six years later, the graduation rate was 55%, and 

that was the result of, not just his role, but of building a team of leaders at the university 

that looked at changing the culture of State College.  As Karl explained: 

We implemented a curricular-based learning community.  We implemented 

campus tradition that established expectations for students.  A freshman group of 

ambassadors that then developed a formal convocation for freshman students.  We 

trained faculty on active teaching strategies through an institute, a center for 

excellence and learning and teaching institute, and when we combine all of those 

things, we saw a very dramatic change of the entire college, and I think about 

some of those successes.  We were able to turn around enrollment 24% over the 

course of one year by re-engineering the admissions office and really changing 

the enrollment funnel strategy and yield strategy in admissions, after declining 

enrollment and being able to turn it around very quickly because of system 

changes. 

It is building programs for student success that excites and motivates Karl.  A 

similar example was while we was at a downtown Urban University as an Associate Vice 

Chancellor, and again was faced “with declining enrollments of the international student 

population and developed a whole series of yield strategy.”  As a result, they saw 

dramatic gains in the international population.  He helped build the infrastructure at 

Urban University, and as he described, “for a fairly neglected student affairs 

infrastructure” and he was able to establish an assistant vice chancellor for enrollment 
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management position, a student veteran affairs office, and a health and wellness office for 

which, he “built from the ground up.”  Housing with a live-in policy for first-year 

students was also established for the first time in the downtown Urban University. 

Karl felt proud and explained, “I mean, those are things that really transform 

campuses.”  Karl is currently at a large Urban University.  Here he has the opportunity to 

have a much broader scale of impact.  He elaborated: 

Over the last two years, I have implemented across seven community colleges, 

students are able to receive public benefits through their single stock centers.  

This was generated just in really the last three years, about almost $80 million 

dollars in public benefits going to our students that are at the community colleges. 

They have, in effect, doubled the Pell grants that these students are eligible for by 

helping them understand and to get educated about the public benefits that they’re 

eligible for.  Karl indicated, “Yet, 60% of all of our students come from the lowest 

income brackets, and we have blended government with higher education to help our 

community college students receive the benefits that they’re eligible for.”  For every one 

dollar the institution puts into the program, they give away about $21 in benefits, and it 

has now reached about $79 million over the last three years for students.  Karl closed this 

point saying, “And so those are the things when I think that stand out most for me are the 

real successes of changing our social institutions to better serve our students.” 

Experiences with and responses to racism.  Karl started explaining his 

background by talking about his parents.  His mother was born in Mexico.  She was a 

migrant child.  Her family worked in the fields as they migrated up through Texas and 

New Mexico, parts of Nebraska, and ended up in northern Colorado in Fort Collins.  His 
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mother was one of nine children.  His mother’s parents had a third grade education and 

lived in heavy poverty.  She grew up in the Spanish colonies in northern Colorado, but 

she was able to get an associate’s degree. 

His dad was born and raised in Cheyenne, Wyoming.  On his dad’s side, he was 

actually a fourth generation Mexicano in Wyoming.  His dad was one of six children.  

They were very poor.  His father’s parents had a sixth grade education, but he dropped 

out of high school and got his GED in the military, and then went to a community 

college, transferred to a four-year college, received his bachelor’s degree, then received 

two master’s degrees and ended his career as a principal at an alternative high school. 

He shared that background because that really lays out his identity and his interest 

in education, but culturally he very much identifies as Latino/Chicano, he thought, in 

terms of his work in higher education. He is also very much an activist at heart, and he 

identified with trying to improve the education system for our country for the general 

public.  The general public is changing in how they look and how they speak, and in 

terms of what their needs are.  He thinks that speaks to his identity as a Chicano; as a 

Latino that is very much a part of who he is. 

Regarding Karl’s education, as an undergraduate student, he started out in Pre-

medicine, and after Chemistry 109, he changed that and then majored in Psychology.  He 

thought about becoming a high school counselor like his father at one point of his life, 

but then when he got involved in student clubs and organizations, he chose to get his 

degree in Psychology and minored in Chicano Studies and Speech Communication.  Karl 

learned about master’s programs, so he applied to Colorado State University to their 

Student Affairs in Higher Education master’s program.  Afterwards, he went straight into 
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his Ph.D. at Indiana University in higher education administration with concentrations in 

learning cognition, instruction, and policy studies. 

Karl’s master’s thesis was a study of first generation, low income Latino/a 

students.  He developed a retention program, which was essentially a learning community 

for a cohort of first generation, low income Latinos/as with a 95% retention rate and was 

a worthwhile study of a successful program.  Karl’s dissertation was on the effects of 

curricular-based learning and learning communities of students with two or more 

deficiencies in math, English, or reading. 

Karl also described his identity in relationship to his professional roles in higher 

education.  As Karl explained: 

I’ve worked at a private University in multicultural affairs, where my identity as 

Latino really was an important part of my role working in multicultural affairs, 

and then shifting to a housing system at the University of Mid-America, where, 

although I grew up in Wyoming, I was very familiar where the students were 

coming from.  The role of being Latino, other than the diversity of the staff, really 

wasn’t central to my responsibility, but certainly playing a role in terms of me 

engaging in a variety of diversity in work at the university.  I think my being a 

Latino, there’s certain, particularly, as I made the next move to the senior vice – 

chief student affair’s officer, senior student affairs officer position, I think my role 

as a Latino came with some assumptions while being at the table, when I say the 

table, the cabinet table.  With the presidents at the top-level leadership.  In that, I 

think there became an assumption in keeping in mind, most to those tables are 

predominantly White. 
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There was a clear assumption that Karl understood in context of diversity issues, 

and oftentimes he viewed that was his primary role in some cases.  He wanted to be 

respected as an administrator in student affairs, but to be more respected as an 

administrator in higher education.  Karl’s experiences really prompted him to become 

well versed on a variety of issues within student affairs and extended beyond student 

affairs in a more administrative, academics, facilities, and management.  This included 

enrollment management functions so that he could contribute in a much deeper and much 

richer way at the leadership table. 

In some ways, it actually moved him to fight against what can be a perception or 

assumptions of administrators.  As Karl explained: 

“Well, he’s Latino, he’ll know a lot about diversity issues.”  And frankly even in 

my current position (SSAO), sometimes I turn to by, almost by assumption, well, 

you shouldn’t be commenting on this.  And that’s fine.  Maybe I should.  But I 

think my goal is to function at such a level where I’m being turned to, on broad 

issues of leading the university. 

Karl views his role as a Latino has been one not to assume the traditional role dealing 

with diversity issues or strictly Latino issues, but in fact to try to represent himself and 

his community in a way that really speaks to providing broad level leadership that is 

guiding the institution. 

When Karl was asked about his experience with overt racism, he thought about it 

for a few minutes and said: 

Sure, at my first institution, the president had started an initiative where 

multicultural affairs where I worked was about a year old and enrollment went 
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from roughly a 2% student diversity to 16% in a matter of two years; a real 

dramatic change on the campus. 

Karl was a part of the multicultural affairs office, they were in the mix and he described a 

high-level of tension during that time.  There were a lot of high-level alumni who were 

no longer going to fund the institution, and this was a private school.  Dan Quayle had 

attended, and Irving Jordan had attended school as well.  The private school had a long 

history of politically connected and business connected alumni, it was really designed for 

the upper echelon of students and families.  According to Karl: 

Occasionally, some heavy heat in the multicultural affairs office occurred from a 

bomb threat of someone very upset that we were even there, to faculty clearly not 

understanding the role or function of the multicultural affairs office, in assuming 

the office was in place to drive for affirmative action, and just a lack of 

understanding. 

His colleagues’ lack of understanding of, or resistance to, affirmative action programs is 

clearly evident here.  Those who are not knowledgeable of affirmative action programs 

don’t understand that candidates must meet the qualifications and have the necessary 

background to perform the job.  On the other hand, there are individuals who are resistant 

to affirmative action programs for a number of personal reasons that range from racism to 

opposition of racial preferences (Sterba, 2003). 

Karl also reflected on his experiences in how he responded to acts of racism when 

it has occurred in his life: 

I’m trying to think of any particular, very specific things that come to mind.  It’s 

interesting, sometimes when those things happen, as you may know, you’re taken 
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off guard and you reflect on it afterwards, and you think, I could have done this, 

this, this, and this.  And you think about after the fact how you would have 

responded. 

Karl referred to how he never expects for an incident of racism to happen, but when it 

does, he at times does not know how to react and respond.  He further said: 

But there really are—I think growing up in Wyoming, that racism discrimination, 

I’m certain, was there.  I think growing up in a predominantly White community, 

in many ways, buffers—provided some buffers for me in how I manage through 

it. 

He did not identify any overt racism, but just an incident where he said, “well there’s a 

jerk, or someone who is just uneducated.” 

Karl reflected on any experiences he may have experienced with covert racism.  

He recalled that when he was at an urban university were planning a multicultural student 

retreat, and they were trying to find a location out in Indiana, in a rural area.  They 

scheduled site visits prior to bringing the students to the locations.  They wanted to secure 

a space and once the site owners/coordinators realized who they were and what they were 

doing, as Karl commented, “It’s just a very cold treatment.  It happens so quickly, not 

even, not terribly reserved, it’s just you got the message, and you kind of moved on.”  He 

mentioned that there were many, many instances of that, and some people, he thought, 

teeter on overt racism without the words and the language.  It was clearly their behavior 

and the conduct that comes across.  Karl found it: 

…interesting and has had many instances where even the whole community, and I 

don’t know if this covert racism, but sometimes there’s the perception of who you 
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are as an administrator, and in how you deal with those situations within your 

own community. 

Gender differences and/or similarities that influenced Latino/a lived 

experiences.  Karl recognized that this was a tough question for him for a variety of 

reasons.  He shared that: 

there are so few Latinos and Latinas in leadership positions in post-secondary yet 

to begin with, but there’s even fewer opportunities or forums that which we could 

engage each other to really understand what the gender and cultural nuances or 

challenges are in these divisions. 

He felt that is was kind of tough for him to respond to in terms of what are the differences 

between Latinos and Latinas.  He further thought about it, and commented, “I think 

there’s probably—when you think of the history of American higher education, I think 

there’s probably fairly distinct advantages for the Latino, versus the Latina.”  He said: 

The main advantage is that traditional higher education, administration, executive 

teams, cabinets, tend to be male dominant.  So, Latinos—men, frankly, can 

navigate the maleness often times of the—these cultures, of these leaders of the 

cabinets and the executive culture probably much more fluently and in a much 

more nimble fashion than maybe a woman can and that’s—in no way should that 

be said that it impacts effectiveness of strength as a leader.  It’s frankly a 

comment and I think the history of American higher education, executive team 

and you know, the makeup, which I think of all us have seen. 

Karl thinks that there are advantages from the social construct of higher education 

institution.  With that said, he believes there is a kind of a new “rolling generation,” this 
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next generation of leaders who are understanding that you are far more effective if you 

are collaborative and if you work in teams where you get the most out of people’s 

strengths and talents and knowledge and intellect.  From Karl’s perspective, “this requires 

a person to know, a leader to facilitate people coming together and getting the best ideas 

of how to lead the institution.”  He thinks there are probably advantages now, for the 

Latino in these executive positions.  He further sees not only the browning of diversity of 

executive leaders, but certainly the diversity of gender, coming in as well.  He anticipates 

that there is going to be a larger number of executive teams who are far more 

collaborative, less hierarchical, and that embrace more of a collaborative team approach 

to leading institutions.  He also thinks that women are far more collaborative and team 

oriented in their approach to leadership. 

Factors salient to Latino/a success and/or failures.  Karl shared personal 

characteristics that have helped him in his career and he recommends to Latinos/as to 

begin with a comfort and a willingness to fail.  He said: 

I think for a long time I had a fear of failure, particularly as a young professional.  

I didn’t feel like I could make a mistake, the microscope is on me as a 

professional of color, so I have to do everything right.  Once I realized that—

that’s a myth, in our own mind, I could really open my mind up to really how 

higher education institutions run.  I was much more open to learning about the 

diversity of cultures and kind of how, again, institutions run.  They’re incredibly 

diverse whether it’s urban or rural, public or private, large or small, community 

college/four-year professional school.  I think I became a real student of the field 

once I could—I got comfortable with being okay with failing. 
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Karl’s strategy was to learn more about our profession and the field of higher 

education, “to go far beyond Student Affairs, because of that openness to learn about 

higher education as a field and not Student Affairs as a profession.”  Some other 

challenges that he struggled with, as he frankly put it: “whenever you make a move, once 

you learn and adapted to an environment and you can negotiate that culture;” if you can’t, 

it becomes a challenge with regards to changing the culture. 

Another point he made was learning a strategy that every leader, regardless of 

level, at entry-level, executive, or president, that it is important to learn the historical, 

cultural, and institutional context of an institution before you begin to make broad stroke 

changes.  He recommended that new leaders assess the environment, from a historical, 

cultural, institutional, but also a political, framework.  If you don’t do that, “you run the 

risk of hitting landmines unfortunately.”  He also thinks the challenges include often 

having to adapt to new institutions.  As he put it, “You have new players.  You have new 

political nuances.  The structural, organization—every institution is just so different.” 

Even though there may be common practices, common curriculum, common even policy 

structure, the political frame, the cultural frame, and the institutional frame are often 

dramatically different.  He stated: 

 So, the challenge going forward is always adapting to new ways of running higher 

education institutions.  And, not to even mention the geographical differences 

across the country and increasing around the globe, it’s just—you know, it—once 

you get to know one institution of higher education, that’s all you know is one 

institution of higher education.  Everything else is often very different. 
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Karl is thankful that he has worked at large, small, public and private, urban and 

rural institutions.  He has been able to refine his skills to adapt; however, it is clearly a 

challenge for Latino professionals going forward, in terms of the type of competency and 

skill sets and talents they need to lead institutions of higher education. 

Participant 3: Lifting Martin’s voice. 

Access to administrative and leadership experiences.  Martin reflected while 

reviewing his resume and said: “It would appear pretty linear, but I would say that the 

journey,” he thinks, “started with a seed planted within me by a mentor while I was an 

undergraduate.”  It was an African American who was, and still is, vice-president at a 

large State University in California where he was an undergraduate student.  He 

remembers seeing his VP give talks and speeches and spent a lot of time with students of 

color like him.  Martin pounded and said: “Damn, that’s a cool job.  Like, you get paid to 

do that?  You get to dress nice and you have a nice office.  What better job than that?”  

Little did Martin know, of course, what his VP’s full responsibilities were, but that was 

the initial hook.  He further recalled, “when his VP talked to him pretty openly about in 

his generation what it meant for him to be a Black man in Higher Ed and he told me it 

wouldn’t be easy.”  His VP encouraged him to get a doctorate.  He said “that I needed to 

do that in order to begin to be considered for a senior leadership role at any institution.”  

As Martin described: 

And so I think I took those two things with me throughout my career was that I 

was going to face “oppression” throughout the journey.  I was going to face 

“racism throughout the process.”  That didn’t make it any easier, Terry, to be 

honest.  I just kind of knew it was coming.  I will say that my journey has been 
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really blessed by a lot of mentors and sponsors.  And you know, for me I’ve 

gotten a lot of guidance as well as, you know, doors have been opened for me in 

positions that I had never felt ready for and sometimes even prepared to do, but 

there was a sense the people around me or above me that I was the right person.  

And they trusted me enough to take a chance.  And that I was going to be making 

a difference in that role. 

Martin concluded that was an important part of his journey.  He tells people that 

he feels really blessed and, at times, he feels like he doesn’t know what other people’s 

journeys might be like.  He does not know if his journey is the norm, but feels that each 

step of the way he has been supported to take on more responsibilities or key 

responsibilities that would help him move to the next level in the organization.  Martin 

believes strongly that this has been really key for him.  He also thinks a key part of his 

journey to where he is today is due to those opportunities of trust shared by others. 

Experiences with and responses to racism.  Martin grew up in San Diego, 

California.  He is fourth generation Mexican-American.  He always identified as Mexican 

growing up and when he got to large State University in California he started to really see 

himself: “I think all of a sudden I became a person of color.”  Martin described this time 

of his life faced with challenges towards affirmative action.  As he described: 

Affirmative action was being debated pretty heavily and hotly in California at that 

time and Ward Connerly was leading the charge to do away with affirmative 

action in California.  And the ripple effect was that at least on my campus as a 

transfer student, there were White students on campus who—I remember one in 

particular who said to me well you’re only here because of affirmative action.  
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And I remember thinking, Terry, “well, what the Hell does that mean to me?”  

You know what I mean? 

Martin felt insulted by the other student’s comment.  That was when he started to 

really question who he was and where he came from and the learning was in a 

predominantly White context.  All of a sudden he “became a person of color.”  He was 

being contacted by Chicano Support Services.  They were outreaching to him and 

providing support.  His response, “I was like shoot, they’re outreaching to me.  I’m happy 

to take any support I can get.  And at the same time I started to learn about the—I guess 

what it means to be—to identify as Chicano.” 

 Martin was in college at a time when Ward Connerly believed that affirmative 

action was a form of racism, that people could achieve success without preferential 

treatment in college enrollment or in employment.  Connerly also thought that selective 

affirmative action discriminated against minorities such as Asian Americans, Indians, and 

South East Asians, “as some of their people have experienced discrimination in the past.”  

However, they do not receive the benefits of race-based admissions.  Critics contended 

that Connerly failed to recognize the damaging extent of past racism for African 

Americans and Hispanics because institutionalized racism is so pervasive and so 

powerful, believing that affirmative action can help overcome the residual effects of past 

discrimination on people of color (Vincent, 2000). 

It was during his college days when Martin started to take on that label “person of 

color” because he finally realized that was a way for him to identify his experience at the 

university, to identify his experience growing up and not feeling accepted by the White 

dominant society growing up, but also not feeling like he could relate to a Mexican 
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experience with friends or family that he lived with and were raised by.  It really helped 

him to make sense of his experience.  That was really important for him: “it has been 

form my own identity, and that’s how I still identify now and hold onto that.”  It has 

helped Martin to understand himself and his work and his day-to-day life with his family. 

Martin also recalled memories growing up and barely graduating high school.  He 

shared, “Terry, I had a 1.9 GPA when I graduated high school and what’s ironic about 

that is the first probably seven years of my schooling I loved school.”  He always loved 

learning and he did well.  He was placed in advanced classes in junior high yet he had a 

really hard time with pre-Algebra.  As he reflected, he said: 

I’ll never forget the teacher would—you’d take a test on Friday and on Monday 

morning she would come in and she would seat the class from left to right 

according to your grade.  If you were in the front left hand side of the classroom 

you got the highest grade and she would announce your name and then your 

corresponding grade, and if you moved to the right of course everyone knew that, 

you know, the folks with the lower grades were seated closer to the right hand 

side of the classroom.  And I remember feeling so embarrassed.  At times I would 

be in the middle of the classroom or on the far right and I remember internalizing 

that maybe I was just dumb, you know.  Maybe I’m just not as smart as I thought 

I was.  And I think that was the beginning of a difficult time for me over—for the 

following six years of school because I had a large—I would say a pretty loud 

internal voice of self-doubt about my smarts.  And that impacted my schooling so 

it’s almost like I performed to that.  You know I got Bs, I got Ds, I ended up 
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squeaking under the radar and barely graduating and I never thought College was 

for me. 

After graduating from high school, Martin got a job in commercial fishing.  That 

was the hardest job he has ever done.  He thought, “I had dreams of being a commercial 

fisherman—I wanted to own a fleet because I figured ‘wow, well, if I’m going to do this 

I’m going to go all the way.’”  Once Martin got out there into the ocean he decided it was 

not for him.  He did not know what he was going to do with the rest of his life.  So he 

went home and his parents made gave him some specific expectations: 

My dad particularly said well, if you’re going to live at home you’re going to go 

to work, which is no problem for me given where I’d just come from, and the 

second was you’re going to go to school.  Terry, I kid you not, every fiber of my 

being was just paralyzed with fear because I mean, “who was I?”  Like, I had 1.9 

GPA, like, I’m not smart, like, you know, there was no way I could do it.  I 

couldn’t do high school classes.  How could anyone expect me to do a college 

class? 

Martin shared a private moment, “I think at times I think it’s been very isolating.  At 

times I’ve been surrounded by tremendous community.”  He further shared: 

I don’t think I had any—I might have had one Latina mentor, but most of my 

mentors along the way were African American men and women, White men and 

women, that is in terms of just having a Latino or a Latina support it didn’t come 

—it’s come—even to this day I think I probably, you know, maybe have a 

handful now which is great, but I think that contributes to my own journey. 
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He ended by saying, “And I’m not suggesting they’re not out there.  I just —I think in my 

own career in terms of developing that kind of relationship with someone and bumping 

into them at the right time and will we have a chemistry.”  He thinks it has contributed to 

how he has navigated his career.  It has informed him on why it is important for him to 

give back and be present and be available for others, and to seek out mentorship as well 

because he doesn’t see the opportunities looking at the numbers within NASPA.  Martin 

said, “I don’t see a whole bunch of us.” 

Martin explained that NASPA is a thumbnail sketch of the rest of the institutions 

who may not even be represented at NASPA.  He feels that the Latino/a community has a 

long road to go.  It was an interesting point that Martin brought up because when the 

researcher contacted ACPA and NASPA, he learned that of Latinos/as with the title vice-

president, senior vice-president, or vice-chancellor, in ACPA there were only eight, and 

in NASPA it was closer to, but still only, 20.  Martin mentioned that he knows 

everybody, referring to the eight Latinos/as in ACPA and 20 Latinos/as in NASPA.  He 

shared, “I mean you got a long career and both ACPA and NASPA and that’s just—it’s 

unsettling for me, you know.  It’s like gosh, we’re, you know…small group.  Yeah, I 

mean 28.”  It is a very small number of people and it worries him.  On the other side, he 

was proud to mention that, “there is a great number of those of us who are sitting in the 

deanship chair right now and so that’s a very positive sign.”  He believes between both 

associations about 30, 35 individuals do so now. 

The comments lead the researcher to ask Martin these questions: Did you see any 

potential roadblocks from going—from moving from being a dean of students to being a 

senior or a chief student affairs officer?  Did you see in your experiences or any 
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conversations you had with other colleagues, was there anything that kind of struck a 

chord and say, you know, that may be been a barrier from others and may even have been 

a barrier?  Martin responded: 

You know for me I think one of the most challenging parts, it’s institutional 

specific and supervisory specific, but I think looking back I think one of the 

things I would offer to anyone who’s—you’re putting yourself on a job market for 

a vice-chancellor, SSAO role, is I would say, “what is your relationship with your 

president or your provost? whoever your supervisor might be, to me that is 99.9% 

of the game.  If you don’t feel the chemistry, if you don’t feel like—they’re not 

going to let you do your job and you don’t feel like they’re going to support you, 

then it’s going to be you short time for you.  I wish I would have been told that 

earlier in my career to pay attention to that because when I became a campus 

executive, that relationship at the end of the day is all I really have that can really 

contribute to my success in making the institution move forward, at least here I 

find.  And it’s a precious relationship.  It’s a sensitive one.  It’s one that takes 

good cultivation and investment both ways because when I go back and meet with 

my staff I’m meeting, for the most part I’m meeting with folks who are like 

minded, not that we agree on everything, but we are invested in student affairs.  

But that, as you know, is not my daily job.  My job is to be with trustees and my 

job is to be making sure my VP colleagues know that student affairs matters.  My 

job is to sell the out-of-classroom experience to the right people, fundraisers and 

so on, and to make sure that people understand the value we add to the 

experience.  Well that’s where I spend most of my time, and so I find that—I 
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didn’t know that, Terry, to be honest with you.  I heard people tell stories about it, 

but I didn’t know that would be most of my job in terms of how I spend my time.  

And I think for me I don’t know if it was a barrier, but it was definitely a steep 

learning curve from me coming from the experiences I had had, coming through 

the ranks in student affairs, if that makes sense. 

We went a little bit deeper in the conversation and I asked him if he had, at any 

time in his career, experienced overt racism.  Martin remembered a time as he explained, 

“I haven’t experienced overt acts of racism very much, thankfully.  I recall a time when it 

was one-on-one or in a group.  The first one was one-on-one situation.”  He was at a 

director’s meeting, and at the time, he was the special assistant to the dean of students 

and they were making a push within the division to move forward in regards “to 

developing the multicultural competence of the divisional staff.”  And they were talking 

about hiring people of color as they needed folks of color in leadership roles.  Martin 

explained: 

A White woman who served as a director at that time made the comment that we 

were just—well how do we do this and lower our standards?  You know, lower 

our standard qualifications of what we expect in terms of who we hire, how do we 

do this and the implication is that as a person of color you’re just, you know, you 

just have no qualifications and we’re just letting you in the door, the back door, 

right? 

Martin remembered, “being so mad and it was awful feeling.”  He confronted the person 

and she later told him, “Hey, well you know, I’m afraid of you.”  This was one-on-one.  

She explained, “I’m afraid of you because well you’re kind of a bigger guy.”  Martin 
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expressed his frustration, “I’m not a huge guy, Terry, frankly, but according to her I was, 

which, a.k.a., meant man of color in my mind.”  Martin further elaborated: 

“You’re a bigger guy and I don’t know if I feel comfortable when you express 

your anger,” which I never raised my voice to her, but apparently she felt afraid of 

me.  So you know that was one example.  Another example was in a workshop 

and the topic was race.  The facilitator asked the question: “What do you hope 

from White people in a dialog about race,” something like that?  I would hope that 

White people will own their privilege and own their identity and all that comes 

with that.  And the response from a colleague in the room, a White woman, who 

stood up and said “Well, Martin, I don’t see what the big deal is.  It’s not like 

you’re being dragged behind a truck by chains down the street.”  And I remember 

saying—and I was so mad and I was sitting there fuming and I said—I even 

forget what I said I was so mad.  I just remember feeling—it was one of the first 

times at that institution that I felt like leaving that day.  I felt like leaving my job.  

I felt like this is the level of conversation that was—her level of understanding 

that was endemic to the division.  That’s how I felt.  And you know that was a 

tough one. 

Martin also recalls a third incident that he determined to be covert racism.  His 

credentials were questioned.  He mentioned that the question was raised, ‘“Is he really 

qualified for this job, in my mind, if I was White they wouldn’t be asking that.’”  Martin 

has confidence that it has been constant throughout his career but in different ways.  No 

one has ever been direct to Martin or no one ever came up to him and asked that, but he 

thinks, second or third-hand it has bubbled up from time to time for him. 
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After this conversation, I explored with Martin if in his career if he has 

experienced covert racism.  Martin responded: “You know I don’t know if this falls into 

the world of covert but it might be more overt, but I’ll tell it anyway.  There’s been many 

a time when I’ve been confused for other Latino colleagues on campus.”  He talked about 

a particular experience: 

You know people have confidently started chatting me up, people I don’t know, 

but chatting me up about some topic or issue and I’m kind of looking at them like 

I don’t know what the Hell you’re talking about and then it comes out that they 

think I’m this faculty member in the College of Ed and I kind of looked at him 

and I go no, I’ve not published a book and no, I’m not involved in that service 

project down the street or, no, you know.  That has happened throughout my 

career as well, off and on, just that’s happened to me in NASPA, people have 

come up to me and confused me with some colleague that I don’t even know, 

some colleague at another institution, and they’re chatting me up, especially if my 

name tag is hidden. 

Martin has settled that racism is a part of his daily job.  He feels that in terms of 

racial identity it is very present for him in his daily work.  “At times,” he mentioned, “I 

forget until I walk in a room and I am reminded that I am the only person of color in the 

room.”  He does a little survey by looking around the room and says, “I go, ‘oh shit, here 

I am again’ or, you know, and that’s real for me. That’s very present for me.”  Some 

days, he can manage that really well and not allow himself to focus his energy on the fact 

that he is the only one.  Other days it is exhausting for him.  Martin shared an example: 
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My president—we were meeting one on one and he said to me, Martin—he’s a 

White male, he’s probably 69.  He said to me you know what, Martin, I don’t 

think we give you enough credit for all the good work you do with our Latino 

students.  Now Terry, I don’t advise Latino student organization.  As a matter of 

fact the last time I advised them was like five, six years ago, and I may meet with 

a Latino or Latina student here and there, but Terry, I’m the last one to claim any 

credit for, you know, advancing that agenda.  Now I’m behind them, I support the 

people who do and all of that, but I’m sitting there looking at him like that’s how 

you see me, like that’s what he sees. 

Martin clearly expressed his bewilderment in this example and a level of 

frustration that was evident.  Martin also spoke about undocumented students on campus: 

He (the president) comes and talks to me.  You know so that’s very real too and 

hard because I’m like, “wow well that’s kind of—that’s how you see me” or 

“that’s how you see my leadership” or even at a minimum “you’re comfortable 

enough telling me that.” 

Martin continued to explain: 

Not even knowing what I’m really doing.  If I—I always think if I was a White 

guy I’d be hard pressed to believe he would be saying that.  “I enjoy the work that 

you’re doing with our White students’ club.  It’s a fantastic, fantastic contribution 

you’re making to our institution.”  Right, exactly.  You know that would not 

happen. 
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Gender differences and/or similarities that influenced Latino/a lived 

experiences.  Martin first reaction was, “I don’t think I’ve ever worked with a Latina 

either as my supervisor or in terms of supervising her which just again back to our 

conversation about the poor numbers we’ve got represented.”  He thinks about being a 

target when it comes to his race.  He also acknowledges that being male affords him a 

privilege that Latina sisters don’t have to deal with.  He further explained: 

I mean they have to deal with in some pretty harsh ways in terms of sexism and I 

will say in my own experience that sexism is alive and well and they, you know, 

most of the cabinet here is male, is White, is heterosexual and that’s very real, you 

know, that creates a dynamic for sure that I think I have it easier as a male than I 

would say any of our Latina sisters do I think at a public or private school.  It’s, 

you know, they face challenges in ways that I don’t frankly.  But I think that’s 

real. 

Factors salient to Latino/a success and/or failures.  Martin, early in his career 

when becoming a dean of students, he asked a lot of questions of other deans of students.  

When he had access to an SSAO he would ask them: 

Hey, how do I do this?  Like how the heck do I do this and what does it mean 

to—how do I achieve the dream, right, my goal of being an SSAO or dean of 

students or director, how do I do that? 

Martin offered one piece of advice he received and he still tries to employ and it’s 

important; on one level he thinks title is important in every job, but at the same time, 

quality of experience is really important too. 
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Martin also reflected that a lot of self-awareness and self-examination about: 

“Where am I strong and also what are the experiences that I haven’t gotten that would 

really help me in the next role that maybe I could have access to now if I volunteered for 

that could come to me?”  That was really key for him.  He also perceives the advice as 

helping him to be honest, forthright, and work to not to undermine anybody.  He learned 

not to backstab anybody and that he is a “can-do” person.  He volunteers for things 

outside the realm of his role and his division’ so that people begin to see him and rely on 

him for a perspective or a thought, and that he is easy to work with.  Martin also 

expressed some of his frustration with his colleagues: 

I can't stress that one enough I think.  I had a lot of competent colleagues in my 

division but gosh darn it, some of them are a pain in the rear to work with.  And I 

think that limits them.  I’ve seen that time and again no matter how qualified, how 

many degrees; they can have degrees from the finest of universities but no one 

wants to work with them.  And I find time for me—I try to be, you know, I try to 

be very—I guess I try to pay attention to how I show up in a room. 

 Martin gave this excellent advice for aspiring SSAOs to keep in mind.  He 

stressed, “be honest and no hidden agendas, I want you to know what I’m thinking about, 

what I hope for as an outcome, what you see is what you get.”  He has found, at times, 

that this mind set has helped him, even if he didn’t get what he wanted in the 

conversation.  He always wants you to know as a colleague that he is not out to get you 

because he has never found that to yield a long-term successful outcome.  From his 

experience, all this approach yields is short-term wins that end up, he thinks, damaging a 

hard earned, professional reputation.  This is a strategy that is important for him, connects 
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him to his values, and could make someone successful in the field regardless of their 

position. 

Participant 4: Lifting Kathy’s voice. 

Access to administrative and leadership experiences.  Kathy started her career 

with a degree in Romance Languages and Literature.  She started as a faculty member.  

For several years, she was an active in admissions until she had an opportunity to do 

some work in administration at Private University in Massachusetts.  As Kathy 

explained: 

At that point, my interest was to try to—what I thought in my ignorance that I 

would bring some rigor to the operation.  And I was wrong.  I mean there was a 

lot of information and a lot of extraordinarily good work. 

She got hooked on administration work and found it to be: 

I guess inspirational in many ways and decided to stay longer than I originally 

intended and I was fortunate to have good people around me so I was able to get 

promoted reasonably quickly and have different experiences.  So eventually it 

became the natural fit. 

Kathy made the shift from the faculty position to administration.  That was the 

most eye-opening and mind blowing experience for her.  Kathy explained in her words: 

So that was—to me clearly was determinant, I was originally intended to sort of 

dapple in administration rather than really take it as a professional direction.  And 

that was, as I said before, truly life changing for me.  So that was number one.  

Number two was let’s say my—I ended up being at Private School in 
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Massachusetts for about 20 years, so the first 6, 7 in the faculty and then in the 

administration. 

Kathy was then recruited by an elite, private university in the Northeast to take a 

position as a newly established Dean of Student Life.  She had grown up at Private 

University in Massachusetts, so the change to elite, private university was substantial 

because she went from a very innovative environment to a very traditional environment.  

She described: 

I came to understand and learn just how different the really highly, highly 

selective institutions are.  You know I thought I was in a highly selective 

environment, which I was, but the Ivy’s institutions of the world are really 

different.  And that was a true learning experience for me. 

Kathy shared the final one was the shift to a public institution.  She had always 

been interested in working in public education.  It was very important to her and she was 

committed to it.  She felt strongly that whether a person is at a public or a private 

institution, that you have public obligations.  She had an opportunity to work at a large 

public institution in on the west coast that was a long shot because all of her experience 

had been in the private sector.  She got the job and was very pleased, very excited; she 

continues to think that it is a fantastic environment.  Her challenges that she “experienced 

at the large public institution has been unique to both State and the public environment.”  

And that was another significant learning experience as Kathy’s explained: “I’m going to 

say it’s not exclusively in the area of admissions.”  For example: 

Yes, there are some significant differences in some areas.  I’m going to say that 

overall for me the shift to come from—at that point I was coming from elite, 
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private university.  When I moved here from elite, private university I have to say 

that—now we can talk more about this later but it was—the decision for me was 

very easy.  I felt that I knew a lot about all of the areas, and that was a surprise to 

people.  And that comes from coming from smaller institutions where you have a 

much more direct experience to things.  So the transition was very easy, and I felt 

very comfortable very quickly.  Nothing like the transition to elite, private 

university, for example, which I’m going to say took me two years to feel 

somewhat comfortable in that environment. 

Kathy talked about her move to the west coast and how substantially different and 

truly education the experience was for her, especially the area of admissions.  She 

explained, “Making the adjustments in overseeing admission was a huge learning curve.”  

She further elaborated: 

When I first came to the west coast to work at the large public university, we were 

getting a large, large number of applications.  This past year we had—this fall we 

had almost 100,000 applications.  We’re at 99,560 applications.  So in a public 

environment you realize then that we were denying—we deny thousands and 

thousands of kids that are actually not only excellent but they’re also eligible 

within our rules for attendance in one of the large public university campuses.  So 

one was that, so the political element there, having every year we were denying 

over 30,000 applications of people in California who felt they had a right to come 

to the large public university.  We were denying people that get admitted to elite 

private university in the north east, right, so that’s number one.  Number two, 

there was the whole issue of Proposition 209 and the fact that we cannot consider 
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race in admission which brought tremendous tensions with especially the African 

American community but the other communities as well.  It’s a combination of 

enormous numbers of qualified and California students and the fact that 209 was 

in effect and made those relationships very difficult.  And third, the other element 

was just the involvement of the regents in the legislature in what goes on the 

campus.  So that was a learning experience and all, as I said, all of it related to 

truly admissions issues. 

Experiences with and responses to racism.  Kathy was born in Italy and her 

family immigrated to Argentina when she was an infant.  Her growing up experience 

happened in Argentina.  Her family immigrated to Uruguay.  She grew up in Buenos 

Aires, Argentina in Latin America.  She describes her identity as entirely Latina and her 

race as White, Caucasian.  Her mom was Italian and dad was Polish.  Her growing up 

experience, her language, was all rooted in Latin America.  Her family eventually 

immigrated to the U.S. where she finished high school and went to college and went to 

the State University in the east coast where she did her graduate and undergraduate work 

in Romance Languages.  Then, she went to private university for graduate work before 

she became a faculty member there.  She was there for 20 years. 

She then went to Ivy League University as their first Dean of Student Life.  She 

was there for seven years, and then she was very aggressively recruited by another Ivy 

League university who had reconfigured a position for her.  She was recruited by Ivy 

League University and she also was recruited by another Ivy League University for the 

same reason.  They had in both instances put athletics, inter-collegiate athletics, under the 

dean or the vice-president at Ivy League and they wanted somebody who had primarily 
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an academic background so that there was a stronger integration of the athletic student 

body into the full institution.  As Kathy explained, “Interestingly enough that was a very 

interesting professional step for me and I’m going to say was—it was a good thing both 

at first Ivy League University and at second Ivy League University.”  She ended up 

staying at second Ivy League for four years and then the opportunity at large public 

university in the west coast developed and she has been there for 10 years.  It has been 

generally positive for her. 

Kathy shared that the time she spent she was developing professionally and that 

the attention to diversity was more intentional.  She confirmed that she benefitted from 

her Latina identity and that given the kinds of credentials that she had and the kind of 

professional experience that she had it was an added value.  She is sure that she got 

looked at more because of that, although nobody has ever said it to her. 

I asked Kathy the next question about her experience: At any time in her career 

has she experienced overt racism?  Her response was: “You know I was thinking about 

this one.  I’m going to say that I have not experienced the brunt of it personally.  I have 

experienced it second-hand.  For example, people say crap about students from certain 

communities, right.”  As she further explained: 

You know I would describe it as overt.  People make generalizations about certain 

individuals getting a job because they are from a certain ethnicity as opposed to a 

White male not getting it because he’s a White male.  So I would say that 

certainly in my, you know, I’m 65 for crying out loud, so I’ve been around 

awhile, you know, and the country has gone through a whole lot of processes and 

changes, so yeah, absolutely, I’ve seen it.  I’m going to say, however, that I have 
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not.  It hasn’t been overtly directed at me in ways that were personally crushing.  

The ways, you know, what I’ve seen and experienced are personally crushing 

because you don’t want to see that kind of situation happening to any of our 

students or our communities, but you know, you get the kind of thing that you’re 

sort of different, right? 

I moved to the next question: At any time in her career has she experienced covert 

racism?  Kathy’s response was, “Well, I’m not recalling covert.  I’m going to say more 

subtle if you will.  And frankly, you know, I cannot tell you whether it’s race or gender, 

cultural background or gender.  It’s hard to tell.”  As she explained: 

Depending on the grouping you may have, for example, the senior administration, 

they’re all White males.  They may or may not give you the same level of—the 

same kind of courtesy in listening to what you’re saying or putting it in context. 

She frankly shared that she doesn’t know whether that’s gender or race or 

ethnicity or cultural background or whether the fact that she has an accent.  She asked 

me, “If I know what she means?”  She continued, “It’s hard to—those are hard things that 

I think in some environments gender may carry more of a vulnerable weight than race or 

ethnicity.” 

Gender differences and/or similarities that influenced Latino/a lived 

experiences.  Kathy started by saying, “You need to bring to play a whole variety of 

factors.”  She mentioned: 

Campus culture, as I said before, matters.  How much and how diversity is valued 

matters.  The relationship of faculty to student affairs and to the person holding 

the senior position of student affairs matters is a factor.  The student culture 
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matters a lot.  The alumni culture and involvement matters a lot.  How the 

president or chancellor is involved matters a lot. 

Kathy thought, “you need to take all of those things into account to just sort of see 

how the environment supports you or doesn’t as a Senior Student Affairs Officer of a 

particular ethnicity or a particular gender.”  She provided an example: 

Another factor that matters a lot is who the person is, you know, so you get down 

to the granularity of who your colleagues are.  Who is the person that oversees 

undergraduate academic program?  That person matters a lot.  Or the graduate 

academic program, you know, depending if you have responsibility for 

undergraduate or graduate students like I have always had.  But the people who 

are holding those positions and whether they collaborate with you or not, whether 

they respect you or not, what their view of student affairs is makes a big 

difference because ultimately student affairs you will need to, you know, in my 

view you need to—we need to take a supportive role to the academic side of the 

house. 

Kathy strongly believes if the person in that SSAO position is welcoming, 

engaging, and collaborative, that depends on how you develop the position in the 

environment.  If that person is not successful, then they face a very difficult situation. 

Factors salient to Latin/a success and/or failures.  Reflecting on a wide range of 

experiences in the field of student affairs and higher education, Kathy shared 

recommendations to succeed, especially if aspiring SSAO and your identity intersects 

with different or traditionally underrepresented groups or populations, she thinks that one 

of the things a person absolutely have to do is, “you have to do your job really well.”  A 
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person must have a lot of credibility in the environment.  Kathy emphasized that this 

means that a person must be self-critical, constantly looking at how you can do better.  

Kathy’s expectations of herself are very high.  She shared that Latinos/as must take the 

time to make sure that they want to become SSAOs and examine themselves: 

You know, as I said to people, it’s not what you’ve done, it’s what are you doing 

now, right?  So what you’ve done is nice.  I mean put it on—you sort of learn 

from it.  I think you proceed from it, but you can’t relax.  You have always to be 

thinking about your next project, how do you tackle the next challenge, how do 

you evaluate, how do you get better?  So I think that credibility is pretty essential.  

Credibility and what I said before, self-assessment, self-critique of how you do 

things and how you can improve.  The challenge to a degree is where student 

affairs sits in the food chain.  And to a degree we sit low in the food chain. 

Kathy said: “This is another reason why credibility and quality and transparency 

matters a whole lot because, ultimately, people have to trust you.”  She described that, 

“They have to trust your judgment.  For example, one of the things I do—and it has 

always served me very well is I work closely with people in human resources.”  She also 

works closely with people in finance: “They need to trust me.”  They need to trust that 

what she is doing with resources in a credible way because when she needs something, 

she doesn’t need to “inflate my numbers.” 

Kathy also feels that the same applies with students and student leadership.  “You 

know you tell the truth, you don’t manipulate, you try to make sure that you represent 

students honestly and with integrity.”  She thinks credibility and trust is a major part of 

one’s success; that you must cultivate relationships, but based on the quality of your 
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work, “Especially when you don’t have a whole lot of resources and you don’t have a 

whole lot to give to people, so it’s not that I have money that buys me attention, right?” 

She gets things done through the quality of the work that she and her staff does. 

In addition to Kathy successes, she has shared a few challenges.  She talked about 

struggling with the west coast financial challenges.  She also talked about struggling a lot 

with admissions; she has a large area including 25 to 26 departments, but admissions is 

the one that sucks the life out of her.  As she mentioned, admissions is the one that she 

has really continued to spend a lot of time on.  This is really determined by the political 

environment; by those realities, the system-wide pressures, the financial pressures that 

they have on the west coast.  Kathy mentioned: 

We now are recruiting out-of-state and international students much more 

aggressively.  That has an impact on our demographics so I need to worry about 

that a lot.  Climate makes, you know, so there’s lots of challenges in that we need 

to work with.  You know student mental health is a major issue, sort of—we 

haven’t had—well so I’ll share this with you.  I’ve never had a salary increase 

since I’ve come here.  So that gives you a sense of the politics and the situation, 

you know.  So and I need to—I worry actually more about my staff not getting a 

salary increase than me. 

Participant 5: Lifting Marvin’s voice. 

Access to administrative and leadership experiences.  Marvin’s journey in the 

field of higher education started in 1982, but he worked at the university even before that.  

He started employment at Public University in Lone Star State that changed its name to 

A&M University.  He started at Lone Star State in 1973 working full-time at the 
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university, and then in 1982 he became the first vice-president for student affairs at that 

university that later became A&M University.  He was the first Hispanic or Latino in 

student affairs at that university because they didn’t have a position.  Marvin described, 

“They had a dean of men and dean of women, so that’s been my journey.”  He also 

mentioned his involvement in NASPA, when he became a member and was one of the 

very few Latino vice-presidents if not the only vice-president back then: “And that’s been 

my journey in higher education.  I’ve been around since the 70s actually.” 

Marvin was very proud of his career and his experiences have been a great 

journey.  Marvin explained: 

I’ve been in just about every position you can imagine from assistant professor—

actually a graduate assistant even before I started working at the university and 

then later an assistant professor in the doctoral program, being vice-president for 

student affairs, being vice-president for external affairs in charge of a foundation 

and alumni relations to being dean of continuing education.  You name it, I think 

I’ve been in most of the positions in higher ed, but I think the highlight probably 

was being interim president at that time, Lone Star State.  It was January of 1985 

and it was unexpected.  The president left for another position and all of a sudden 

I get a call from the regent telling me that I had been appointed as interim 

president.  Didn’t see it coming.  And it was about a year that I was interim 

president.  They appointed me with the condition that I could not apply for the 

position and the reason being is that they wanted an outsider to come and run the 

university and I understood that.  And so I gladly accepted, although after about 

six months I felt that I could do the job and I wish that I had not agreed to that 
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because I could have applied for the job, but that was a good experience.  But a 

lot of other experiences that I had at university have been gratifying but I think 

maybe that’s been one of the highlights of my experience, understanding the role 

of a president and be in that position. 

A year before Marvin was appointed, around 1984, he was sent to Harvard to their 

educational management program that prepares presidents.  He had been at Harvard in 

the summer in 1984 and then was appointed into the Interim President’s position around 

1985.  He explained, “It was a wonderful experience of knowing how to work with the 

community, with the students, with the faculty, with the staff, with politicians and with 

construction.”  He learned an awful lot of things in that one year and, of course, there was 

no way that he would have learned all of that at Harvard.  Marvin shared that, “At least I 

got the basics of the role of a presidency.  Yeah, that’s one of the highlights I would say.” 

Experiences with and responses to racism.  Marvin was born outside of San 

Antonio, Texas.  San Antonio is a large city.  He was born in a small community where 

his mother’s family was made up of farmers and they were in the strawberry business.  

The name of the town was Poteet.  Marvin talked about his mother’s family; “that 

included mostly of her sisters and brothers were farmers in the strawberry business.”  

Some of them commuted to San Antonio to work at the military bases in San Antonio, 

but “we—actually I grew up in a ranching community.”  His father was a rancher from 

San Diego, Texas, and they wound up outside of Corpus Christi, Texas.  Marvin 

described his father who was a plumber and electrician.  His mother was a housewife and 

he had four sisters and a brother.  They valued education.  In his younger years, he 

actually worked in a pharmacy, in a “mom and pop” drug store.  That experience opened 
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the doors to pursue a higher education.  The pharmacist was a brilliant man and he was a 

great mentor.  That is how he got to the local university, which was Lone Star State, and 

received a bachelor’s degree and decided to join Teacher Corps.  It was either Teacher 

Corps or Peace Corps.  The program also opened the doors to networking with others all 

over the country. 

Marvin worked on his master’s degree and was offered the job as a permanent 

consultant for the Texas Education Agency in Austin.  This was in the early 1970s and he 

was one of the youngest consultants for the State Department of Education, traveled all 

over the State of Texas monitoring proposals, sometimes as much as a million dollars or 

more, and then visiting the project school districts and universities.  He learned a lot in 

those five years working for the State Department of Education.  Soon after he was 

offered a job at Lone Star State, his alma mater, as a director of special projects and as a 

grants writer.  Marvin explained: 

Grants were easy to obtain, fairly easy back then, so I brought a lot of money to 

the university and all of a sudden I started climbing within the university, assistant 

to the president and dean of continuing education, and as I mentioned to you 

earlier eventually vice-president of student affairs, the first vice-president for 

student affairs.  And then interim president of that university.  In a nutshell that’s 

how I got my first experience in higher education.  And my identity in Texas, I 

was a Mexican-American.  [In the Four Corners of U.S., he has labeled himself as 

Hispanic because that is a term they use here.]  And on the East Coast I could be a 

Latino. 



 

 147 

Marvin discussed the why the term Hispanic is used in the Four Corners of U.S.  Marvin 

explained: 

Yeah, yeah, southern Four Corners of U.S. uses Chicano.  Some of the students 

use Chicano, but most of the students use Hispanic.  And the term Latino is used a 

little bit by those that come from Puerto Rico or South American, might call 

themselves Latinos or Hispanics. 

Marvin was a Mexican-American in Texas.  He further explained, “Once you move to a 

different area and the different regions, that’s the culture.  So here the culture is 

Hispanic.” 

Marvin went back to speaking about his career, as he described: 

At the very beginning I would say of my career in student affairs it was somewhat 

lonely at the national level.  At the local level I had no problem because in South 

Texas, back then they did not have the label of Hispanic Serving Institutions, HSI, 

but we were the majority Hispanic back then and we were in South Texas, and so 

I was very comfortable with the position and with my role, being a role model for 

a lot of young people, developed a lot of programs.  However at the national level 

when it came to NASPA conferences, it’s lonely because I did not have any peers 

at that level.  There were very Latinos in student affairs and especially at the 

national conferences and so it was a bit lonely back then at the national, but I was 

okay at the local level.  Coming to Four Corners of U.S. it’s the same thing.  The 

Four Corners University is one of the largest Carnegie 1 or Carnegie very higher 

research as well as an HSI, Hispanic Serving Institution. 
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Marvin was very proud of his current institution and their reputation in the field.  

As he highlighted, “So here incoming freshman were majority Hispanics.  So but it 

changed a lot.  NASPA now has a Latino learning community.  Hispanics are now 

recognized all over the country.”  He is even more proud that Hispanics and Latinos/as 

were changing elections at the national level.  Diversity is creating a change.  Latinos are 

now the largest minority group in the U.S.  For him throughout the years, he has seen 

things have changed and they have gotten a lot better for Latino/as.  He thinks the future 

is also looking a lot better. 

I asked Marvin if in his career has he experienced overt racism, and if so, can he 

share with me a situation in detail?  Marvin responded, “Overt, I don’t recall in higher 

education.  Maybe when I was in high school, but not in higher education.”  He further 

explained, “If it was there it was difficult for me to identify it so and also being a vice-

president people are careful how they’re going to treat you.”  He does recall that in the 

community he always felt comfortable and he also had a positive attitude.  He doesn’t 

feel less than anybody else and he think that probably helped.  He concluded that, “to be 

honest with you, not anything that comes to mind.” 

I asked him if at any time in his career had he experienced covert racism.  He 

responded, “Probably I have.  You know I’m thinking that yes, it’s been there and I can 

give you an example.”  Marvin shared: 

I applied for a top position—I think it was a presidency at another state, and I was 

asked if as a Mexican—I think the person interviewing me was the chancellor and 

he used the word Mexican American.  He said what makes you think that you can 

raise money for the university being a Mexican American?  Do you think White 
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folks would give you money?  And that surprised me.  And of course my answer 

was definitely I can raise money and I’ve done it before and I’m surprised that 

you would ask me such a question.  But you know, that was a covert—and maybe 

it was an overt…You know comments of this chancellor that I wasn’t expecting 

and yeah, at social functions sometimes I’ve felt in the past that maybe I’m not 

included in certain social functions possibly.  So yeah, I think it’s there at times or 

you look around and you’re the only Latino in the group, and yeah, conversation 

is not as lively with you as it is with others….Things have changed and of 

course…and that interview—probably that type of interview would not happen 

nowadays but it did back then….That was maybe 15 years ago….Oh yeah, yeah, 

definitely things have changed. 

Gender differences and/or similarities that influenced Latino/a lived 

experiences.  It is Marvin’s opinion that women have it harder in higher education 

administration than women in general.  Latinas might even have it harder than non-Latina 

administrators.  He further explained, “So yes, there’s probably a difference.  Just look at 

the number of women as presidents or vice-presidents and then look at the number of 

Latinas.”  He also offered that it is changing some, “but unfortunately women have it 

harder than males, than men in administration and just in general, in private business and 

it’s unfortunate because in numbers usually there’s in universities the majority is women 

now.”  There are more females than males.  And he also talked about the pay scale is 

usually lower than males.  He understands and offered this comment, “So I think it’s 

unfortunate that women do have it harder especially in Latinas, but it seems to be 

changing.  There is a few Latinas now that are getting key roles.  We’re not there yet!” 
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Factors salient to Latino/a success and/or failures.  Marvin was proud to share 

some of the successes.  He prepared himself for his leadership roles.  He took a lot of 

extra classes that didn’t have to do with his role in learning about the higher education 

enterprise.  He also participated in other campus activities outside of his primary role.  He 

was proud of making decisions that created new programs.  Marvin talked about his 

decision making process: 

I came here and I created a Fellowship program that I’ve had for 15 years.  It’s an 

Internship program, and I kept like five interns, mid-level managers and another 

group of students that I mentor.  And I pay them in this fellowship program.  I’ve 

got a lot of work with California, with LA Works, a Los Angeles County Works 

—it’s a program that supports at-risk kids that sometimes are brilliant, but they 

come from poverty backgrounds and we bring them on campus every summer and 

that program has been around for 15, 16 years.  And there are people, who like 

that kind of program.  I’m working with a lot of presidents from Mexico for 

several universities, mostly private universities.  In Mexico they have like 40 

campuses and I work with a prestigious Catholic University system all over 

Mexico and in a few of the publics, but not too many of the public institutions.  

They really don’t have much money to work with us.  So I’m beginning to open 

some doors and that’s been my success that I’ve never lost my language and being 

bi-lingual I even did some negotiations in Spain because of my bilingualism and 

we created an endowed chair position.  It is a million and a half dollars that was 

sponsored by an electric company of Spain. 
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Marvin shared a few of his successes, but what have been his struggles?  Marvin 

put it, “My struggles are like any other administrator I think that needs additional funding 

in their departments, but I don’t think it’s because I’m a Latino.”  It is because funds are 

tight.  He has been able to get some of the things done.  He mentioned that they are 

beginning to privatize some of their facilities like residence halls to upgrade and replace 

these facilities.  They are now looking at a recreational center, but it will cost probably 

50-60 million dollars.  He struggles on where he is to get that kind of money.  He has no 

plan yet he his working on a plan.  Another struggle for him is deciding when to retire: 

“What do you do, you know, when that happens?” 

Participant 6: Lifting Marina’s voice. 

Access to administrative and leadership experiences.  Marina described her 

experience in student affairs as a very fruitful, rewarding journey.  She is in her 24th year 

in student affairs; she started her career in 1989 at Middle Size State University, one of 

the California State Universities.  She started as the Intercultural Center Coordinator and 

advisor for the educational opportunity program.  Marina explained: 

What’s most rewarding about my journey and where I began is I had the 

opportunity to move into my first position in a program that served me, or a very 

similar program, that served me so well, provided support and support services to 

me so it was similar to my experience as an undergraduate student, as a first 

generation Latina in higher education.  And so that was my first position at a 

public four-year institution. 

Marina believed that program was a really strong commitment on the college’s 

part and certainly to Educational Opportunity Program (EOP) to serve low-income 
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underrepresented, historically disadvantaged students.  The mission in the program 

clearly aligned with her own personal cultural experiences, so that was very rewarding 

for her to be able to give back.  The institution and EOP, in particular, provided 

numerous opportunities for professional development, for mentoring, and for 

opportunities to engage across the institution with faculty, staff, and students.  She 

remained at that institution for almost eight years.  Marina disclosed, “I got a wealth of 

knowledge and I always look back to Middle Size State for establishing her foundation as 

a student development practitioner, as an advisor and really to understanding the 

foundation of student affairs as a profession.”  She had great mentors there in terms of 

her supervisors and colleagues.  That is where she was introduced NASPA. 

Marina then started getting a little antsy and wanted to take on some higher 

leadership positions.  She pursued her position at Northwest Region Community College.  

She started at Northwest Region Community College as the Director of Multicultural 

Affairs and Student Development in 1996.  She spent a couple of years as the director 

and, again, Northwest Revision Community College embraced her with open arms.  She 

had a lot of opportunities to work across divisional lines.  Marina shared, “In fact, my 

first position here was quite unique and I think progressive in with the fact that I dual 

reported to student affairs and academic affairs.”  This model provided her with unlimited 

opportunities to look at an institution systemically and to work with the campus 

community on promoting positive learning environments for various diverse groups of 

students.  She spent two years in that position.  Shortly thereafter, “I was promoted to 

Associate Dean of Student Development and Diversity and Student Judicial Affairs 

Administrator and I spent eight years in that position.” As Marina described: 
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And I had ultimate opportunity to engage on a statewide, on a regional and 

national level with my professional organization, NASPA being one of those, 

Association for Student Judicial Affairs.  So the institution not only supported me 

in terms of professional development locally, but provided a lot of opportunity for 

me to participate in that on a broader level.  In 19 years in the profession—let’s 

see when was that?  No, in 2006, I was afforded the opportunity to become the 

Vice President for Student Services at Community College.  It was a great 

opportunity.  We were doing some college reorganization and restructuring and 

the then college president invited me to take on the position as the chief student 

affairs officer.  I’ve been here for 17 years.  It has been an incredibly rewarding 

experience.  I feel privileged and honored to be the vice president at the most 

diverse institution in the state of North West Region, among the two- and four- 

year public and private institution in this area. 

Marina provided a snapshot of their demographics.  When she came to 

Community College about 17 years ago, they had 26% students of color.  Today, they 

have 69% students of color.  They have 600 international students studying from around 

the globe and the largest adult basic education ESL program in the state, approximately a 

third of their students are in pre-college studies programs.  The Community College, in 

particular, is a comprehensive community and technical college with a really strong 

transfer program as well as a number of professional technical programs. 

Her point was that within a 24-year period, it is very unusual to be at the vice 

president level and have only spent that time in two institutions.  She thinks that speaks 

volumes about, not just her institutional loyalty, but also about the institutions of which 
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she was a member and the opportunities to continue to advance professionally within the 

institutions.  Marina is also very proud of the diversity of the student body, the mission of 

the institutions around equity, and has been closely aligned with the reason why she went 

into this field in the first place. 

She started out with EOP and as she reflected, “To think about now being the vice 

president of such a diverse institution and then coming here as the Director of 

Multicultural Affairs, sometimes people ask me, Terry, “so you left multicultural affairs 

or you left EOP?”  Her honest response, “I never left any of those programs.  I just 

expanded my ability to lead and influence multicultural organizations on a broader 

scale.”  That is Marina’s story and she would say 17 years later, that she is very loyal to 

her institution.  She is engaged quite intimately, as a practitioner and as an administrator, 

strategically working with executive staff members to move the institution into the future. 

Experiences with and responses to racism.  Marina shared her personal 

background, “I am native Californian, native Stocktonian.  I was born and raised in 

Stockton, California, central valley of California.”  She described herself as, “First 

generation Latina, Lesbian.  I grew up in, I went to high school at a parochial Catholic 

high school so I had a great education in high school.”  After high school, she received a 

scholarship for first generation low-income students, it was called the Community 

Involvement Program and she received a four-year scholarship to Prestige Private 

University.  The Community Involvement Program is much like an EOP program that she 

was referring to.  Her undergraduate degree is in Rehabilitation Therapy and Youth 

Agency Administration.  She then pursued her first professional position as a counselor 

for San Joaquin County youth services.  She was a drug and alcohol counselor and 
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worked with families and did prevention work.  She did countywide peer education and 

ran a county-wide program.  Marina decided to attend graduate school and received her 

master’s degree in Counseling from the Sunshine State University. 

Marina shared: 

I identify as Latina.  I identify as Lesbian.  I have been happily partnered and 

married to my partner of 18 years.  I’m out on my college campus and I have a lot 

of support around that identity.  They’re so fluid. 

She really didn’t think of herself as just being Latina or just being Lesbian, “I think of 

myself as truly being a multicultural, multifaceted person.  And then even given my 

cultural background and experiences.”  She believes it has given her some opportunity, 

attribute, or credibility to provide leadership on a very diverse campus and the insights 

that she can share coming from a very diverse background and living her own 

multicultural experience.  In asking Marina about her experience with overt racism, this 

is what she stated: 

You know, there isn’t any, I can’t recall any overt racism per se.  I think there are, 

maybe early in my career years, being Latina, being from California, coming from 

a four-year school and starting a position at a community college, I think there 

were sometimes comments made that were kind of sarcastic overtones that maybe 

had a little hint of cultural misunderstandings but not overt racism, where I felt 

like I was discriminated against because I was Latina.  I have, I do struggle with 

the ignorance of some folks, and again that doesn’t happen as much, but I think 

all of us as Latinos in this country, everybody expects that we all speak Spanish.  

And not speaking Spanish and having my parents speak Spanish and all my 
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family and being second generation, I don’t speak Spanish and so the assumption 

that I do, if people, when people learn that I’m Latina, and the surprise or the 

critique or the, you know, “wow, you’re not full Latina, or Mexican-American or 

however I choose to identify.”  That’s a little humiliating and I’ve had others 

share that experience with me because I think we’re the only culture where people 

expect that. 

Marina spoke about intra-cultural expectations by Latinos/as, yet in comparing to 

other communities of color or Asian, Japanese, Chinese, it is not assumed that they’re 

going to speak their native language, as Marina described.  She further explained, “But 

maybe that’s just my experience.  I probably have, in my early days and maybe even 

now, experienced more imbalance of power around my gender than my ethnicity.”  She 

acknowledged that it is probably due to the fact that there aren’t a lot of people of color in 

student affairs vice president positions.  She described: 

And most of the administrators in higher education, or at least top level, a lot of 

them are men.  And so I work with a lot of men and I always have.  So it’s 

probably more around gender than anything. 

 Marina actually realized at this stage of her career that if she experiences it, “I 

call it out.”  In a diplomatic fashion she’ll say, “Excuse me, can you let me finish?”  Or, 

‘“Excuse me, I actually don’t report to you, so I’m not asking you for approval,’”—If I 

feel like I’m getting interrupted or if I feel like somebody’s not listening or disrespecting 

me based on my gender.”  She will often think about if she were a man, “would they say 

this to me?”  Again, Marina said that they’re very isolated cases.  She works with three 
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other men and one other female and she feels really supported, not just by her president, 

but by her colleagues. 

 I asked Marina about experiences with covert racism.  She responded: “You 

know, I—Terry, nothing really, I can’t really recall a time where I’m still healing over 

some kind of experience of that I had.  At least not around, yeah, even my sexual 

orientation, I haven’t really experience that.”  It could be because of the institutions and 

the areas that she worked in or the states that she been in too.  The states, as in California, 

that institution was very progressive, and here in North West region.  She lives in a more 

progressive part of the country and she worked in institutions that have really strong 

missions around diversity.  She acknowledged why she remained for so long at the 

institutions that she been at.  As she described: 

And it’s been a really positive experience.  I think we tend to jump ship when we 

feel a chilly climate and I don’t experience that.  For us, I think we do recognize 

that we are a very small percentage of Latinos, across the country, who have 

advanced degrees.  And so for those of us who do have advanced degrees, the end 

gets even smaller for those of us who decide to go into higher education.  And it 

gets much smaller when we pursue a career in student affairs in particular.  

Because I think we fall upon it.  I didn’t have mentors and other graduates telling 

me, I think you should go into a student affairs profession.  But I did have student 

affairs people who supported me greatly.  You know what I mean?  I just kind of 

moved through, my pathway was really through counseling and youth service 

administration work and education, K-12 high school that led to my pursuing or 

falling upon a position at the university.  And I had learned about that from 
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another student affairs practitioner who I had met through graduate school.  I 

think when I did research on NASPA, I think there’s only 14 Latinos, like in those 

of us who identify as Latino/Latina, 14 of us or 17 of us that are members of 

NASPA across the country.  Interesting.  And two of us are in North West region, 

Martin and myself.  So it’s a very, very small group. 

Gender differences and/or similarities that influenced Latino/a lived 

experiences.  Marina explained, “You know, it kind of ties to the last question Terry.  I 

don’t know—I believe being Latina has really informed or served me well as a leader.”  

Her cultural upbringing and her background is really grounded in the community, and 

grounded in treating people with respect and having a great appreciation for culture, 

language, art, community, and diverse communities.  She recognizes power and privilege 

and how her own cultural identity is shaped through her experiences, challenges, and 

opportunities.  Her work as leader on a college campus, she believes, “informs my 

leadership style.  It drives my leadership and who I am as a leader in a higher education 

institution, particularly around building community and relationships, again, building 

these deep and meaningful and caring relationships with people.”  Marina reflected on 

her comments and shared: 

And interestingly enough, that question kind of reminds me of something that I 

talk a lot about and, while I don’t do a lot of diversity workshops like I used in the 

past, but I talk a lot about diversity and social justice and what that means in 

student affairs and creating community for our students.  And I’ll often talk about 

staff bringing their whole self to work and what I mean by that is, bringing their 

cultural experiences that shape who they are that make for a very vibrant work 
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environment.  I also talk about, diversity and social justice work really kind of 

breaking down, I think a question I often pose is, what does it mean to be a great 

family member?  You know, to be a good brother or uncle or parent.  It’s about 

treating with care and compassion and unconditional love and support and when 

we think about moving institutions forward, if we apply those same principles, I 

think we can, we have the ability to influence institutions to become very caring 

communities for the students that we serve and respectful communities. 

Factors salient to Latino/a success and/or failures.  Marina shared some of her 

strategies that she has employed and made her successful in navigating the field, as a 

leader, she believes deeply in the mission of her institution and convey that through her 

messaging, active engagements, and commitment to participate fully in the college 

environment.  She shared: 

I speak publicly to the values and mission of the institution.  I try to be a good 

role model and work with my team and leaders to tie programs and services 

directly to the mission and strategic initiatives of an institution. 

She is really honest and authentic about who she is as a person.  She works really 

hard in trying to both inspire and challenge others to be the best they can be.  She 

emphasized: 

I refer to myself and think of myself more as a coach and a mentor, an educator, a 

mobilizer or a person that takes great care for all members of my community.  In 

my work throughout whatever positions I’ve been in, I’ve always been committed 

to principles of justice and fairness and equity and to strive for excellence in 

doing the best work I can do.  And at the same, been very conscientious about 
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work-life balance because if I’m going to give it my all when I’m at work and 

work really hard, my home life and my family life and my self-care is really 

important to me personally that I know that I’m my best self when I have that 

kind of balance and try to model that for other people. 

 She has a thirst for knowledge and really interested in learning and being a life-

long learner.  She is humble about that.  In her position now, as vice president, and being 

there for so long, she is humble enough and not afraid to ask others for advice. 

Participant 7: Lifting Ethan’s voice. 

Access to administrative and leadership experiences.  Ethan’s pathway to the 

field was not intentional.  When he said, “not intentional I mean that I did not set out to 

work in a university setting.”  His career started with an introduction from his dean from 

his graduate work.  That introduction led him to work in the College of Fine Arts and 

Humanities at the State University in the South.  From there he progressed and moved 

within a 13-year period to an assistant dean of the college.  That happened through the 

appointment from the dean.  He dooesn’t recall a job description being shown to him.  

The dean’s office consisted of three members, himself, the associate dean, and the dean.  

He guesses because of a comfort level, he was relegated to work with student concerns.  

The associate dean dealt with promotions and tenure concerns, and the dean was very 

successful at fundraising and worked closely with the Symphony, the Opera, and other 

entities. 

As the Assistant Dean, relegated to student matters for the most part, was actually 

his way into student affairs.  From State University in the South he moved to the 
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University of Midwest, where by chance they were looking for someone in student affairs 

that had a museum/gallery background.  As Ethan described: 

And of course coming from the College of Fine Arts and Humanities, I had the 

university gallery under my supervision.  We handled all the MFA, BFA 

exhibitions and also discipline concerns, which allowed me to work very closely 

with students.  So, this combination of working with students and gallery 

expertise allowed me to move officially into the area of student affairs.  So I was 

fortunate enough to be one of the few, if not the only candidate, that brought that 

expertise and had been working with students under a college setting. 

From there he moved to another Midwest University in an urban setting to assume 

the position of associate vice-president for student affairs with a very similar portfolio as 

he had at University in the Southeast.  He has been there at the University in the 

Southeast for 12 years now, “and although it seemed as his work in a university setting 

seemed unintentional, after a number of years, student affairs became the professional 

route I wanted to pursue.”  Ethan mentioned, “these assistant, associate and vice president 

jobs are quite limited so one is forced to move from one university to another if one 

wants to progress.”  He said, “That if you aspire to reach the top of your career ladder in 

student affairs, one must remain flexible and have the desire to move from one institution 

to another.” 

Ethan elaborated just a little more, as he explained: 

At one point when I was in the University in the South I had to decide whether to 

move to mid-west or take a position that was being offered to me by the President 
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of University in the South, which was the deputy director of the Institute of 

Cultures at the downtown campus. 

Ethan was excited about the job opportunity but the money at the Mid-west University 

was much better than what was being offered to him at University in the Southeast.  

Coupled with liking to work with students, he decided to go the student affairs route.  

Ethan believed that was a pivotal point in his career in the sense of moving deliberately to 

student affairs and leaving the museum profession behind. 

Experiences with and responses to racism.  Ethan was born in Mexico City and 

he came to the U.S. at a very early age.  His parents, sister, and himself lived in a 

Hispanic neighborhood in San Antonio, Texas.  And because of Ethan’s environment, he 

was not exposed to the English language until he entered elementary school.  He doesn’t 

even know if they had kindergarten in those days.  His exposure to English was in a 

classroom setting because the language of preference at home was Spanish.  He describes 

himself as a Hispanic with deep roots in Mexico.  Ethan didn’t become a citizen until he 

was about 25 years old and he was in college at that the particular time.  He lived in both 

the U.S. and Mexico the majority of his life.  Ethan mentioned, perhaps because of the 

proximity of Monterrey, Mexico, to San Antonio, Texas, he spent practically all his 

summers with his grandmother in Monterrey.  Ethan expressed: 

So the negative thing to this was that I would lose all my English speaking ability 

during the summer so it became doubly hard during school time.  The positive 

thing though, was that I learned to speak and write the Spanish language.  I think 

things worked out for the best and I have to say I was totally unaware of what was 

going on at that early age, so it really didn’t make a much of a difference to me.  I 
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carried both cultures and I’m married to a woman, from the U.S. and have two 

lovely children.  So to see my kids—I’m looking at their picture right now and 

you wouldn’t know that they are part Hispanic for they don’t fit the stereotype of 

a Mexican.  But I feel very comfortable in both worlds to tell you the truth.  I 

respond to Hispanic, Mexican, or Latino.  Those are the three identities that 

probably I’m comfortable with. 

Ethan enjoyed speaking about his family and how his kids had a different 

experience growing up then him; he was pleased.  As shared his story, Ethan explained 

his experience navigating his career in student affairs: “I can’t say there’s ever been 

blatant discrimination.  And I always found it interesting and maybe I’m totally wrong on 

this—but it seems that minorities are the ones that tend to occupy the VP positions in 

student affairs.”  He mentioned that in his state, there is a male, African American VP at 

one institution, there is himself, there is a Latina VP at another institution, and there is an 

female, African American VP, Patricia, making it four out of 10 state universities.  He 

believes that: 

Student affairs is one of those areas where minorities can fill a need on a 

president’s cabinet.  It’s not that we have to, but it is probably in the best interest 

of everyone.  And although I have brought it up, it really doesn’t bother me, it’s 

just an observation. 

Ethan further shared: 

I always felt the name of [blinded] was always a disadvantage when looking for a 

job.  It almost seems like I’m contradicting myself but perhaps it has to do with 

being brought up in Texas and the image of Speedy Gonzalez and things of that 
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nature.  Nevertheless, I always felt that if I could get an interview I could get the 

job.  The main thing in those days was to get the interview.  But I can’t complain 

about things, because of where I am right now.  So things have changed and I 

think they have changed for the best, definitely from when I first started working 

in a university setting.  I recall having a conversation with a dean and having a 

minority in his staff was important to him.  So like I said things have changed and 

hopefully we are looking at ones credentials more than anything else.  And that’s 

what I think we want. 

Ethan also talked about his experience with overt racism.  He replied, “Wow, 

overt racism in my career.  No—I can’t say that, perhaps covert but nothing that was 

blatant.”  He feels the name situation is one that could be considered covert racism but 

that would be difficult for him to prove.  Ethan has talked to colleagues about this, 

they’ve agreed that this could very well be the case in their experiences.  He also recalled 

a time when he was in the military: 

That was a different time in my life.  Back in 1966 to 1969 it was a very tense 

time between the races, the Blacks and Whites, and Hispanics, and we all pretty 

much segregated at certain times.  But I think the whole country was going 

through the turmoil of the civil rights and Vietnam War. 

Ethan’s response speaks to a concept of turning a “blind eye” to racism that is 

worthy of discussion.  As he processed his response of, “No—I can’t say that, perhaps 

covert but nothing that was blatant,” it may have irritated people because they were 

unable to get him to react.  Feagin (2001) stated that people of color often “turn a blind-
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eye” to racism as a protective defense for dealing with the accumulating impact of racism 

on their psyches and lives. 

Gender differences and/or similarities that influenced Latino/a lived 

experiences.  Ethan thought about his experiences and shared that he really did not see 

any gender differences or similarities with women in the role as SSAOs.  He said: 

Not really.  I haven’t had that much exposure to Latina VPs of student affairs to 

tell you the truth except for maybe the VP from the other state university.  That 

might be the only Latina that I know of to tell you the truth. 

Ethan paused and said, “Males are different.”  He recognized that he “doesn’t know 

Latina VPs except for her” and so his never competed against or worked with/for a 

Latina.  He also never felt that there were any gender differences.  He described: “On one 

hand, I think that women in general have gotten a raw deal in that they are not paid the 

same as males but on the other hand, I don’t think that is true in student affairs.”  He 

thinks the VP at other state university was probably the highest paid VP in Florida. 

 In retrospect, Ethan struck a chord by mentioning that he’s never seen a lot of 

Latinas in the field of student affairs.  This researcher shared that he reached out to 

NASPA and ACPA looking for participants based on his study criteria.  He asked them to 

share a list of individuals who self-disclose that they are of Latino/a or Hispanic 

background and hold the position of chief student affairs officer or senior student affairs 

officer.  The response was a small group, a very small group, combined between the two 

lists, it’s about maybe 25 individuals across the country.  Ethan agreed in the affirmative 

that was his experience.  As he described:  
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Yes, and even here at the university I can share that I have Latinas in the student 

affairs area that are looking to move up in the student affairs profession.  I’m 

trying to think of, but she’s an international.  Yes, I really don’t have—gosh I 

don’t have one single Latina that aspires to be an assistant or associate or 

following some kind of steps to achieve the VP position.  I don’t have anyone.  

And that’s interesting, yes. 

Factors salient to Latino/a success and/or failures.  Ethan offered strategies that 

come to his mind that are things that he was taught as a child.  He was taught to be 

“prepared, always but keep your sights to where you need to go next, and specifically 

prepare for that.”  He also offered that the Dean of the College of Fine Arts and 

Humanities was a very good mentor to him.  Mentorship was an important strategy for 

success.  His conversations with his mentor that included, “We used to talk about next 

steps and how to get there.”  Ethan feels, in essence, that preparation is crucial in getting 

to the next position.  He thinks that young professionals need to write and present papers, 

get published, and become active in associations.  He also recalled, “In my earlier lessons 

about relationships and how important they are.”  Furthermore, in reference to 

relationships, he thinks that “if something is going to hit the fan, it’s better to have more 

people on your side than not.”  Ethan explained: 

I think that VPs for student affairs have been dismissed when something major is 

mishandled.  Such as a tragedy, a riot, etc.  That’s when you need all the help that 

you can get and those relationships become very important.  You said something 

about challenges.  Well, I will probably be retiring in about five years or so I’m 

very familiar with what I do, but I don’t take it for granted that I might screw up 
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tomorrow in a decision that I make.  Relationships—I was saying they are very 

important especially when there are challenges.  I feel very confident in what I do 

but that doesn’t mean that one is not cautious in executing the day-to-day 

assignments of the office.  There are always ramifications when one says “yes” or 

“no” especially in a division like mine with about 30 departments under me and 

approximately 250 people. 

Ethan further expressed: 

That there are always the challenges surface with many staff members.  These are 

not challenges from not knowing what to do but they are challenges in making 

sure that the train is going in the right direction and that your cognizant of where 

the president wants to go and how best you can move your division to fulfill your 

portion of his goals. 

Ethan is always keeping this in mind aside from anything that might happen 

suddenly such as, “a shooting or anything of that magnitude.”  He is always trying to 

prepare for whatever might come his way.  He also referenced that the campus police are 

under student affairs.  He was happy to share that they have a very qualified chief, 

assistant chief, and officers who are constantly training.  They are well prepared for 

anything that might happen and that protocols are in place. 

Another challenge that came to his mind, “is knowing what new things are 

impacting the area of student affairs and what are those things that are becoming obsolete 

and need to be modified?”  What are the things that they need to be paying close attention 

too and perhaps new departments that need to be developed and maybe dynamics of 

certain offices that need to be changed?  These are questions that Ethan was processing in 
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his responses.  These questions speak to the importance of saying up-to-date on current 

issues in the field of student affairs and ahead of new trends.  As he concluded, “So it’s 

really about keeping your pulse on things as much as possible.” 

Participant 8: Lifting Maria’s voice. 

Access to administrative and leadership experiences.  Similar to other 

participants in this study, Maria also described her journey into student affairs as 

somewhat unexpected.  Maria explained: “I think probably—what would be a good word 

for that—besides unexpected, I would say that it was probably non-traditional and I 

would say that it’s been wonderful.”  Maria also defined “it’s unexpected and non-

traditional,” as she never had it in her mind to become a Vice President of Student 

Affairs.  She further disclosed: 

So, it wasn’t something that I had planned.  It was a very nice, unexpected result 

of my work.  So, I was trained as a psychologist and got my doctorate in 1983.  I 

planned to be a psychologist and in fact when I moved to Miami, I planned to 

work part-time in a private practice and have children.  Neither of those occurred.  

I ended up being a full-time psychologist at the university and then eventually the 

Director.  Then, within several years after that, I became the Vice President.  So, 

it was not an expected or planned occurrence, but it was welcomed and I opened 

the doors to it.  They offered the position, I went ahead and took it. 

Maria knows it was non-traditional because, again, as a psychologist, she didn’t go 

through the more traditional, conventional paths of going through higher education 

programs.  Honestly, Maria shared that “she didn’t even know there was a field, that this 

field existed.”  She probably would’ve gone into this field, if she had known about it 
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prior to getting her doctorate in psychology.  She describes, “I would’ve probably done it, 

and I really love this area.  However, I did not know it was a profession, so I was very 

interested in psychology and helping others, so I went and did my doctorate there.” 

Experiences with and responses to racism.  Maria describes herself as a woman, 

a Mexican American, who is a Texan.  She still has family there, so she still goes back 

quite often.  She is also a mother and a wife.  And, she is a professional.  That is how she 

describes herself, in terms, of her identity. 

Maria explained in deeper context that she was born in Texas and then at age five 

she went to live in Costa Rica.  She lived there for six years.  She came back when she 

was 11.  She moved to Washington, DC and went to an elite University in the Deep 

South for her undergraduate studies.  Then, Maria went to a top-50 private university in 

the New England area for her graduate program.  She graduated in 1983 with a doctorate.  

She practiced for 20 years as a clinician.  Maria shared her professional experience: 

And, being bilingual, I was able to see different types of clients, both Hispanic 

and not Hispanic.  Then I loved—I did my dissertation on the identity 

development in late adolescents, so I love the college aged students.  So, I went 

back to Texas and started working at state university, and then got married.  Went 

to San Antonio.  I worked at the Health Science Center—the Major University.  I 

was there for four years, thinking I’d be there forever.  I was an assistant 

professor in the Department of Psychiatry and I was also doing psychotherapy 

with the students.  Then teaching medical students about psychology and 

psychiatry.  It was great.  It was a really great job.  We just built a house and low 

and behold, we move to Miami.  From there, my past, you know—state 
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university, 11 years.  Seven years at large flag state university and now I’m here 

at elite private university in the Midwest. 

As Maria stated, “when I read that question I was trying to think, so what exactly 

was that compared to—you know, I think that generally, it’s been very positive.”  She 

accepted that she has have been given many opportunities and she feels very fortunate for 

that.  She is not so sure that it relates so much that she is a Latina, “maybe so.”  She 

thinks that when she was ascending to various positions, that some people might have 

made statements like, “well it’s because she’s Hispanic.”  Maria shared that, “always 

kind of hurts, but I stayed very much focused on the fact that, I was producing very good 

work and I had a great interest in advancing the university.”  She stayed focused on her 

goals and she didn’t let those statements get in my way.  Maria said: 

In fact, I think it has proved many people, after several years, when they saw what 

I was doing, that maybe indeed I was there because of being a Hispanic—not 

because I was a Hispanic woman, but because I was a talented woman.  Talented 

Hispanic woman. 

Maria knows that is the only thing that has been a challenge for her, but she has 

been very fortunate and understands that. 

Maria mentioned that mentors played a critical role in her development and 

advancement.  She had loving, good mentors and sponsors at the State University in 

Miami.  He really believed in her talent and he really advanced her and gave her more 

challenges.  Maria explained, “I mean, not only did I end up being Vice President of 

Student Affairs, but I ended up being Vice President over HR, Human Resources, right 

before I left.”  Maria described him as a type of person that if he saw your abilities, he 



 

 171 

would just keep on giving you more and more responsibilities.  He would tell her things 

like, “I still don’t know when your plate is full, and it still hasn’t overflowed.  I’m not 

sure when that’s going to happen.”  He had her in a search for the athletic director.  He 

also had her over the search for a coach.  In addition, “he had me over the NCAA project, 

process which is almost like a two year process,” as she described.  Maria further 

elaborated: 

I did a lot of stuff, a lot of stuff, and learned a great deal.  So, I felt very fortunate.  

And, maybe it’s because he’s was a Hispanic man and he saw a Hispanic woman 

that could really get things done.  He kept on telling me that I should be President.  

Yeah, so there was a lot of faith and trust, and with me, if you do that, if you give 

me all your trust and you know, you believe in my work, I’ll give you 150%.  So, 

I had a great time there.  It was a really wonderful, wonderful professional 

development experience if you will. 

Maria similarly had other mentors, other Vice Presidents that had been in the field for 

much longer who would advise her on budgets and just gave her good advice.  Maria 

explained: 

So, I just felt very fortunate and I think I professionally grow there.  By the time I 

left, going to the flagship university, she was well prepared.  The interesting part 

there was more, it wasn’t so much—well, there were comments because real good 

ole boy area.  You know, they’d make comments about—silly things you’d hear 

about and you kind of ignored it.  But, I was well prepared and I think people 

said, you came from state university, how would you ever know how to navigate 

this flagship university, you know, well, the reality is, we had been doing a lot of 
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things at state university that we just started doing at flagship university.  So, that 

was—you know, so I would say there, I really learned more about student affairs 

and my depth of knowledge in the area grew significantly.  I had a really strong 

division and loved what I did.  I initiated new programs for minority students, and 

I did all kinds of things that are still going on, now, I mean, after I left. 

Maria thinks, in a modest way, that when people meet her, they seem to think she 

has what it takes to give her the responsibilities.  Fortunately, she believes overall she has 

been pretty successful in meeting their expectations, and she thinks that some people see 

the Latina in her.  Some people, fortunately or unfortunately, if she does not physically 

let people see her, they’re not sure what she is.  She has experienced people who have 

made comments about Hispanics around her and, of course, she stops them right away 

and lets them know that she is Latina too.  She had those kinds of experiences.  She also 

wonders and is interested in asking how others experience her: 

I don’t know how they feel, but anyway, that’s all I can say about being Latina.  

I’m very proud of being Latina.  I’m very proud of my history of my family.  

People know about my background.  People know about my father. 

Maria thinks it has a lot to do with how you produce, your talent, your outcome, your 

follow through, and those things are much more important, she thinks overall. 

The researcher mentioned that, “it would be great to have President Maria;” she 

liked this comment.  We need more Latinos/Latinas in the presidency.  Maria agreed and 

was humbled by this comment. 
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Maria turned her attention to her experiences with of overt racism.  Her response 

was, “I don’t think I, you know, but I don’t think anybody’s paid me less because I’m 

Hispanic or—but you know, comments are made.”  For example: 

At the Flagship University, I walked into a meeting early on in my career there.  I 

was on time, maybe a minute before the meeting started and somebody made a 

comment to me that, “Oh my gosh, I wouldn’t expect you here at this time 

because aren’t you always late.”  So, that could be a micro-aggression, but I’m 

like, “You’ve got to be kidding right?”  They just lumped me into a big group of 

people and you know, with the expectation that somehow Latinos are always late.  

That’s not who I am.  I mean, my father was on time, always.  I learned that from 

him too. 

Maria mentioned comments like that: “they’re more micro-aggression, I’m not 

sure that they meant to hurt me, per se, but you know, they did—they didn’t hurt me, but 

it impacted me with that kind of comments and the expectations that they had.”  She also 

shared that the biggest one that she experienced was one time when she handling a 

situation at Flagship University.  Maria described it as overt; overt racism came out of 

emails that she was getting from the public about her being “Hispanic or a Spic and I 

should go home.”  The emails were pretty trashy and racist.  They were even making fun 

of her hyphenated name.  For Maria, she felt challenged and left to ask things like, “what 

that means and how I believe and my liberal tendencies.”  Maria knows it was really 

ridiculous, but she thinks that “was probably the worst I’ve ever experienced in my 

professional career.  I mean, my father experienced it and I’ve seen that.  And, it’s been, 

you know, just part of me.” Her father was a leader and he had certain divisions where he 
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was very visible and people would try to say things about him.  Maria ended by saying, 

“Other than that, it hasn’t been that overt, except for that one experience, I would say.  

You don’t know what people are thinking around the table.” 

I asked Maria if she ever experienced covert racism and, if so, any particular 

experience, and she mentioned, “I was advancing at the state university some people 

would say the only reason she was getting it is because she’s Hispanic.  So, it wasn’t 

really—I don’t know if you would call it covert.”  Obviously, Maria knows there was 

talk, but she never overheard it, just somebody came who questioned her that was 

something like, “What are you doing?”  Her response was, “Well, I can’t control them, if 

that’s what they want to feel then that’s what they want to feel.  But, I mean, eventually it 

goes away.”  Maria knows that once they saw her ability to work and what she could get 

done, “and, she got a lot done at the state university,” some attitudes changed.  Maria also 

recalled an older experience when she first started as a supervisor.  As she explained: 

I was supervising—this was back when I was a psychologist.  I was in a mental 

health clinic in Boston.  I was supervising a—every year we would get interns and 

I would have to supervise two or three interns.  It just so happens that this one 

intern, she was a White woman, really was very reluctant to be assigned to me, 

and it was literally because I was Hispanic.  She came and finally told me what 

she was feeling and I told her, I said, you know, that’s really unfortunate.  I said, 

but you have two choices, one go find yourself another supervisor, two, decide to 

work with me and be open and see what happens.  So, she decided to stay.  You 

know, I mean, at the end, she was in tears.  She couldn’t believe she never thought 

anything—you know, the whole thing.  But, she was very open about the fact that 
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I was Hispanic and that I just—she won’t get much out of my training.  So, but I 

said, you know, the fact of the matter, she learned a great deal.  Not to be not 

modest, she said that to me.  And again, she said, you taught me a lot about my 

own prejudice and how I need to be much more careful with how I assume things.  

And, on and on and on.  So, it was a good ending.  I didn’t take it personally, you 

know, that was her problem, not mine. 

Maria did not internalize the woman’s prejudice, yet it took courage for the 

woman to be honest and Maria appreciated that.  The relationship ended up a happy one.  

This experience happened in the 1970s.  Maria understood that it is experiences like this 

one that creates a framework that builds how we might respond to future interactions and 

in response to racist issues on college campuses. 

Gender differences and/or similarities that influenced Latino/a lived 

experiences.  Maria opened up by saying, “Well, more than being Hispanic, I think, 

being a female, which is usually one of the ones—I’m usually the only Hispanic female, 

let’s just put it that way.”  She is usually one of the only females, if not the only female, 

around a table full of men.  She thinks what gets played up more is the gender issue, 

rather than the Hispanic issue, at least based on her experience.  As she described: 

You’ve got men in power and White men in power.  And, depending on how 

they’ve been raised and how they see women, they will make accommodations or 

they won’t; in terms of including you as a female.  But, no matter what, there’s 

always a sense that the men—I used to make fun because I was very close to the 

Vice President there, of the men at the state university because we go to the 

bathroom and, of course, the conversation would continue as they went into the 
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bathroom and, of course, I didn’t—I wasn’t part of the conversation because I 

didn’t go into the bathroom with them.  I would always joke with them that I was 

going to knock a wall down so I could join you in the conversation.  That’s the 

kind of relationship I had with them, I mean, we can have fun and joke around—

but yeah, that’s always—fortunately, I had some colleagues that included me in 

the conversation, but the reality is, when it came down to it, for the most part—

except for the end, the President made me part of his inner circle, that was this 

very small—there was just three of us, plus him.  Because he appreciated my 

input.  But, basically, at flagship university was very—it was a very “good ‘ole 

boy” kind of world.  Even though the President wasn’t that way, he could work in 

that and he had to work in that kind of arena, but he was also very sensitive to 

social issues.  Plus, his wife was very liberal and always made sure that he was 

focused on those things. 

Maria shared what her current institution experience has been.  As she said, “Here, the 

president is very, very accommodating.  Very positive.  Really respects women and I 

really like that about him.”  Maria believes gender is still an issue.  

Factors salient to Latino/a success and/or failures.  Maria presented a strategy 

that she has done to be well prepared: “You also need to be strategic.”  What Maria 

means is having a “strategy, it could be strategic about how you position the division.”  

She strongly believes in strategic planning.  She also believes in praise and including 

people in the process.  That’s one of the things she has learned in the last 15 years as vice 

president.  As she explained: “The importance of giving a group a direction, a sense of 

direction, a sense of purpose, which is your mission.”  She provides a set of values in 
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which they try to do their work.  It creates a sense of community.  Lastly, you celebrate 

people’s success and acknowledging the goals that they’ve reached and giving credit to 

others makes a big difference.  Maria shared an example: 

Being me, someone that likes to develop people, you know, I’m happy to develop 

any professional that is interested in being mentored, whether they’re Hispanic or 

not.  I try to reach out to them.  I think one of the things that have endeared me to 

a lot of the workers, whether they’re a professional like in student affairs or 

they’re the custodial staff is that I speak to them in Spanish if they are Spanish 

speaking, and they really like that.  They’ve become very endeared to me, they 

just—they think it’s great.  I spend time with them.  I speak to them in their 

language and I think that really helped a lot.  So, I’m a people person and I think 

it’s really important that you develop good relationships.  I don’t think you can do 

anything if you don’t.  So that is another strategy.  You know, whether I use 

humor with some of them, whether I have candy on my desk because I know 

some of them will come and talk to me, kind of casually if they come get some 

candy.  There’s all kinds of ways—essentially, the relationship is key. 

Secondly, Maria has to be strategic and certainly she has to be effective, produce, 

and follow through.  She mentioned the Strengths Finder and her top strength is 

responsibility, which means, “When I do tell you I’m going to do something, I do follow 

through.  It would take a hurricane or my death for me not to follow through with it, 

unless something really catastrophic happens.”  She is careful about that because it’s very 

important for her to be dependable, for her to be able: “People can count on you and you 

develop that trust.” 
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Maria shared some challenges that she continues to struggle with.  She provided a 

story: 

I don’t have it because I’m Hispanic, I think it’s just because I’m really not crazy 

about people, that I guess, it’s very and tell me that they agree to do something 

and then midway stream, they decide not to do it or they decide to change it.  You 

know, sometimes you have to be flexible because you know, the environment 

requires that you be flexible, but this is just because they don’t want to lose 

control.  So, that’s one of them. 

Maria is also challenged, sometimes, when: 

You’re watching your male colleagues get together in the office and they close 

the door, and there’s big talking going on and you’re not included, it’s 

challenging makes you feel like, okay, so I’m being left out, so there’s something 

happening. 

She continued by emphasizing that one must just come to terms with the fact that “you 

know what, if you’re going to hear about it and if it’s going to be a part of what you need 

to know, it’s going to come out at some point, then you can’t force yourself into those 

meetings.”  Maria reinforced that you just have to be as good as you can and people will 

come to you eventually. 

Participant 9: Lifting Lillian’s voice. 

Access to administrative and leadership experiences.  Lillian began her interest 

in student affairs when she was an undergraduate student, then a graduate student getting 

her master’s degree.  When she was working on these degrees there were times she was 

involved in activities, and as student leader, that exposed or made her aware and through 



 

 179 

them met much of the college administration at Lone Star State University.  As a student 

leader she was invited to the president’s home and the vice-president’s home.  She began 

to interact with them and then she became more interested in student leadership kinds of 

opportunities.  Of course, there were people who got to know her that they asked her to 

be involved in boards and committees at the university. 

In particular, at the end of her undergraduate experience and the beginning of the 

graduate experience, she was really getting very involved; that’s when she found out 

what student affairs meant without really knowing the title for it.  Lillian said, “All I 

knew was that I liked being involved as a student leader and I liked what looked like that 

the dean of students did and the assistant deans and the vice-president for student affairs 

did.”  In fact, she also started getting to know some of the assistant deans who were just 

starting their careers in student affairs and those people who happened to be Latino male 

had a big influence on her later on.  That started the journey, but at first she really wanted 

to get a Ph.D. in an area that she would be able to teach.  She was interested in teaching 

and being a faculty member and that was her first goal. 

Nonetheless, once she started getting involved as a student leader, she decided to 

get a Ph.D. in higher education administration, and then through getting to know some of 

the graduate students, she learned about the community college leadership program and 

really thought that the community college was the place for her.  Beforehand, Lillian first 

worked in administration at Long Star University, which is a research university.  That 

was the starting place for her journey into student affairs. 

Lillian’s first job at Lone Star University (LSU) was due to her involvement as a 

student leader.  When she was working on her master’s degree she needed a job to earn 
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some money; her goal at that time was to teach in public school.  She had a sister who is 

deaf and she was interested in understanding what it is like for someone who is deaf 

growing up in a bilingual family.  Lillian wanted to do some research on that topic and 

she wanted to teach deaf children that spoke Spanish, and who’s family spoke Spanish.  

She made this decision: 

I ended up applying for this job in Brownsville, Texas.  I wanted to go back to my 

roots basically.  So I got hired as a teacher and they didn’t have a classroom 

available of deaf students to teach.  They were going to offer me a classroom of 

hearing children to teach—and basically—I was able to go to the valley in 

Brownsville to teach.  And even though I would’'t be able to do the actual 

research that I had wanted to do, I did that.  But while I was there almost 

immediately Lone Star University wanted to hire me back.  Well not hire me 

back, but hire me into my first entry-level position. 

This happened in 1976.  The Lone Star University lured her back and into her first 

position, which was as a student development specialist.  So being a Latina really had a 

lot to do with the decision because she wanted to first experience Brownsville, which has 

the highest percentage of Latinos, and was also one of the poorest areas.  Lillian started 

her career there and came back to the Lone Star University with a new understanding and 

awareness. 

Lillian got back to Lone Star University as a student development specialist at the 

student union where she had worked, “earlier with the Mexican-American Cultural 

Committee.”  She had been a student involved with it, but then they hired her to work 

with several student leader groups, and one of them was the Mexican-American Cultural 
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Committee in which she got to meet a number of Latino/Chicano leaders that went on to 

successful things.  She befriended them as adults in various leadership roles.  She has met 

a lot of the leaders, some of the best students at Lone Star University that are leaders in 

lot of great areas all over the country. 

Lillian feels that the Mexican-American Cultural Committee really got her 

connected with many Latino students.  And being Latina, this had a lot to do with the 

early work she did in student affairs.  Lillian described, “When my supervisor at the time 

hired me, ‘well I plan to be here only two years and then I’m going to start work on my 

PhD.’”  Lillian had a clear plan and that point she made the decision to go ahead and 

apply for the community college leadership program.  She applied and got the job.  

Lillian shared this stage of her professional career: 

It was 1978 when I started my Ph.D. program and actually I got my community 

college fellowship pretty much to pay almost the entire doctorate.  I also had 

various research jobs and that’s how I paid for my Ph.D.  But being Latina 

definitely has played a role.  And the other thing, and during my student affairs 

career I—in the community college when I was at Large Community College, I 

started a real involvement with the Texas Association of Chicanos in Higher 

Education called TACHE. 

Lillian started being involved and even connected to the professionals in higher 

education that were Latino/a.  She continued her research interest in education, and 

higher education for Latinos/as.  Then she got involved with TACHE.  TACHE has also 

played a big role in her career and she later became the president of the TACHE 

organization.  As president she really became very connected in the state of Texas to 
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TACHE around 2007–2008.  Lillian understands that “being a Latina has played a role 

the entire time.  My understanding and research interests, particularly of 

underrepresented groups, has always been part of my career.” 

Experiences with and responses to racism.  Lillian shared that her parents were 

both born in Mexico and they migrated to the U.S. undocumented.  Her parents would tell 

them stories about how they crossed the border from Mexico into Texas because they 

wanted better economic opportunities and they would settle in Texas for a little while, but 

then they would be deported back to Mexico.  Her father was determined that he wanted 

to bring his family to the U.S., so they would come back.  And finally they worked their 

way toward getting documented and getting their citizenship.  As for the kids, most of 

them were born in the U.S.  Some of her siblings were born in Mexico, her older brothers 

and sisters.  Lillian described her family’s experience and growing up in Killeen, Texas: 

I understood the whole issues of undocumented and that is something that I have 

spent a lot of time understanding and becoming more aware of the needs of that 

underserved population.  Essentially, we came to Texas, lived on the border 

which is Brownsville, Texas, and that’s actually where I was born.  But we moved 

into central Texas which is the Killeen area, which is where Central Texas 

College is and I pretty much grew up in that area.  And Killeen, Texas, was very 

segregated at the time and particularly with African Americans, but as 

economically disadvantaged people, we were more likely to live in the poorer 

neighborhoods.  We lived in this little, very multicultural neighborhood.  It was 

really for people who were economically disadvantaged and they were of 

different ethnicities, White, Black, brown.  I really got to actually get along better 
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with a diversity of people.  Now the other—as a larger community Killeen was 

very segregated and racist.  Really the bigger communities, but within our small 

community we’d get along, we’d help each other out and way back I remember 

this older Black man.  Everybody called him grandpa and he just was this frail 

older man and his Black family and got to know Blacks in a more positive way 

because at that time there was a lot of people engaged in racism, but not only 

against Blacks but also against Mexican-Americans. 

Lillian became aware of racial discrimination and those issues early on and 

developed a lot more of her thinking and her involvement during that time she was a 

student in higher education.  Another experience that is a deep memory for Lillian was: 

When my sister was in high school she worked in the office, in the principal’s 

office.  And one day I remember her saying that she had noticed on all of our 

cards that when it came to Hispanics we were listed as White and then it was 

Blacks, of course listed as Black.  And so there was a separation of the races and 

she just started thinking, “why did they do that.”  And I remember her saying, 

“I’m not White, I’m a Mexican-American.”  But of course, you know, in terms of 

race that’s what we’re considered is White. 

Lillian went back to the time when she was college.  She got introduced almost 

pretty quickly, at Long Star University, to the political movement that was going on at 

the time.  During that time there was civil unrest, the civil rights movement.  She got into 

the tail end of the civil rights movement, but essentially when she got to the university 

she got a call by the Mexican American Youth Organization (MAYO).  She lived in the 

dorm and they called and said: 
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“Well we want you to come to our meeting, our MAYO meeting.”  And I said 

“well why, why should I go to a MAYO meeting?”  And they said, “well, we are 

not well represented at the Long Star University and we’ve talked about these 

issues and we would like to have you come and visit with us.”  And so I said 

“well, okay.  I’ll do that.”  And so I did.  I went to a MAYO meeting and I 

became really involved in the movement related to increasing Mexican American 

and Black student enrollment at Lone Star University.  I became very politically 

involved and was identifying myself as a Chicana.  So that identity as a Chicana 

happened in those undergraduate/grad years and in fact I was president of the 

Chicano Graduate Students Association and I worked with the Mexican-American 

Cultural Committee and things like that.  And that—I continued my involvement 

in that area so that’s an identity that happened during my education and continued 

during my career. 

Lillian further discussed her career and any experiencing, specifically with overt racism: 

Well that’s one of the tougher ones of your questions and I thought about what 

my experiences have been, and I don’t think that I can say that I have experienced 

overt racism within my career.  I think it has been more covert kinds of things, 

which I know is your next question.  And so really I cannot say that I experienced 

that directly in my career, but what happened is that I think due to anti-

discrimination laws and so forth people have ways of affecting you in an 

employment situation where they don’t have to be overtly a racist in order to 

achieve what they want to achieve.  So I would say to that question that I don’t 

have any experiences of overt racism. 
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We discussed covert racism and if Lillian experienced this type of racism in her 

professional career.  Lillian described: “Yeah, as far as covert racism, I was saying that 

because of the Civil Rights laws and because in higher education we’re all very well 

educated and we are to some degree aware of the law.”  She offered an example, “I was 

working at the Long Star University in the law school and I remember because I had been 

sent there to do some research about how underrepresented students were performing in 

law school.”  She was provided an office that was a really nice one, among the law 

professors’ offices.  She had that opportunity because she had worked with the 

president’s office and the vice-president’s office.  At that time, she was working in the 

vice-president’s office when they sent her to do this research over at the law school 

because she was also in law school.  It actually gave her a real opportunity to take law 

classes, but she was also doing this research on the experience of underrepresented 

students in law school.  And so she was doing a lot of reading and also interviews with 

different people in law school, including the students, and it was more of a qualitative 

review.  Lillian described what happen next:  

I had this briefcase that was a really nice.  My parents had actually given it to me 

as a present when I graduated with my doctorate degree.  And I kept all of my 

papers in there.  And I had it in my office and it went missing.  And so, I of 

course talked to people, have you seen my briefcase?  And my office was right 

there among the university law professor’s offices.  And so one law professor who 

I could tell he wasn’t very happy with my being present and didn’t particularly 

like the research I was doing, happened to be a White professor, law professor, 

and was very distinguished law professors.  And but he just commented to me—
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he said well, have you ever thought that maybe somebody stole that briefcase of 

yours because of the work you’re doing?  That’s what he said. 

Lillian took this incident as a kind of covert racism because people don’t always directly 

tell her how they feel about things, but many people do not like the idea that she wanted 

to help underrepresented people because many people don’t understand why there’s a 

need for affirmative action.  Lillian shared, “Many people believe that, ‘“why should we 

give any students additional opportunity to get into law school or medical school or any 

undergraduate school?’” 

During that period of time, which was in the early 1980s, the issue of affirmative 

action was prominent.  Lillian felt: 

People were really upset about affirmative action and some of the work that I was 

doing was related to, what’s happening with these law students, and there were 

even lawsuits going on after that period of time, during that period of time, in 

terms of students being able to get into law school and considering race as a part 

of the equation, that all of that you were aware of, you know, kind of the more 

challenging debates about affirmative action and so forth were going on. 

Lillian mentioned that was one experience that she definitely remembers.  Other 

experiences related to decisions and experiences she had over time in her career.  She 

thinks many times people have not understood her advocacy for Latinos and Chicanos.  

She said: 

They don’t—I try not to be real in your face because I am more of a moderate, but 

some people might consider me more of a radical.  I consider myself a moderate 



 

 187 

really and you know me, Terry, about me ‘cause you’ve seen me interact.  I 

consider myself more of a moderate.  I’m not in someone’s face about it. 

Lillian further described, “I have been in a lot of protest marches at the Lone Star 

University,” (in her college days).  She had good friends, for example, that were involved 

in the takeover at the Lone Star University president’s office.  She was a student at the 

time and she knew some of the people, but she wasn’t one of them.  She had a lot of 

sentiment toward what and how they felt.  That period of time was when there was unrest 

about starting a Mexican American studies program, for example, and there was that 

movement going on.  She was involved with all of that, but it was in a moderate role.  

She never got arrested and so feels more like a moderate person.  She shared a point of 

reference: 

In fact, I’ll tell you this one story that I wanted to mention to you.  When I was a 

student, actually one of the ways in which I met the vice-president of student 

affairs in a really real way was—I knew of him but he started to recognize me 

because we were—within this unrest challenging period and when I was a student 

I remember the Chicano students were having a meeting and this one being in the 

auditorium and the students, we were having a meeting about our 

underrepresentation and our needs at the university.  And I was a Latina student at 

that time.  There was quite a big crowd around this period of unrest and some of 

the students said well let’s just sit here in this area and let’s refuse to get out.  And 

the university called in the vice-president of student affairs to tell us that we 

needed to vacate the area.  And I just spoke up and I said I think it’s best if we do 

vacate the area and not create more problems and et cetera.  So I spoke in favor of 
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us vacating the area, and I was able to help convince the students and my peers to 

get out of the building.  And it was in that vein that the vice-president saw what I 

did and he later told me he really appreciated it. 

That was an example of Lillian and how she was in her own career and her own 

goals around discrimination, poverty, and racism.  She worked within the system.  But 

she definitely works to make changes and even to this day she feels a real commitment to 

do that kind of work with her administration and her faculty colleagues around the issues, 

and that is not always seen very positively. 

Gender differences and/or similarities that influenced Latino/a lived 

experiences.  Lillian thought about this question for a few seconds.  She had this critical 

thought to offer, “Well one of the things that I’m seeing actually more recently is that 

being female is a major issue for people, and this is really not only just on a professional 

and higher education but just around the globe.”  She believes, “Being female is one of 

those areas where you can face formidable challenges in many different ways that have to 

be overcome.”  Her focus has been more around her race in terms of being Latina and 

politically involved Latina, Chicana, and that females, in general, will face very many 

obstacles.  Lillian explained: 

I didn’t personally experience some of the obstacles I have now learned that other 

Latinas experienced because they are female, that actually had to be more 

formidable in a lot of different areas.  And so that affects or can affect how 

effectively you are in being able to access higher education, and then being able 

to do well as a professional because your personal experiences, they do impact 

you as a person and what you’re able to do.  I didn’t have to overcome those 
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experiences.  For example, abused by a loved one, I didn’t have to overcome that.  

Even as professionals, there has been abuse and not only domestic abuse in terms 

of just language, what people say that is abusive but also physical abuse and even 

sexual abuse.  So those issues are ones that we don’t always talk about and in fact 

it’s fresh on my mind because recently a Latina who is a professional where I am, 

she’s not at the same level as I am in terms of the career and she is much younger 

than I am but she—because we are both involved in TACHE we are going to go 

to a conference and she wanted to say—she wanted to present her life story at the 

TACHE conference.  Well it turns out she shared it with me.  She wanted me to 

know about it because she said it would be the first time she would share it with 

others.  And she was sexually abused as a child. 

For Lillian that is fresh on her mind, that as she grows and develops in her career 

she gets a better understanding and awareness of the issues.  Lillian said, “And Latinas 

and female, they have to overcome issues, not to say that males couldn’t get abused 

because males can get abused, but females are more likely abused than males.”  This is an 

issue she did not have to overcome, but she has a greater understanding that it can 

happen. 

And the other thing that Lillian mentioned is that because of her Latina heritage, 

Chicana, she really identifies more with her racial identity.  She never became part of a 

feminist group because she was so busy with her racial identity, but is now really learning 

about all these major abuse challenges females can experience.  She now sees why the 

feminist movement is very important because they don’t get paid at the same level.  For 

example, as a senior student affairs officer she mostly deals with men in her career, and: 
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“men sometimes get very defensive around a strong female and so they sometimes don’t 

know how to handle a strong female.  And then they don’t know how to handle a strong 

Latina or a Black female.”  Lillian recommends that we have to be careful, 

professionally, around those gender issues. 

Factors salient to Latino/a success and/or failures.  Lillian offered that getting 

involved in research, writing, and publishing has been a strategy that’s been successful 

for her.  Another one that she advocated for, for young professionals or professionals in 

general, is being involved in associations in the field or related areas of interest.  Her 

involvement early in the career has been rewarding.  She had to really focus on a few 

associations so that she wouldn’t overwhelm or spread herself too thin.  She focused on 

being involved in NASPA. 

Another strategy is presenting your work at the association conferences, state, 

regional and local conferences, and national conferences.  She also mentioned her 

involvement in TACHE.  In fact, very recently, Lillian has contributed to an article with 

professors at State University and at County College District that researched the history 

of the association of Chicanos in higher education.  She is proud of this work because 

they have now documented all of the work that they have done with TACHE, which will 

become part of the history of higher education.  Lillian feels strongly about publishing 

your work that is very important.  She also recommends presenting at various levels.  

Those are all of the strategies that are very important for any the students in higher 

education, but also for student affairs. 

Lillian elaborated on her biggest challenges that she struggles with.  She struggles 

“with the micro management of upper level administrators—just because people are 
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people, they like to control us.”  She has her leadership style and it is more open and 

collaborative and involving.  She likes to involve other people, and the leadership style of 

micromanagement and control is still there.  She really struggles with this. 

Participant 10: Lifting Chelsea’s voice. 

Access to administrative and leadership experiences.  The words that came to 

Chelsea’s mind was experiential.  She was a first generation college student, so she didn’t 

really have a map.  Chelsea walked into it when she went into her graduate program, and 

so that was the first time that she had an official position in student affairs.  Chelsea 

realized that she had been working in student services of some sort at the high school 

level up to that point in her entire career.  So it made sense and she felt it was a natural fit 

for her. 

Chelsea received her master’s degree; she was thinking that she would be going to 

work at the counselor area in the K-12 school system.  So when she decided to work in 

student affairs, she had to figure out where she was going to be.  She left and worked the 

field as a counselor for a while and then came back.  She really tried different things.  She 

feels really fortunate to work in a lot of different institutions and so that has really helped 

her get to know different parts of student affairs. 

Experiences with and responses to racism.  Chelsea was born in the Dominican 

Republic and came to the U.S., to New York City, when she was 12 years old.  She 

considers herself bi-cultural.  She has been in the U.S. for over 30 years, and has 

experienced a complete transition, but she has been able to hold on to, not only her 

cultural experience, but also her language and all those things that connect her to her 

Dominican identity.  Chelsea explained: 
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It’s interesting, one of the things I really had to sort out going into higher 

education is sort of experience, this sense of identity and how others define you.  

For me, and I’ll tell you more about that I think later, but for me I think those 

things have been really interesting at the intersections of identity, being a first 

generation, being an immigrant, being someone who had to learn English, and 

needed to understand a whole different culture and then back to that and transition 

to that.  I think it’s a skill that really facilitated me being able to adopt different 

scenarios and cultures. 

Chelsea also identified herself as an LGBT person.  For her that intersection has 

been really very powerful, “particularly working in predominantly White institutions 

where the intersections of race, ethnicity, and gender and sexual orientation really have in 

my experience there.”  Those are some of the things that Chelsea still thinks about every 

day in her work. 

I explored with Chelsea how it has been navigating her career in student affairs.  

Chelsea explained, “I think the biggest piece has been fitting the mold that has been 

there.”  Her experience includes knowing that piece of what she has heard about working 

at predominately white institution in the New England area.  She was working in student 

affairs for the first time.  She had a very strong connection to her Dominican identity.  So 

when people would ask, “what is your background?” she shared, “that is what was most 

resilient for me.”  Yet, she was in a place where people at the time, several years ago, did 

not know where the Dominican Republic was or, that it was a Spanish-speaking island or 

that it was different than Dominica, that it was different than Cuba.  Chelsea clarified: 



 

 193 

So for me this process of having to figure out, negotiating how I shared myself, 

and when I did that, so there were times when people would ask and I would 

make the choice to say I’m Dominican which I know would mean this ongoing 

conversation with all these questions or, would I just say, I’m Latina and I’m 

Caribbean and they just sort of looked puzzled.  And I remember there was the 

one conversation that kind of where I realized I could do this and I could make a 

choice was when somebody said—I went through this process, “where is the 

Dominican Republic?  Is it in the Caribbean?  Does it speak Spanish?”  “Yeah.” 

And I got tired of the same questions, and I realized and I said, “well, it’s a 

Spanish-speaking island so it’s near Cuba,” and they’re like “oh Cuba,” and so I 

could see this person walking away kind of with her, whatever her knowledge was 

of what being Cuba meant and that she assumed that I was that, whatever it was.  

And it was very interesting, so for me that’s something that I continue to navigate, 

I’ve worked only at predominately White institutions so I’m very often the only 

person of color.  I am one of two—the highest-ranking woman of color in my 

institution and one of three administrators of color in my institution that I’m in 

now, for example. 

Chelsea shared that is a very different perspective to have to carry and balance: 

Because when you are at a high-level administration proficient you really need to 

be able to manage those things that come and those challenges outside of the 

work.  You’re doing and not let it interfere with your work but you still have to 

build relationships, so it’s something that I think I pay attention to it every day 

and it takes a lot of energy actually. 
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Chelsea said: 

In my experience most people don’t go around intending to be racists or to 

exclude people.  I think sometimes even when it’s unintentional it can really be 

impact.  And so for me, I have lots of situations where I have been told, what I 

can do, or I have been treated a certain way. 

For example: 

Throughout my career I have interviewed at certain places.  You know, let’s take, 

for example, a highly selective liberal arts college, right.  And them being very 

aware of having to go up in that process and also being aware that you’re being 

measured in a way that is very different, and so sometimes the questions can be 

very different.  There may be a stronger focus on those identities that you carry 

that brings need to the other, right, and here and can you really understand that 

because you’re so different.  And so I have had, you know, situations where I 

have been called words that are derogatory to Latinos in particular.  I remember 

one time when I was in my first student affairs job.  Shortly after, I was at the 

university and there was a hazing incident and it was a very public incident and so 

I had to take a very public role right away.  And I remember receiving a death 

threat letter with the director of the department at the time from someone who 

talked about why he felt, you know, we shouldn’t be there and what he would do 

and all this stuff.  And it was really based on our identities.  That was a very 

defining experience in student affairs because it was my first experience and it 

was such a big incident.  I actually ended up being one of I think three or four 

people including the president—I think it was the president, the director, the VP 
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and myself, we were all sued by the students that had been expelled and the 

fraternity was closed, all kinds of stuff.  So I think, for me that probably is the one 

thing that was the first instance where I felt completely unsafe having gone to a 

small, rural from New York City.  It wasn’t something that I really understood for 

that moment.  So that stands out for me. 

Chelsea also felt that she has experienced covert racism.  As she described, “Well 

we don’t have enough time for me to give you a list.  I mean I think that’s just par for the 

course.”  Chelsea shared when she was the chief student affairs officer for the first time, 

she remembers she was in a temporary space with student and her office was being set-up 

and one of the assistants said to her, “Oh, you know, we are so glad you’re here but we 

really don’t know people like you so we don’t really know what you’re supposed to be 

doing.”  And so it was about the work but it was also, she thinks, “about her and 

whatever, you know, identity she perceived and I felt like I was—and I said to her, ‘you 

know, it’s okay you don’t have to know ‘cause I know and I’m going to help you know.’” 

Chelsea thinks that is something that happens over time: 

Whether it’s walking into a meeting and being asked to speak from a perspective 

that is diverse because you are the representative of diversity.  People make 

assumptions that you carry and represent every identity there is.  This overburden 

comes from needing to have diverse representation on different things and you’re 

one of two or three people that needs to do this. 

Chelsea talked about this experience: 

It’s just very, I think, just part of it.  And the sad thing is, you know, I think it 

happens at every level that it sometimes happens to the students who ask 
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questions, you know, “oh my God, how did you become the dean?” You know?  

But it’s that question that it’s not just how did you get here, but it’s like “how 

does someone like you become the dean?” or “are you the dean for all students?”  

Oh my God, it’s so great. 

Chelsea believes this experience happens a lot for her.  She explained, “When I 

came into this job as the dean of students my predecessor was a White male that his first 

year was in this school for 38 years.”  Not only was he one of the “good old boys” in that 

sense, but was also a true member of the community.  She is an outsider in every way that 

there is.  To be one of the few outsiders to come and certainly be a high-ranking officer in 

the university makes it even more challenging.  Chelsea keeps herself grounded by 

remembering that: 

It’s not about me, that sometimes it’s about learning and that unfortunately some 

things need to change those of us that in the positions now just like people before 

us need to be able to be in it, right, to change it.  If you become angry and you 

can’t really manage that and learn to dismiss it, then you are not going to be able 

to do your work, but also you are representing what the institution may have—the 

only encounter they have had. 

Chelsea went deeper with a situation where she had left a position as a result of 

the burden and impact of that experience.  As she explained: 

But in the moment I feel like it’s really important to figure out how you manage it 

and how you are effective and not to become somebody else because of what 

you're going through.  So it’s a challenge every day and it happens all the time, so 

there’s lots of examples. 
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Chelsea shared a couple of those examples: 

I definitely think that both experiences have shades.  I think I’ve been able to 

tackle similar challenges in a different way but also confronted very geographical 

institutions that ethnic challenges like when I was working in New England.  For 

example, Burlington had just become a refugee resettlement place, so we had an 

influx of majority male refugees from a lot of places in Africa that really were 

displaced and were transitioning and were trying to access education.  And so my 

college had created a refugee scholarship and so part of what I did was to create a 

support and retention program for them.  And so you know that was very specific 

to the area but I can certainly connect that experience to the work that I did right 

before that role when I was in South Florida and I was managing a English 

language learners program at the high school level, for example, and dealing with 

lots of recent immigrant students who had been in the country for a few years, 

parents who didn’t speak the language or understand the system, people who were 

undocumented, all kinds of different issues.  And so I think what I’ve been able to 

do is really connect the different things.  And a good example right, going 

forward to high school which is not even a higher education setting and still being 

able to use those experiences to connect show up in higher education, how they 

show up in private institutions are often different.  When I worked at the College, 

for example, we had more freedom in how we addressed undocumented students 

in terms of, you know, financial aid. 

Today, Chelsea works at a public institution in a state where there are actually 

state laws against undocumented students.  She described it as a very conservative state 
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so there are actually state laws about this.  And at the public institution, she is limited to 

what she can do.  So always having to kind of figure out and manage those relationships 

and how do you manage to do the risk and benefit of students that you’re serving which 

obviously differ from place to place, as she explained.  It has been an interesting journey 

for Chelsea. 

Gender differences and/or similarities that influenced Latino/a lived 

experiences.  Chelsea believes it does make a difference.  There are a lot of what she 

would say are expectations and assumptions that are made about what she feels about 

Latinas in general.  Chelsea explained, “You know whether it’s that we’re mothering or 

we’re caretakers.”  What she meant was: 

I think that the role of how the Latina culture is genderized into our work is really 

interesting.  And it’s been something for me has been something I’ve had to pay 

attention to as a woman in a leadership position because not only are there those 

assumptions. 

She gave an example: 

If I feel the sense of responsibility because of how I was genderized as an older 

Latina girl in the family who takes care of everybody, right, and does all this stuff 

and has all these expectations, if I show up in the same way in my job not only am 

I not going to be able to sustain that, but I probably won’t be the most effective 

for my staff, but also it’s like, you know, so for example even delegating, you 

know, things that you think you should be able to do.  And that is not only about 

gender identity.  I think the intersection of identity plays big here, you know.  

Certainly people who throw out entire levels of social class and have more wealth 
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and privileges I think have a major time of letting go and asking for things and 

giving directions to others. 

Chelsea’s race, her social class, and her gender intersect in a way that influences 

who she is as a leader and how she builds relationships, as well as how she defines 

herself as a team player.  For the senior leaders, she has to be both.  She has to be a team 

player and she also has to stand apart on her own, and it is a very lonely job.  As Chelsea 

further explained: 

At the end of the day when you’re the only, you know, you’re the one who’s 

making the decision and having to carry it.  And so it’s this thing of being in the 

group but not really being in the group, being part of the group, in the same way 

that everybody else gets to be. 

Chelsea shared: 

So but you still have to be genuine and real in order for people to really feel like 

they understand you and it’s a real relationship.  So it certainly shows up in many 

different ways.  I think it’s easier for Latino males in my experience, and I don’t 

mean that it’s easy completely, but I think it’s easier because the assumptions and 

expectations that are placed on them are not as—institutionally are not always as 

related to how people see the role of men because Latino men are perceived in 

older stereotypes about being strong and being the people who make the 

decisions.  These are all stereotypes, of course, but that is what the mainstream 

U.S. culture kind of goes to when they don’t have anything else first, right?  So I 

think your journey as male is just different because it is about like showing that—

really work to show that different side and not working that kind of way so that 
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you’re not perceived that deliberate perception people have about how you should 

be, so it’s very interesting for sure. 

Factors salient to Latino/a success and/or failures.  Chelsea thinks the strategy 

that has worked for her included: 

First of all she is always striving to be aware of where I am and what I mean by 

that is whether you are, you know, in this conversation or in a meeting or in an 

institution or an area of the country you have to really know where you are and 

what that experience is like and be real with yourself.  Because you don’t want to 

be caught off guard if possible when you're dealing with a huge issue.  Or, you 

know, when I get to the table and I’m trying to make university wide policy which 

I’m doing all the time and I’m talking to, you know, 10 people that couldn’t see 

themselves relating to me in any way, we have very different philosophies or how 

we come to the work is very different.  Our expertise may be different.  The 

ability to manage through all of these parts to be successful. 

Another strategy that she recently shared with a new generation of students about 

this a couple weeks ago, is what Chelsea calls her own personal advisory board.  She has 

a list of three to five people that if she is thinking through something she uses these 

individuals to talk about it.  There may be times that she would need to talk about things 

that she is experiencing, how we do things, or work together.  There are one or two 

people that she would call across the board.  You need to have these people in one’s life 

if you are struggling, personally, or at work to help figure out a strategy or a plan.  These 

are people in her life in both ways so they know her well enough as an individual and as a 

professional to say and be honest: ‘“Oh this is where you’ll come into this or don’t you 
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remember this about yourself’ when I’m struggling or ‘you’ve already done that here; 

you just have to figure out how to do it here.’”  Chelsea explained: 

So I think that that’s really important, figuring out who you’re going to go to in 

kind of nurturing those relationships.  I would also have people in the U.S. and 

now the Midwest I have colleagues that are international and I’ve been nurturing 

those relationships in ways that you can always come back to them both to help, 

to get help and strategy that I use often.  I think the challenge is, you know, being 

the only one often is really hard.  Being the voice, feeling like no one really 

understands your experience and that not getting that feeling, you know, is like 

you don’t necessarily get a sense of belonging. 

Chelsea learned as she has advanced higher and higher in positions, and 

particularly the most senior positions, that she got more comfortable with not wanting to 

feel that emotional connection to the people she works with.  Because the truth is, that it’s 

a different connection.  She cares tremendously about the people she works with, her 

team members, but they cannot take care of her the way that she needs to take care of 

them as their leader.  She cannot expect that same sense of belonging in that team that 

they need to have to be successful that she needs when she was in their position from her 

leader.  It is those kinds of things she thinks she just has to keep doing every day. 

Chapter Summary 

The results reported in this chapter emerged as a result of conducting a 

qualitative, multiply case study of the lived experiences of 10 SSAO Latin@s at public 

and/or private two- and four-year colleges and universities.  The participants in this study 

reflected on 320 years of experience working in nine different states and located in the 



 

 202 

Midwest, Northeast, Southern, and Western regions of the U.S.  Five of the Latin@ 

SSAOs in this study had experience working in three to four states.  Hundreds of pages of 

data accumulated as a result of collecting written documents, transcribing in-depth 

interviews, and writing memos.  ATLAS.ti was used as the primary analytical tool to aid 

in making sense of the collected data.  Data analysis consisted of coding data, display, 

conclusion drawing, and verification (Miles & Huberman, 1994).  This researcher took 

precautions to protect the identity of the participants while presenting potentially 

identifiable characteristics or stories. 

The 10 SSAO Latin@s’ voices were lifted through a case-by-case analysis of the 

participants’ interview responses are presented in reference to the five major research 

questions.  Each participant reflected on their access to administrative and leadership 

experiences in higher education; their experiences with and responses to racism, if any; a 

discussion of their gender differences and/or similarities that influenced their lived 

experiences; and factors salient to their success and/or failures in the field of higher 

education/student affairs.  Their responses were discussed in great detail and supported 

with various quotations from the transcribed interviews.  In Chapter 5, the five themes 

that emerged as a result of analyzing the data collected are discussed in greater detail.
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CHAPTER V. FINDINGS ORGANIZED BY THEMES 

In this chapter, I present and discuss the themes that evolved as a result of 

answering the five guiding research questions.  As described in Chapter 3, I utilized 

Atlas.ti and Miles and Huberman’s (1994) flow model of data analysis to assist with 

analyzing the data of the 10 cases.  Five major themes were generated after carefully 

reflecting on the code families, network maps, research questions, memos, transcripts, 

theoretical frameworks, and literature related to the broad topic.  These themes are 

presented in alignment with the five guiding research questions they answer. 

The major research question that guided this study was the following: How has 

race influenced the lived experiences of Latino/a SSAOs at public and/or private two-and 

four-year colleges and universities?  The themes that answer this question are outlined 

below in the order they are presented and discussed: 

Theme 1: Mi Carretera: My Journey to Student Affairs 

Theme 2: El Primer@: Being the Only Latin@ 

Theme 3: Mi Gente: Psychological and Cognitive Responses 

Theme 4: Who am “I”?: Yo Soy  

Theme 5: Echar Para Adelante! (Move Forward): Professional Growth and 

Advancement 

This chapter focuses on the themes that emerged as a result of a cross-case 

analysis, and again organized in alignment with the study question.  This chapter ends 

with a chapter summary.
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Answers to Research Questions Organized by Themes 

RQ1: How do Latino/a SSAOs describe their access to administrative and 

leadership experiences in two- and four-year institutions? 

Theme 1: Mi carretera: My journey to student affairs.  The Latino/a SSAOs in 

this study were professionally flexible by moving from institution to institution 

throughout their careers in student affairs administration and higher education.  As they 

reflected on 320 years of lived experiences at in two- and four-year institutions, they 

cited the various positions, institutions, and states that were significant in shaping their 

reality.  As it is reflected in their narratives and more specifically in their resumes, the 10 

Latino/a SSAOs have held the following positions: Coordinator, Assistant Director, 

Associate Director, Assistant Dean, Associate Dean, Dean of Students, Assistant Vice 

President, Associate Vice President and Vice President, including three of them who had, 

or who currently hold, an appointment as an adjunct instructor or tenure track faculty 

position. 

They’ve also worked at over 48 institutions of higher education in the U.S.  Four 

of the participants had between 37 and 44 years of higher education work experience, two 

had between 30 and 35 years of higher education work experience, two had from 20 to 25 

years of work experience, and two had between 16 and 20 years of work experience (see 

Table 6).  In addition to the number of institutions and years of work experience of these 

Latino/a SSAOs have worked at in their career, their flexibility can be further illustrated 

by the number of different states they worked in.  The participants in this study had work 

experience in nine different states located in the Midwest, Northeast, Southern, and 
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Western regions of the U.S.  Five of the Latino/a SSAOs in this study had experience 

working in three to four states. 

The participants in this study seized opportunities as to advance their careers.  In 

many cases, the Latino/a SSAOs took risks and accepted professional challenges in an 

effort to move their career forward.  Ethan communicated that he took a risk and accepted 

a position at a university to advance his career.  Ethan mentioned, “these assistant, 

associate and vice president jobs are quite limited so one is forced to move from one 

university to another if one wants to progress.”  He said, “That if you aspire to reach the 

top of your career ladder in student affairs, one must remain flexible and have the desire 

to move from one institution to another.”  Christian spoke to the idea of being flexible in 

two aspects.  In one examples he shared, he was examining institutional types that he 

worked in to make a decision on the next position.  Christian explained that although he 

had worked in the State University system for 11 years, he thought it was going to be 

really hard to move from the two-year to a four-year setting, but he had both types of 

institution settings underneath his belt.  After an exhaustive search including a two-day 

on campus visitation that was pretty draining on him, he was offered the position.  In the 

second example, when Christian recognized that he hit the job opportunity ceiling at his 

current institution, he decided to apply for a position at a State University. 

Maria shared a great example of accepting professional challenges, as she 

explained, “I mean, not only did I end up being Vice President of Student Affairs, but I 

ended up being Vice President over HR, Human Resources, right before I left.”  Maria 

described how her president was the type of person who, if he saw your abilities, he 

would just keep on giving you more and more responsibilities. 
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RQ2: How do Latino/a SSAOs describe their experiences with racism and/or 

discrimination at public and/or private two- and four-year colleges and universities? 

Theme 2: El primer@: Being the only Latin@.  This theme represents the 

inconveniences and extra responsibilities that these Latinos/as have experienced as they 

have navigated their career ladder in higher education.  The burdens that the participants 

described are specifically attributed to their existence as Latinos/as.  At times, these 

burdens were embraced as their obligation or duty to lift other Latinos/as as they climb.  

Martin shared an example to this point: 

My president—we were meeting one on one and he said to me, Martin—he’s a 

White male, he’s probably 69.  He said to me you know what, Martin, I don’t 

think we give you enough credit for all the good work you do with our Latino 

students.  Now Terry, I don’t advise the Latino student organization.  As a matter 

of fact the last time I advised them was like five, six years ago, and I may meet 

with a Latino or Latina student here and there, but Terry, I’m the last one to claim 

any credit for, you know, advancing that agenda.  Now I’m behind them, I support 

the people who do and all of that, but I’m sitting there looking at him like that’s 

how you see me, like that’s what he sees. 

As participants described their experiences working at higher education, they 

talked about the challenges associated with being the only one or one of very few 

Latinos/as in the profession.  Chelsea explained: 

I think the challenge being the only one often is really hard.  Being the voice, 

feeling like no one really understands your experience and that not getting that 

feeling, you know, is like you don’t necessarily get a sense of belonging. 
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Marina also spoke to this point: 

For us, I think we do recognize that we are a very small percentage of Latinos, 

across the country, who have advanced degrees.  And so for those of us who do 

have advanced degrees, the end gets even smaller for those of us who decide to go 

into higher education. 

On the other hand, Christian shared, “rather than my being a Latino being a detriment or 

a challenge or a roadblock, I actually think it was an asset given the type of 

environments.” 

These are just samples of a consistent message that was made by all 10 

participants in this study.  In this particular case, the burden takes on a different meaning 

to each of them depending on their gender identity and their other identities.  It also 

added a burden and sense of loneliness and insecurity to be one of the only Latino/a 

SSAOs in the country. 

RQ3: How do Latino/a SSAOs describe their responses to racism, if any, 

and/or discrimination at public and/or private two- and four-year colleges and 

universities? 

Theme 3: Mi gente: Psychological and cognitive responses.  This theme 

describes the way in which the participants in this study have responded to racism and 

discrimination at public and/or private two- and four-year colleges and universities in a 

psychological and cognitive fashion.  There were a wide range of reactions to racism and 

discrimination presented as the participants in this study told their stories.  As I analyzed 

the codes and interrogated participants’ narratives, patterns in their responses began to 

emerge.  Some of the participants described thinking about tactful or clever ways to 



 

 208 

respond to incidents of racism and discrimination.  On the other hand, some SSAOs 

responded to incidents of racism and discrimination without giving their response or the 

ramifications of their response much thought. 

In an effort to conceptualize their responses to racism and discrimination, I used 

the Discrimination Response Matrix (see Figure 4) develop by Hart (2009) that illustrates 

how the African American SSAOs had responded to racism and discrimination at PWIs.  

The matrix consists of four response quadrants: (a) immediate and strategic, (b) delayed 

strategic, (c) immediate and non-strategic, and (d) delayed and non-strategic.  These 

middle-class Latinos/as have relied on these responses to deal with and persevere through 

the various discriminatory acts in their lived experiences.  Participants communicated 

responding in a variety of ways to racism and discrimination.  Consequently, no 

particular participant is placed within a particular response quadrant in the matrix. 

Immediate and strategic response.  All of the participants in this study have 

described using an immediate and strategic approach to addressing racism and 

discrimination.  This category of responses is depicted in quadrant 1 in Figure 4.  Upon 

being subjected to racism or discrimination, each participant said that there are times in 

which he/she had immediately addressed it.  In alignment with this category, the 

participants thought about how they wanted to respond and then acted strategically to 

address the discriminatory act.  Examples of immediate and strategic responses were 

provided by several of the participants in this study.  Chelsea described responding in an 

immediate and strategic fashion to a racial micro-aggression at a PWI.  This was the 

incident involving a White colleague who had very little exposure to Dominicans and 

puzzled with who she was.  Chelsea stated: 



 

 209 

I went through this process, where is the Dominican Republic?  Is it in the 

Caribbean?  Does it speak Spanish?  I got tired of the same questions, and I 

realized and I said well, it’s a Spanish speaking island so it’s near Cuba, and 

they’re like, “oh Cuba,” and so I could see this person walking away, whatever 

her knowledge was of what being Cuba meant to her and that she assumed that I 

was that, whatever it was. 

Delayed and strategic response.  The second quadrant represents delayed and 

strategic responses to racism and discrimination.  This category includes experiences in 

which the participants reflected on the discriminatory act and responded later.  The 

discriminatory incidents within this quadrant seemed to be more serious in regard to their 

intensity and impact.  Lillian and Karl shared a similar approach in their response to 

racism and discrimination and in relationship to their own careers and goals around 

discrimination, poverty, education, and racism.  They also viewed themselves as “change 

agents” using the system to make systemic changes within their institutions and 

communities. 

 Karl viewed his role as a Latino as being one not to assume the traditional role 

dealing with diversity issues or strictly Latino issues, but in fact trying to represent 

himself and his community in a way that really speaks to providing a broad level of 

leadership that guided the institution.  For Lillian, she shared that many times people 

have not understood her advocacy for Latinos and Chicanos.  She has always seen her 

role as a moderate person in the efforts of equal access for people of color.  She works 

within the system and she definitely works to make changes.  To this day she feels a real 
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commitment to do that kind of work with the administration and the faculty around the 

issues; that is not always seen very positively by her colleagues. 

Immediate and non-strategic response.  The third quadrant highlights responses 

that are immediate and non-strategic.  The participants in this study all acknowledged that 

this is not the best way to respond to racism and discrimination.  The participants 

indicated that when they were younger professionals, they were more likely to respond in 

alignment with this quadrant.  They stated that with maturity, they have learned how to 

respond in a manner that would not bring them negative consequences.  It is important to 

note that the younger Latino/a SSAOs in this study did not report responding in this 

manner at a higher frequency than the older participants.  In fact, there were very few 

instances in which the participants reported responding in this manner. 

Delayed and non-strategic response.  The fourth quadrant yielded the least 

amount of responses.  This quadrant represents responses to racism and discrimination 

that are delayed and non-strategic.  Responses of this nature include resigned acceptance, 

blocking it out, and attempting to ignore it.  This type of response was the least common 

method of responding to discriminatory acts.  However, there were a few examples in the 

narratives that highlight this type of categorical response.  As Ethan explained, “I can’t 

say there’s ever been blatant discrimination.  And I always found it interesting and maybe 

I’m totally wrong on this—but it seems that minorities are the ones that tend to occupy 

the VP positions in student affairs.” 
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Figure 6.  Discrimination Response Matrix (Hart, 2009). 

RQ4: What are the gender differences/similarities, if any, in terms of how 

race has influenced the lived experiences of Latino/a SSAOs at public and/or private 

two- and four-year colleges and universities? 

Theme 4: Who am “I”?: Yo soy.  A resounding understanding that all 

participants mentioned in this study about Latinas, or specifically, Latina SSAOs, is that 

they are the only woman in that room of high level executive leadership team—in many 

cases, a room filled with White men—with complexity of challenges.  Maria described 

her experience: 

Well, more than being Hispanic, I think, being a female, which is usually one of 

the ones—I’m usually the only Hispanic female, let’s just put it that way.  And, 

most likely, I’m usually one of the only females if not the only female around a 

table full of men.  So, I think what gets played up more is the gender issue than 
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the Hispanic issue, at least based on my experience.  And so, you know, you’ve 

got men in power and White men in power. 

Maria unlocked the conversation in this study, along with other Latina SSAOs, who 

spoke to a concept of Segura’s (1990) called “triple oppression” that explains the 

complex reality of women of color.  Race as a social construct, class as position in a 

stratification system based on production, and gender as a social identifier, form the 

reality Segura referred to as triple oppression, a term describing the unique class, race, 

and gender subordination of women of color.  The cumulative effect of the interplay of 

race, class, and gender places women of color in a subordinate social and economic 

position relative to men of color and to the majority of the White population (Segura, 

1990). 

Several of the Latino SSAO participants mentioned that they believe it is much 

harder for Latinas to overcome a multitude of challenges that are concerns for them.  

They believe it is tougher for Latina then a Latino.  Segura (1990) argued that even 

though class is the baseline whereby political and social privileges are differentiated, it 

cannot explain fully the variations in the status and power of different groups in society, 

in particular racial and ethnic minorities.  According to Segura, class and race limit 

access to economic and political power by women, leaving them subordinate to men in 

each class category and racial ethnic group.  This comprehensive notion of triple 

oppression proves to be crucial in examining the complex realities of women of color as 

members of a racialized group; a subordinate and disempowered class holding minority 

status.  Chelsea elaborated on the concept of triple oppression in her own words: 
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If I feel the sense of responsibility because of how I was genderized as an older 

Latina girl in the family who takes care of everybody, right, and does all this stuff 

and has all these expectations, if I show up in the same way in my job not only am 

I not going to be able to sustain that, but I probably won’t be the most effective 

for my staff, but also it’s like, you know, so for example even delegating, you 

know, things that you think you should be able to do.  And that is not only about 

gender identity.  I think the intersection of identity plays big here, you know.  

Certainly people who throw out entire levels of social class and have more wealth 

and privileges I think have a major time of letting go and asking for things and 

giving directions to others.  So for me my race, my social class, and my gender 

really kind of intersect in a way that influences who I am as a leader and how I 

build relationship and how I define myself as a team player and, you know, 

managing that.  For the senior leader you have to be both.  You have to be a team 

player and you also have to stand apart on your own and it is a very lonely job.  

At the end of the day when you’re the only, you know, you’re the one who’s 

making the decision and having to carry it.  And so it’s this thing of being in the 

group but not really being in the group, being part of the group, in the same way 

that everybody else gets to be. 

RQ5: What factors do Latino/a SSAOs perceive as most salient to their 

success at public and/or private two- and four-year colleges and universities? 

Theme 5: Echar para adelante! (Move forward): Professional growth and 

advancement.  The participants were thrilled to have an opportunity to share their 

successes during their career and offer their advice for aspiring SSAOs.  They were very 
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intentional about building upon their strengths and broadening their professional 

portfolios.  As they responded to the questions related to factors salient to their success, 

they indicated that their talents and skills enabled them to advance to the chief student 

affairs role.  All of the Latino/a SSAOs in this study had their terminal degrees, except 

for one participant who indicated that she strongly recommended that one needs their 

terminal degree.  They also participated in executive leadership training programs 

provided by professional associations or the Harvard Executive Leadership program.  

They were active in professional organizations, they were engaged in scholarly research 

and writing, they were flexible to move for job opportunities to move up in the 

profession, and they were mentored by professionals in the field.  Esquibel (1993) found 

similar trends in an investigation of 1,325 Chicano/a administrators from a five-state 

southwest region.  Findings revealed that possessing a doctorate (as a terminal degree) 

was very important for upward mobility.  Lillian spoke clearly in her own words about 

how important it is to get a terminal degree: 

I definitely believe that Latinos and Latinas who want to aspire to higher 

leadership positions, that they’ll get their terminal degree, that Ph.D. or Ed.D. 

because higher education at least at this time really values, puts a lot of value on a 

Ph.D. or that terminal degree and so that’s really important.  And so as you go 

through your career if you like teaching do some teaching.  If you love research 

and publications, do some research and publications. 

A notable pattern related to professional growth and advancement was the 

participants’ engagement in scholarly activities.  Despite their demanding roles, three of 

the participants also held faculty appointments.  They communicated that their roles as 
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faculty members opened doors and bridged the gap that commonly exists between student 

affairs and academic affairs.  They also stated that it increased their credibility across the 

academy and established them as contributors to the academic mission of the university.  

In addition to teaching, all of the participants were engaged in scholarly research and 

writing.  Collectively, this group of Latino/a SSAOs produced hundreds of articles and 

presentations.  They produced a long list of books and held many leadership positions 

within national professional associations and the local community. 

Chapter Summary 

 The themes that emerged as a result of analyzing the data were organized and 

presented in alignment with the research question it answered: Theme 1: Mi Carretera: 

My Journey to Student Affairs, Theme 2: El Primer@: Being the Only Latin@, Theme 3: 

Mi Gente: Psychological and Cognitive Responses, Theme 4: Who am “I”?: Yo Soy, and 

Theme 5: Echar Para Adelante! (Move Forward): Professional Growth and 

Advancement.  Mi Carretera: My Journey to Student Affairs highlights that the 

participants in this study were professionally flexible throughout their careers, with work 

experience in nine different states located in the Midwest, Northeast, Southern, and 

Western regions in the U.S.  El primer@: Being the only Latin@ represents the 

inconveniences and extra responsibilities that the participants’ described experiencing at 

in their careers.  Mi Gente: Psychological and Cognitive Responses describes the way in 

which the participants in this study have responded to racism and discrimination at public 

and/or private two- and four-year colleges and universities in a psychological and 

cognitive fashion.  There were a wide range of reactions to racism and discrimination 

presented as the participants in this study told their stories.  As outlined in the 
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Discrimination Response Matrix, four ways are identified that characterize how the 

Latino/a SSAOs have responded to various discriminatory acts.  Who Am “I”?: Yo Soy 

expresses a resounding understanding that all participants mentioned in this study about 

Latinas, or specifically, Latina SSAOs, in that they are often the only woman in the room 

of a high level executive leadership team filled with White men and that this presents a 

number complex challenges.  Echar Para Adelante! (Move Forward): Professional 

Growth and Advancement discusses the numerous ways in which the participants 

acquired the knowledge and skills to advance their careers and move their institutions 

forward. 

Each of these themes were discussed in great detail and supported with various 

quotations from the transcribed interviews.  These themes were developed as a result of 

using the constant comparative method and reflecting on the guiding research questions, 

interview questions, literature review, theoretical framework, code frequency table, 

memos, quotation reports, code families, and network maps.  Table 5 displayed the code 

map that was created to maintain complete transparency and outline the three iterations of 

analysis that led to the development of the five themes (Anfara et al., 2002).
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CHAPTER VI. DISCUSSION 

The purpose of this study was to examine the voices of Latino/a SSAOs in terms 

of described challenges in becoming an SSAO and how the intersection of race 

influences their lived experiences as SSAOs at selected public and private two- and four-

year colleges and universities in the U.S.  This line of inquiry also provided for an 

examination of the factors these Latino/a SSAOs perceived as most salient to their career 

development.  In addition, the focus of this research was to gain a greater understanding 

of how Latinos/as have experienced and responded to perception of racism, if any, and/or 

other forms of discrimination in higher education settings.  The line of inquiry was by 

guided by following five questions:  

1. How do Latino/a SSAOs describe their access to administrative and leadership 

experiences in two- and four-year institutions? 

2. How do Latino/a SSAOs describe their experiences with racism and/or 

discrimination at public and/or private two- and four-year colleges and 

universities? 

3. How do Latino/a SSAOs describe their responses to racism, if any, and/or 

discrimination at public and/or private two- and four-year colleges and 

universities? 

4. What are the gender differences/similarities, if any, in terms of how race has 

influenced the lived experiences of Latino/a SSAOs at public and/or private 

two- and four-year colleges and universities?
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5. What factors do Latino/a SSAOs perceive as most salient to their success at 

public and/or private two- and four-year colleges and universities? 

An extensive review of the literature was conducted that primarily focused on the 

development of and pathways toward the SSAO position.  This review was divided into 

two categories: (1) an historical description of the development of the SSAO position, 

and (2) the pathway to the SSAO position.  The current research describing Latino/a 

administrators’ experiences include the identification of factors that influence their 

appointment; socialization; and collections of scholarly works (Acevedo, 1979; Appleton 

et al., 1978; Bloland, 1997; Earwood-Smith et al., 1990; Esquibel, 1977; Evans & Kuh, 

1983; Gold et al., 1993; Gorena, 1994; Haro, l995; Kuh et al., 1983; Leon, 2003, 2005; 

Lunsford, 1984; Martinez, 2005; Ostroth et al., 1984; Paul & Hoover, 1980; Rickard, 

1985a, 1985b; Rudolph, 1990; Sandeen, 1991; Shay, 1984; Silva, 2003; Valverde, 2003).  

As a result of identifying the gaps in the extant literature, a question was raised in regard 

to how has race influenced the lived experiences of Latino/a SSAOs at public and/or 

private two-and four-year colleges and universities. 

Through the use of CRT as a theoretical framework (Ladson-Billings & Tate, 

1995), a particular focus of this line of inquiry was to investigate how this sample of 10 

Latinos/as experienced and responded to racism and discrimination.  In addition, Van 

Manen’s (1990) lifeworld existentials was used as a secondary lens to make meaning of 

their experiences. 

 A collective case study was used to investigate the lived experiences of 10 

Latino/a SSAOs who have been employed at various higher education institutions 

throughout their careers.  The primary data collection technique used for this research 
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study was in-depth interviews.  Considering the uniqueness of the sample and the small 

representation of Latinos/as in the field of higher education and student affairs, it was 

important to identify effective ways to gain access to potential participants and at the 

same time maintain their anonymity.  This researcher determined that gatekeepers existed 

in a variety of professional organizations and associations and that these gatekeepers 

were critical to the ability to identify and secure participants who would meet a 

predetermined set of criteria.  These gatekeepers were Latino/a faculty and administrators 

who regularly attended national conferences and presented their scholarly work. 

The most helpful organizations were NASPA and ACPA.  Equally, these two 

professional associations are committed and focused on improving the social, political, 

and leadership development of Latinos/as in higher education.  Specifically, NASPA’s 

(2010a) Institute for Aspiring SSAOs is geared toward mid-level managers who report 

directly to a senior student affairs or academic officer for their institution and aspire to 

become a SSAO.  ACPA (2011) has the SSAOs Symposiums that are a series of eight 

tailored sessions for current or aspiring deans, vice presidents and student affairs officers 

who are interested in trends facing higher education and want to gain strategies to 

advance in their career.  These professional associations also have support groups 

(NASPA Latino/a Knowledge Community and ACPA Latino Network) that also proved 

to be a valuable resource for gaining access to these participants. 

As the participants in this study reflected and told stories, they pulled from 

memories developed from 320 years of lived experience in nine different states located in 

the Midwest, Northeast, Southern, and Western regions of the U.S.  Five of the Latino/a 

SSAOs in this study had experience working in between three to four different states. 



 

 220 

The findings from this study contribute to the limited literature that qualitatively 

investigates the experiences of Latinos/as employed as SSAOs at public and/or private 

two- and four-year colleges and universities.  The information gleaned from this study 

gives voice to the lived experiences of the selected participants.  The experiential 

knowledge shared through the participants’ narratives and stories can assist Latinos/as 

and other people of color serving higher education institutions as they: (a) define their 

own experiences in these spaces, (b) make decisions about how to respond to racism and 

discrimination, and (c) develop strategies to navigate their careers in ways that will allow 

them to achieve their goals.  It should also be acknowledged that although this study was 

specific to Latino/a SSAOs, the findings can inform all professionals of color in all 

disciplines who are attempting to navigate experiences in higher education.  In addition, 

this information is useful to higher education professionals who have a genuine interest in 

gaining a better understanding of how Latinos/as conceptualize their experiences serving 

higher education institutions so that they can more effectively serve as advocates and 

agents of change in related settings. 

These gatekeepers, and related associations and organizations aided this research 

in not only finding potential participants, but also in securing their willful consent to 

participate.  The gatekeepers’ endorsement of the researcher’s character and 

trustworthiness also helped to build rapport with the participants. 

One of the assumptions that this researcher made going into this study was that 

face-to-face and/or SkypeTM interviews would increase willingness to fully participate 

and share personal stories.  Consequently, the researcher traveled to several cities 

throughout the U.S. and conducted in-depth interviews with several of the participants in 
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this study.  In two instances, this researcher used air travel to one of the professional 

association conference to conduct the interviews.  In other cases, the researcher traveled 

by car, lodged in hotels near the participant’s institution and conducted on campus 

interviews.  Due to scheduling conflicts, however, there were five participants with 

whom this researcher was unable to conduct face-to-face interviews.  The interviews 

went very smoothly, and the participants openly shared numerous personal stories related 

to the study topic. 

The primary method of data collected for purpose of this study was verbatim 

accounts of the interview session held with individual study participants (McMillan & 

Schumacher, 2006).  This researcher digitally recorded each interview using Recorder 10 

for iPhone4/IPad2.  Recording the interviews insured the completeness of the verbal 

interaction and provided material for reliability checks.  This researcher considered hiring 

a professional transcriptionist to transcribe the interviews verbatim, but decided against it 

because of the expense and lack of confidence in their ability to accurately translate 

Latino/a lingo.  Instead, this researcher purchased professional transcription equipment 

that included transcription software, a foot pedal, and noise canceling headphones.  The 

researcher spent over 20–30 hours transcribing the interviews for each participant.  The 

transcription process was tedious but it aided the researcher in understanding participant 

experiences early in the data analysis process.  Glesne (2006) contended that when data 

analysis is done simultaneously with data collection, it enables researchers to focus and 

shape the study as it proceeds.  As the researcher transcribed the data he wrote memos to 

himself to capture his thoughts, generated a list of potential codes, and began to make 

sense of what was being shared in the interviews (see Table 4). 
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Considering the unique sample and the risks associated with exposing racism and 

discrimination, maintaining the anonymity of the participants in this study was 

paramount.  The researcher used pseudonyms to identify any person mentioned in the 

interviews.  In addition, the researcher replaced or omitted the names of the universities 

that were named as the participants were reflecting on their experiences.  In some cases, 

specific stories could not be used because they were so unique that it would have 

jeopardized the researcher’s ability to maintain participants’ anonymity. 

Member checking provided the participants with the ability to provide the 

researcher with feedback and insured that the researcher was representing them 

accurately.  In one case, the participant asked that this researcher not report a particular 

story or have a discussion off the record because this person thought it would reveal their 

identity, or jeopardize their involvement.  In another case, one of the participants decided 

to withdrawal their continued involvement in this study.  In this case, the researcher 

sought and gained IRB permission to interview a new participant.  Ethical decisions 

related to confidentiality were made throughout the research and writing process to insure 

that the researcher caused no harm to the study participants as a result of their 

participation in the study. 

 ATLAS.ti served as the primary tool for analyzing the collected data.  ATLAS.ti 

is a powerful computer program used for analyzing qualitative data analysis.  It is 

especially helpful in research projects that have large volumes of text.  This program 

assisted the researcher in organizing and analyzing hundreds of pages of data 

accumulated over a one-year period (2013–2014).  This process included a case-by-case 

analysis of each of the 10 Latino/a SSAOs in this study.  Codes were generated and 



 

 223 

assigned to select quotations throughout the transcripts.  The codes were constantly 

compared, renamed, refined, eliminated, and added in ways that assisted the researcher in 

better describing the experiences of the study participants.  ATLAS.ti also has a memo 

feature that permitted the researcher to create memos as transcriptions were reviewed.  

Reflexive memos were made to protect against research bias and provided the researcher 

with the ability to express his personal reactions to what was being analyzed.  The 

researcher also created theoretical memos that included preliminary thoughts about 

patterns noticed across cases and decisions about expanding or reducing codes.  

ATLAS.ti was used to create code families and establish relationships between the codes.  

This process helped the researcher to further refine the codes and mine the data.  Each 

code family that the researcher created was in alignment with a particular research 

question. 

To assist the researcher in gaining a better understanding of how the participants 

were responding to the research questions, the researcher also generated four concept 

maps that graphically displayed each research question, the corresponding codes, and the 

associated quotations and memos.  Miles and Huberman (1994) contended that graphic 

representations can be used as important heuristic devices during the analytical process.  

This researcher went back and forth between the research questions, the codes, the 

memos, the empirical literature, the theoretical framework, and the transcribed text 

throughout the research process.  A constant comparative analysis assisted the researcher 

in establishing relationships between the data and to segregate it into broader categories 

and themes (Strauss & Corbin, 1990). 
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Discussion of the Findings 

Five themes emerged as a result of the data analysis process that provide insights 

into how these Latino/a SSAOs describe their experiences at selected public and/or 

private two-and four-year colleges and universities in the U.S.  The primary themes were 

generated as a result of the case study analysis, and they represent the collective voices of 

the Latino/a SSAOs in this study.  It should be noted that the themes presented do not 

reflect the experiences of each of the Latino/a SSAOs in this study—there is no 

monolithic Latino/a experience.  However, many Latinos/as share some of the same 

experiences as they attempt to gain access to and thrive in their careers, yet Latina 

SSAOs were reported have greater challenges than Latino SSAOs.  The five themes that 

emerged as a result of answering the five guiding research questions are sequentially 

presented in Table 10.  In this chapter, the researcher elaborates and discusses the themes 

that emerged.  The next section discusses practical implications.  This chapter concludes 

with a summary section and then a presentation of the limitations and opportunities for 

future research. 
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Table 8 

Presentation of Themes Organized by Research Questions 

Research Question Theme 

1. How do Latino/a SSAOs describe their access to 
administrative and leadership experiences in two- and 

four-year institutions? 

Theme 1: Mi Carretera: My 
Journey to Student Affairs 

2. How do Latino/a SSAOs describe their experiences 
with racism and/or discrimination at public and/or 

private two- and four-year colleges and universities? 

Theme 2: El Primer@: 
Being the Only Latin@ 

3. How do Latino/a SSAOs describe their responses to 
racism, if any, and/or discrimination at public and/or 
private two- and four-year colleges and universities? 

Theme 3: Mi Gente: 
Psychological and 

Cognitive Responses 

4. What are the gender differences/similarities, if any, in 
terms of how race has influenced the lived 

experiences of Latino/a SSAOs at public and/or 
private two- and four-year colleges and universities? 

Theme 4: Who am “I”?: 
Yo Soy 

5. What factors do Latino/a SSAOs perceive as most 
salient to their success at public and/or private two- 

and four-year colleges and universities? 

Theme 5: Echar Para 
Adelante! (Move Forward): 

Professional Growth and 
Advancement 

 
Theme 1: Mi carretera: My journey to student affairs.  One of the most 

consistent findings in this study was that the participants were flexible in their career 

paths.  All but two participants worked at numerous institutions over the course of their 

professional careers.  These institutions were located in every geographical location in 

the U.S.  As they talked about their experiences, they shared a variety of reasons for 

leaving the positions they previously held.  The primary reason they gave for leaving 

particular institutions was to pursue opportunities to advance their careers. 

The increased flexibility and wiliness to move for career advancement of these 

Latino/a SSAOs in this study is a very surprising finding given that Latinos/as tend to be 
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highly group-oriented.  A strong emphasis is placed on family as the major source of 

one’s identity and protection against the hardships of life, hence there is a tendency to 

stay close to the immediate family (Carteret, 2014).  For the most part, their decision to 

leave their previous employers is consistent with the existing research that found that the 

most commonly cited reason that student affairs professionals give for leaving positions 

is limited opportunity for advancement (Richmond & Sherman, 1991).  The participants 

in this study were a group of ambitious administrators who were not content in positions 

that they felt they outgrew, or they sought new opportunities through mentorship and 

advisement.  Some of the participants communicated that they entered administrative 

positions thinking about how these positions would help them to advance their careers.  

Others participants shared that they planned for their professional careers to end up in the 

role of SSAOs.  Again, these are a group of highly motivated professionals. 

In addition to their willingness to leave universities to advance their careers, this 

group of administrators were willing to relocate to other states to pursue opportunities.  

Five of the participants worked in three to four more states throughout their careers.  

Given the limited number of senior-level and chief student affairs positions, their 

flexibility and willingness to relocate seemingly increased their opportunities to find, 

compete, and secure SSAO positions. 

Theme 2: El primer@: Being the only Latin@.  Every participant in this study 

communicated that they experienced a number of unique burdens as a result of being a 

Latino/a professional at higher education institutions in the U.S.  Despite their defined 

job descriptions, the participants in this study described a host of extra roles and 

responsibilities that they had to fulfill due to being one of the only Latino/a 
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administrators or due to assumptions made by others about working with their ethnic 

community on their respective campuses.  As they shared their stories, they 

communicated that some of the burdens were frustrating while other burdens were 

embraced as their obligation to improve the experiences of other Latinos/as. 

For the participants in this study, this dynamic translated into them having to go 

above and beyond to compensate for the lack of education, or mis-education, as it relates 

to Latinos/as, and a host of other diversity issues.  The participants in this study 

communicated some unique examples that are sometimes common for people of color: 

(a) being perceived as the diversity expert on campus regardless of their competency, (b) 

feeling increased pressure to serve as the advisor to Latino/a students or student 

organizations, and (c) being increasingly called upon to explain, respond, or represent a 

circumstance that may be impacting Latinos/as.  In addition, the participants described 

situations in which they had to fill the role as educator to culturally incompetent staff, 

students, and at times, faculty. 

Although they still perceived it as a burden, there are some roles that the 

participants in this study accepted as their obligation and duty to other Latinos/as.  Two 

participants used the social change model to create systemic and institutional change 

towards equity and access in higher education.  As CRT was used as a race-based 

methodology, that not only works to expose racism and processes of racialization, but it 

also works to give voice to differing discourses that seek social change (Pillow, 2003).  

The participants talked about having to be the advocate for Latinos/as and other people of 

color in meetings.  Other participants talked about the added pressure they felt to succeed 

in their roles.  They felt like their failure would have negative consequences for other 
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Latinos/as who might attempt to gain access to positions in higher education.  However, 

in some of cases, the burden takes on a different meaning for each of them depending on 

their gender identity, and other identities.  It also added a burden and sense of loneliness 

and insecurity to be one of the only Latino/a SSAOs in the country. 

Theme 3: Mi gente: Psychological and cognitive responses.  I consider this 

theme to be one of most significant finding in this study.  As I analyzed the narratives of 

the participants across the 10 cases, I began to see patterns emerge related to how the 

participants responded to racism and discrimination at public and/or private two- and 

four-year colleges and universities in U.S.  I used a model called the Discrimination 

Response Matrix (DRM) developed by Hart (2009) to demonstrate these responses.  The 

matrix consists of four types of responses to racism and discrimination: (a) immediate 

and strategic, (b) delayed and strategic, (c) immediate and non-strategic, and (d) delayed 

and non-strategic.  It is important to make clear that the DRM is specific to their 

responses to various forms of racism and discrimination—including institutional, overt, 

covert, and subtle forms.  The DRM also captures the responses to discrimination of the 

two Latino/a SSAOs participants in this study who are gay and lesbian. 

The participants who responded to the first DRM sub-theme, immediate and 

strategic responses to racism, showed situations in which the Latino/a SSAOs in this 

study had engaged in forward thinking about situations that could possibly occur as they 

were navigating their higher education experiences.  In essence, the participants 

developed pre-constructive responses to particular racial micro-aggressions or overt 

discriminatory acts so they could respond immediately in a strategic fashion.  In many 

cases, these were clever responses that forced the perpetrator of the act to reflect on what 
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he or she said or did.  Most importantly, these immediate and strategic responses were 

carefully crafted and artfully delivered in a manner in that the Latino/a SSAOs 

maintained their composure and professionalism in the workplace.  Feagin and Sikes 

(1994) stated that taking decisive action often provides Latinos/as and other people of 

color with a sense of power and confidence.  When the participants responded 

immediately and strategically to incidents of racism and discrimination it provided them 

with the ability to be assertive and send people within their work environments very clear 

messages about their objection or discontent as it relates to such acts. 

The second type of response within the DRM includes delayed and strategic 

responses.  These are situations in which Latino/a SSAOs decided not to respond 

immediately to a discriminatory act.  One participant described a delayed and strategic 

response to racism experienced at meetings at his institution.  He communicated that he 

sometimes lets the conversation develop fully in an effort to learn and figure out later 

how he might use that information to navigate that environment. The important aspect of 

this response is that he intentionally delayed his response/reaction to the act with the 

intent to respond strategically later.  Another example of this involves another participant 

who described her approach and role as a moderate person.  Her efforts for equality for 

people of color and other disenfranchised individuals is to work within the university 

administrative system.  Her commitment is deeply rooted in her upbringing and 

experiences in her personal life and yet unwieldy with regard to her upward mobility as 

an SSAO.  Even today, her manner for creating change, many times, is not seen 

positively by her colleagues, yet she forges forward with advocacy for these communities 

in a moderate fashion.  Using official institutional processes, channels, or structures is a 
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response style that many Latino/a professionals have adopted in recent decades to address 

perceived injustices (Feagin & Sikes, 1994). 

The third type of response was an immediate and non-strategic response.  The 

participants in this study did not use this as a common response.  These types of 

responses can be characterized as emotional responses or aggressive reactions.  

According to Hart (2009) immediate and non-strategic responses to racism could include 

offensive language in professional meetings and even physically striking a perpetrator.  

Given that these administrators have ascended to the SSAO role at their institutions, it is 

not surprising that they don’t cite using these types of responses to racism and 

discrimination in their experiences.  However, a couple of the participants in this study 

mentioned situations earlier in their careers when they responded in such a fashion.  One 

participant explained that with maturity, he learned not to respond in ways that could 

bring about negative consequences regarding his career aspirations. 

The final quadrant in the Discrimination Response Matrix represents delayed and 

non-strategic responses.  This was the most passive type of response in the matrix.  These 

responses include situations in which some of the participants communicated ignoring 

racism or discrimination.  The lack of a response had no clear strategic intent.  One 

participant communicated that he did not really experience racism.  One would say that 

he has turned “a blind eye” to racism (Hart, 2009). 

Other participants described a racial micro-aggression that they didn’t respond to 

involving incidents with colleagues who were operating in a male dominated world a 

“good ole boy” network approach to their leadership.  In another situation, a participant 

never directly addressed incidents in which his credentials were being questioned by 
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colleagues and their disbelief that he had earned his degrees.  The incident left him 

frustrated and he began to question why the institution hired him. 

Although the participants in this study did not cite many examples that were in 

alignment with this particular response, the literature does support passive responses to 

racism and discrimination.  Feagin and Sikes (1994) found that people of color use a 

variety of coping mechanisms including what they categorized as defensive shields.  

They found that many African Americans repress their rage over maltreatment and that it 

may not be psychologically healthy for some.  The psychological costs of this repressed 

rage as a result of experiencing racism and discrimination include feelings of anger, 

resentment, humiliation, frustration, resignation, and depression.  As Pierce (1974) 

pointed out, when individuals are subject to recurrent indignities and experience 

environmental stressors as mundane events, it can have a negative impact on their 

psychological, emotional, and physiological health.  These physiological and 

psychological effects of racism, called racial battle fatigue, describe the physiological 

strain exacted on racially marginalized groups and the amount of energy lost dedicated to 

coping with racial microaggressions and racism (Smith, Allen, & Danley, 2007). 

Two participants in this study shared psychosomatic responses (flight-or-fight, 

frustration, deep anger, insecurity, irritability, mild depression, etc.) that they attributed 

as stress related, and unrelated to racism or discrimination.  However, the same two 

participants shared instances in which they experienced racism and discrimination.  After 

analyzing their narratives, the researcher questions if they have repressive coping styles. 

Theme 4: Who am “I”?: Yo soy.  A resounding understanding that all 

participants mentioned in this study about Latinas, or specifically, Latina SSAOs, is that 
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they are often the only woman in a room of high level executive leadership team 

members.  A majority of the time, Latina SSAOs are in a room filled with White men and 

face a complexity of challenges.  Three out of the five Latino men mentioned that they 

have never worked with a Latina or know very few Latina SSAOs. 

The Latina SSAOs mentioned that they have to juggle a multitude of 

responsibilities and identities.  This speaks to a concept by Segura (1990) called triple 

oppression, which explains the complex reality of women of color.  Race as a social 

construct, class as position in a stratification system based on production, and gender as a 

social identifier, form their reality.  The cumulative effect of the interplay of race, class, 

and gender places women of color in a subordinate social and economic position relative 

to men of color and to the majority of the White population (Segura, 1990).  Several of 

the Latino SSAO participants mentioned they believe it was much harder for Latinas to 

overcome a multitude challenges that are concerns for them.  They believe it is tougher 

for a Latina then for a Latino.  Segura argued that this reality, even though class is the 

baseline whereby political and social privileges are differentiated, cannot explain fully 

the variations in the status and power of different groups in the U.S., in particular racial 

and ethnic minorities.  This comprehensive notion of triple oppression proves to be 

crucial in examining the complex realities of women of color as members of a racialized 

group, a subordinate and disempowered class holding minority status. 
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Theme 5: Echar para adelante! (Move forward): Professional growth and 

advancement.  The final theme was related to the professional growth and advancement 

that these Latino/a SSAOs acquired during their careers in the field.  They were very 

intentional about building upon their talents and strengths, and broadening their 

professional portfolios.  As they responded to the questions related to factors salient to 

their success, they indicated that their talents, skills, and training enabled them to advance 

to the SSAO role.  All of the Latinos/as in this study had their terminal degrees, except 

for one participant; however, she emphasized the important of getting a terminal degree.  

They also participated in executive leadership training programs, they were active in 

professional organizations, they were engaged in scholarly research and writing, and they 

were mentored by professionals in the field.  Most importantly, they were all flexible to 

move for job opportunities to move up in the profession.  In addition, three of the 

participants also held faculty appointments.  They communicated that their roles as 

faculty members opened doors and bridged the gap that commonly exists between student 

affairs and academic affairs.  They also stated that it increased their credibility across the 

academy and established them as contributors to the academic mission of their university. 

Hart (2009), Rolle et al. (2000), and Silva (2003) found similar trends in their 

investigations of African American and Latino/a administrators at PWIs.  Esquibel (1993) 

also found similar trends in his investigation of 1,325 Chicano/a administrators; findings 

revealed that possessing a doctorate (as a terminal degree) was very important for upward 

mobility. 

These research findings further support the use of CRT as the basis of a 

conceptual framework that allowed me to offer insights into the lived experiences of 
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Latino/a SSAOs at selected public and private two- and four-year colleges and 

universities in the U.S.  Through the use of CRT and counterstorytelling it allowed for 

the story of those experiences that are not often told (i.e., those on the margins of society) 

as a tool for analyzing and challenging the stories of those in power and whose story is a 

natural part of the dominant discourse—the majoritarian story (Delgado, 1989).  One of 

the five themes of CRT is the centrality of race and racism and the intersectionality with 

other forms of subordination.  The CRT framework has allowed me to move beyond the 

intersection of race, class, and gender to a more complex intersection.  That is, Latino/a 

SSAOs lived between and within layers of subordination based on race, class, gender, 

language, immigration status, accent, and phenotype (Johnson, 1998) so that “these 

administrators do not ‘fit’ neatly into a single category of consciousness and/or forms of 

resistance” (Yosso, 2000, p. 162). 

Another theme of CRT is the centrality of experiential knowledge.  A CRT 

framework recognizes that oral histories and counterstorytelling are legitimate and 

appropriate methodologies to analyze the educational experiences of Latino/a SSAOs.  

This methodology can provide an essential tool for the survival and struggles for social 

justice in Communities of Color (Delgado, 1989).  It further acts as critical pedagogical 

technique because it places the lived experiences of Latino/a SSAOs at the center of the 

teaching and research enterprise.  Using oral histories and counterstorytelling, in turn, 

places Latino/a SSAOs at the center of analysis and demonstrates how they engage in 

internal and external forms of transformational resistance. 

A third theme of CRT is the challenge to dominant ideology.  CRT challenges the 

ideology of “race- and gender-neutral environments,” “traditional settings and 
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institutions,” “meritocratic tracking systems,” and other “color- and gender-blind 

educational policies” that Latino/a SSAOs and other people of color regularly encounter 

and often combat through internal and external transformational strategies.  Similar to the 

way that the Latino/a SSAOs in this study nurtured their own transformational resistance 

of their experiences as educators, mentors, teachers, administrators, and community 

workers, they must also cultivate their students’ transformational resistance strategies to 

challenge anti-affirmative action, anti-bilingual education, anti-immigrant, and 

heterosexist legislation and policies on their own terms and conditions. 

A fourth theme that bell hooks (1990) argued is that people of color are often in 

the margin and that we know more about the margin as a site of deprivation or 

domination and less as a site of resistance and empowerment.  She stated: “I am located 

in the margin.  I make a definite distinction between the marginality which is imposed by 

oppressive structures and that marginality one chooses as site of resistance—as location 

of radical openness and possibility” (hooks, 1990, p. 153).  Through a CRT framework, 

we, the participants and the researcher, have demonstrated that the Latino/a SSAOs 

represented in the study have shown by their examples of transformational resistance that 

they chose the margin as a site of resistance and empowerment through their work in the 

field of higher education and student affairs and in their lived experiences. 

Finally, CRT is also informed by a thematic concept that Derrick Bell (1980) 

refers to as interest-convergence.  This concept argues that White elites will tolerate or 

encourage racial advances for Blacks and other people of color only when it 

simultaneously promotes White self-interest.  The theory also maintains that the White 

majority will not support civil rights policies and social justice initiatives that threaten 
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White social status, yet these Latino/a SSAOs have defied the odds and these types of 

White majority barriers to forge forward in their professional aspirations and endeavors 

to offer advice and words of wisdom.  Their reflections and practical implications are 

clear examples of interest-convergence creating social change through their personal and 

societal interactions in higher education. 

Practical Implications 

The findings of this study have many implications that could provide guidance to 

Latinos/as who aspire to be SSAOs: assist SSAOs, student affairs directors and student 

affairs divisions, and graduate higher education leadership preparation programs, faculty 

and Latino/a students.  As it relates to racism and discrimination, the researcher believes 

that the experiences of the participants in this study shed light on how some Latino/a 

administrators experience racism and discrimination at public and/or private two- and 

four-year colleges and universities.  In addition, the Discrimination Response Matrix that 

was produced as a result of this study is a useful tool in conceptualizing how Latino/a 

SSAOs responded to their lived experiences as related to racism and discrimination in 

these settings.  Finally, the experiences and stories that the participants in this study share 

can be used to inform practices in the field of student affairs and in student affairs and 

higher education leadership preparation programs. 

In the next section, the researcher reflects on implications for the following: (a) 

Latinos/as who are aspiring SSAOs in higher education; (b) student affairs divisions at 

public and/or private two- and four-year colleges and universities; and (c) graduate higher 

education and student affairs leadership preparation programs.  Drawing on the themes 

that emerged during this study, each of these implications is discussed in detail below. 
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Implications for Latinos/as who are aspiring SSAOs.  The participants in this 

study are an aspiring and very talented group of Latinos/as who effectively navigated the 

higher education administrative workforce and secured chief student affairs positions.  

These 10 participants reflected on 320 years of work experience and lived experience in 

nine different states located in the Midwest, Northeast, Southern, and Western regions of 

the U.S.  Their experiential knowledge and words of wisdom are not to serve as a series 

of stages or a step-by-step manual on how to become a SSAO, but to serve as framework 

in which Latinos/as and other underrepresented groups can use to inform their career 

decisions.  Although the suggestions that follow were generated specifically for 

Latinos/as in student affairs, it is acknowledged that many of these suggestions can also 

be used across disciplines and by other people of color. 

Latinos/as who are aspiring SSAOs must be willing to flexible, relocate, and stand 

ready to seize opportunities to advance their careers as those opportunities present 

themselves.  All of the participants spoke directly to this recommendation and stated that 

Latinos/as must broaden their frame of reference and scope so they can avoid limiting 

their career options based on a location that is familiar or comfortable to them.  The 

participants in this study had work experience in nine different states located in the 

Midwest, Northeast, Southern, and Western regions of the U.S.  Five of the Latino/a 

SSAOs in this study had experience working in three to four states.  This finding suggests 

that aspiring SSAOs must be willing to relocate to cities that may be unfamiliar to them, 

or cities where they may have no formal support networks (i.e., strong Latino/a 

population, family, or friends). 
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Although the participants in this study communicated that Latinos/as should 

remain open to relocating, they emphasized the importance of choosing jobs wisely.  The 

position being pursued should be assessed, and it should be determined how it is going to 

expand one’s professional portfolio and growth in the field of higher education.  Upon 

accepting the position, it should be clear how a particular position is going to aid one in 

getting to the next position and possibly the position after that.  Aspiring SSAOs should 

also consider accepting leadership challenges and filling roles at institutions that may be 

facing difficult or specific problems.  Being successful in such positions could establish 

the Latino/a as an exemplary leader who can impact change.  On the other hand, they also 

caution that Latinos/as who are ill equipped or prepared to take on such a complex role 

eventually find themselves existing the institution as quickly as they came in. 

As Latino/a navigate their careers, it also is important for them to create 

professional development plans that increase their personal capital and make them more 

marketable as they are pursuing advancement opportunities.  Below, this researcher has 

outlined several recommendations that Latinos/as in Student Affairs or Higher Education 

Leadership preparation graduate programs should consider as they are developing their 

professional development plan. 

Conduct a personal assessment.  One of the most important aspects of 

developing a professional development plan is to engage in a critical self-evaluation 

process.  It is vital for people to know their strengths as well as their weaknesses.  There 

are number of self-evaluation tools; however, the study participants referenced two 

assessments that were critical to their professional development plan: Leadership 

Challenge (Kouzes & Posner, 2014) and Strengthens Based Leadership (Rath & Conchie, 
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2008).  It was mentioned that Latinos/as should work to gain a clear understanding of 

what they know and what they need to know to advance professionally.  Conducting such 

an assessment can assist in the development of a professional development plan that 

incorporates structures and supports that will enhance one’s learning and development.  It 

is important to acknowledge that everyone has room for growth, and professional 

development should be considered a life-long journey. 

Secure your terminal degree.  In order to advance to the chief student affairs 

position in higher education, Latinos/as must secure their terminal degree.  There was a 

time in which people could secure SSAO positions without their terminal degrees, but 

that time has come to an end.  As Latinos/as are considering positions early in their 

career, they should carefully consider universities that offer benefit packages that provide 

opportunities for them to enroll into doctoral programs.  In many cases, the employer will 

cover all or a significant portion of the tuition.  These are perfect opportunities for 

Latinos/as to invest in their future. 

Get engaged in professional associations.  NASPA and ACPA are two of the 

most popular conferences that student affairs professionals attend.  There are a wide 

variety of topics that are covered within the conference presentations and workshops that 

can help one to increase one’s knowledge about the field.  In addition to NASPA and 

ACPA, there are a long list of other professional associations and conferences that 

aspiring SSAOs should consider attending.  Along these lines, in addition to attending 

conferences that are specific to student affairs, this researcher encourages aspiring 

Latino/a SSAOs to also attend professional conferences that are not specific to student 

affairs.  For instance, the Association for the Study of Higher Education (ASHE) and the 
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American Educational Research Association (AERA) coordinate annual conferences in 

which a variety of higher education professionals attend.  These conferences provides an 

avenue in which people can learn about the latest research being conducted by scholars 

from all over the world.  In many cases, student affairs professionals can choose to attend 

workshops that are specific to their areas of interest. 

In addition to attending these conferences, aspiring SSAOs should seek 

opportunities to present and hold leadership positions.  Getting engaged at this level 

could establish Latinos/as as practitioner-scholars who are dedicated contributors to the 

field.  Such opportunities also allow Latinos/as to market themselves on a national, 

regional, or statewide stage and expand their professional network. 

Conduct research and publish.  Getting engaged in scholarly research and 

publishing in refereed journals also represents an excellent way to distinguish oneself 

from other student affairs professionals in the field.  Four of the SSAOs in this study had 

a long list of publications, and they communicated how it assisted them in branding 

themselves professionally and increasing their credibility on campus and among 

academics.  It also went a long way in dispelling widely held misbeliefs that characterize 

Latinos/as as poor and only good with their hands. 

Seek opportunities to teach.  Teaching a credit-bearing course is another way to 

clearly demonstrate how one contributes to the academic mission of the institution.  It 

establishes one’s credibility and expands one’s professional portfolio.  In addition, it 

positions Latinos/as in student affairs administration in a way that allows them to bridge 

the gaps between student affairs and academic affairs.  In the event that teaching 

opportunities are unavailable at the institution in which they are employed, this 
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researcher recommend that Latinos/as seek opportunities to teach at nearby universities 

and/or community colleges.  The key is to expand on one’s professional portfolio and 

competencies. 

Secure professional mentors.  Latinos/as who are aspiring SSAOs should find 

informal and formal mentors who have a genuine interest in their development.  These 

mentors should not be limited to Latinos/as.  It is critical to have someone who can 

provide guidance and input as it relates to navigating the many issues that Latinos/as are 

confronted with during their careers.  Having more than one mentor has its benefits.  For 

instance Latinos/as may want to have someone on campus that is familiar with that 

political environment.  These mentors can also identify and/or provide valuable 

opportunities for their protégés to develop and build upon their competencies.  On the 

other hand, it is useful to have a mentor who is not employed at the same institution.  

Alternatively, one can also have a team of core mentors who come from a variety of 

experiences in student affairs.  These mentors can be useful in providing an outside 

perspective on a particular issue.  Having a broad network of mentors can also help 

Latinos/as in the field keep abreast of important issues and dynamics that are relevant at 

different types of institutions.  These mentors may also provide opportunities for their 

protégés to get involved with important regional or national initiatives. 

Implications for student affairs divisions.  The findings of this study also have 

implications for decision-makers within the student affairs divisions.  The 

recommendations within this section can assist in improving the experiences of 

Latinos/as in student affairs divisions.  These suggestions could also improve the 
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representation and retention of Latino/a student affairs professionals within higher 

education institutions. 

In this study, some of the participants communicated experiencing a wide range 

of racial micro-aggressions.  This was the most common form of racism experienced at 

their institution.  This finding could be useful to senior-level administrators within 

student affairs divisions who are responsible for training and shaping the work climate at 

institutions of higher education.  Training staff in the area of multicultural competence 

can assist professionals within the field to develop the multicultural awareness, 

knowledge, and skills necessary to work effectively with Latinos/as and other people of 

color.  Training of this nature can work to reduce the occurrences in which insulting 

remarks or gestures are unconsciously made by uninformed others.  In cases in which 

there are no professionals available on campus to provide such training, outside 

workshop facilitators should be brought in to assist with the ongoing development in this 

area.  It is important to mention that efforts to increase the multicultural competence of 

student affairs staff should be regular and ongoing. 

In addition to training, it is important for people to be held accountable for 

conscious and unconscious acts of discrimination.  Colleagues and leaders within student 

affairs divisions should not sit back and let other colleagues discriminate Latino/a and 

other people of color.  A culture needs to be established whereby perpetrators are held 

accountable by their supervisors and colleagues.  A hostile work environment is created 

for Latinos/as when their colleagues witness discriminatory acts without responding.  

Many times their silence communicates that they condone discriminatory comments or 

acts. 
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One of the major findings of this study also focused on racial discrimination 

during the hiring process for some Latino/a SSAOs.  Higher education institutions have 

an obligation to ensure that the professionals that they appoint to search committees are 

selected carefully and are properly trained.  It would seem that if higher education 

institution are serious about increasing the racial and ethnic diversity of their staff, they 

would ensure that search committees value diversity as well.  It is this researcher’s 

suggestion to higher education institutions that they consider each committee member’s 

demonstrated commitment to diversity.  For instance, do they serve on diversity-related 

committees?  Do they outreach to diverse populations on campus?  What are their 

interactions like with Latinos/as, Asian Americans, African Americans and other people 

of color?  Do they have Latinos/as, Native American, African Americans or other people 

of color in their respective unit?  Have they ever hired Latino/a, Asian American, Native 

American, African American, or other persons of color?  These questions are important 

because they provide insight into a potential committee member’s commitment to 

increasing racial and ethnic diversity.  If the answers to all of these questions is “no” for 

every member on the search committee, then higher education institutions cannot 

reasonably contend that they are serious about increasing the racial and ethnic diversity 

of their staff. 

Student affairs divisions can also improve the experiences of Latinos/as in their 

division by linking them with other Latino/a professionals at the institutions.  This is not 

to suggest that all Latinos/as on campus are going to be interested in developing 

relationships with other Latinos/as, but it does not hurt to strategically make some 

introductions.  As Latinos/as begin employment at a higher education institution, leaders 
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within student affairs divisions could introduce them to a wide range of professionals on 

campus—being sure to include key Latinos/as.  This strategy can assist Latinos/as in 

building relationships with Latinos/as who are not within the division of student affairs. 

Implications for higher education and student affairs graduate programs.  

Findings within this study also have a few implications for student affairs graduate 

programs.  It should be pointed out in this study that Latinos/as are presently holding 

SSAOs roles in small numbers.  According to NASPA (2010b) membership records, 

there are currently 24 Latino/a SSAOs in the country (See Table 1).  The obvious 

implication is that Student Affairs as well as Higher Education Leadership graduate 

preparation programs need to develop strategic and intentional plans to attract more 

Latinos/as into and graduate from their programs.  Perhaps student affairs programs can 

target Latino/a student organizations on campus and offices of multicultural affairs.  They 

could develop mentoring programs and other special initiatives in an effort to increase 

Latinos/as’ affinity for the field. 

Once Latinos/as are enrolled in such graduate programs, it is important for them 

to be linked with seasoned professionals who can provide them with some guidance 

about the field and what to expect as a student affairs professional in higher education.  

Graduate students can begin to think about developing professional development plans in 

alignment with their career aspirations.  They can be schooled on how to increase their 

personal capital and how to assess potential job opportunities.  These are intangibles that 

are often overlooked in student affairs graduate programs. 

As they are preparing Latinos/as to enter the field of student affairs, graduate 

program curricula needs to address issues of racism and how Latinos/as and other 
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underrepresented groups can respond to such situations when they occur perhaps using 

the Discrimination Response Matrix as a guide.  Professors within these graduate 

programs can present case studies that reflect on hypothetical racist acts and how one 

might respond.  It would also be beneficial for young Latinos/as to understand the 

different types of responses to discrimination and the potential ramifications of their 

response.  For example, the participants in this study communicated that when they were 

younger, they were more prone to responding to racism and discrimination in an 

immediate and non-strategic fashion.  Latinos/as who aspire to be SSAOs must 

understand that such responses could have negative influences on their careers.  Efforts 

can be made, however, to guide young Latinos/as to respond strategically to racism and 

discrimination—whether it is an immediate or delayed response. 

Finally, Latinos/as should be made aware of the potential consequences on their 

own health of responding to racism and discrimination in a delayed and non-strategic 

fashion.  Although this study does not conclude that responding in this fashion is linked 

to particular physiological conditions, it is hypothesized that there could be a correlation.  

The important point that should be made is that Latinos/as need to find healthy ways to 

respond to racism and discrimination. 

Recommendations for Future Research 

This qualitative study was limited to 10 Latino/a SSAOs at selected public and 

private two- and four-year colleges and universities in the U.S.  It would be interesting to 

replicate this study and include only Latinos/as who are SSAOs at two-year institutions, 

or conducting a study that includes only SSAOs from flagship, four-year institutions.  In 

addition, it would also be interesting to replicate this study and include Latinos/as who 
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are open or “still in the closet” with regard to their sexual orientation and pursing their 

terminal degree or advancing within the field of higher education or student affairs. 

In the current study, face-to-face or SkypeTM interviews were the preferred 

method of conducting interviews.  Future studies could place less emphasis on face-to-

face interviews.  Conducting telephone interviews would lessen the economic burden of 

traveling to the various states to conduct face-to-face interviews and increase of study 

participants to conduct multiple interviews with a much larger sample thereby increasing 

the number of interviews conducted with each participant and broadening the sample size 

to include a variety of higher education professionals. 

 Future research could also expand the selection criteria to include all Latinos/as at 

public and private two- and four-year colleges and universities in the U.S.—including 

administrators and faculty.  This type of study might require a more quantitative 

methodology.  It would also be interesting to analyze the similarities and differences 

between Latinos/as and other underrepresented populations that exist across the various 

disciplines. 

In addition, a study could be conducted that focuses primarily on how Latinos/as 

at PWIs describe their responses to racism and other forms of discrimination, building on 

the Discrimination Response Matrix developed by Hart (2009).  The study could expand 

upon this matrix and focus on the internal responses to racism and discrimination, 

investigating the following research question: What is the influence of racism on the 

physical and mental health of Latino/a SSAOs employed at selected public and private 

two- and four-year colleges and universities in the U.S.? 
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Yet another future related research study could focus on existing SSAOs who 

identify as Latino/a and who aspire to become a college or university president.  What 

does that experiences mean, and how does the SSAO role prepare a Latino/a for that next 

level of higher education, that is, the chief executive officer’s role? 

Finally, a future study should be conducted to exam the experiences of those 

individuals who aspired to become SSAOs, yet did not reach their professional and 

personal goals.  This study could use a mixed method research to learn why they did not 

pursue their goals any further.  This could be accomplished by conducting in-depth 

interviews with aspiring Latino/a SSAOs.  Findings from such a study using in-depth 

interviews could then be used to develop an online survey that quantitatively assesses the 

lived experiences of Latino/a individuals who also participated in aspiring 

institutes/seminars of their professional associations with the goal of becoming SSAOs 

within a selected timeline and who did not reach their goal.  The same survey could also 

be administered online to a large sample of African Americans SSAOs who are employed 

across the U.S. as a comparison. 

Chapter Summary 

This qualitative study investigated the lived experiences of Latino/a SSAOs at 

selected public and private two- and four-year colleges and universities in the U.S.  The 

main research question was: How has race influenced the lived experiences of Latino/a 

SSAOs at public and/or private two-and four-year colleges and universities?  A particular 

focus of this study was to understand how these Latinos/as experience and respond to 

racism, if any, at selected public and private two- and four-year colleges and universities 

in the U.S.  This line of inquiry also examined factors that these Latino/a SSAOs 
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perceived as most salient to their success.  It was the intent of this researcher to give 

voice to the experiences of this unique group of Latino/a SSAOs.  In pursuing this line of 

inquiry five guiding research questions were developed: 

1. How do Latino/a SSAOs describe their access to administrative and leadership 

experiences in two- and four-year institutions? 

2. How do Latino/a SSAOs describe their experiences with racism and/or 

discrimination at public and/or private two- and four-year colleges and 

universities? 

3. How do Latino/a SSAOs describe their responses to racism, if any, and/or 

discrimination at public and/or private two- and four-year colleges and 

universities? 

4. What are the gender differences/similarities, if any, in terms of how race has 

influenced the lived experiences of Latino/a SSAOs at public and/or private two- 

and four-year colleges and universities? 

5. What factors do Latino/a SSAOs perceive as most salient to their success at 

public and/or private two- and four-year colleges and universities? 

This study used CRT as the conceptual framework.  The researcher used a 

collective case study design to investigate the lived experiences of Latino/a SSAOs at 

selected public and/or private two- and four-year colleges and universities in the U.S.  

The study design also included a purposeful sampling technique, including criterion 

sampling, maximum variation sampling and snowball sampling technique in order to 

meet the set of predetermined criteria for selecting a total of 10 different SSAOs (five 

from community colleges and five from university settings), providing information-rich 
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cases for in-depth study.  Maximum variation sampling was used to secure participants 

from various geographic locations and institution types.  Upon gaining access to this 

unique group of administrators, in-depth interviews following a semi-structured interview 

protocol were conducted with 10 Latino/a SSAOs who were employed at selected public 

and/or private two- and four-year colleges and universities.  Personal documents and 

archival records were also reviewed to gain a better understanding of the participants’ 

background, interests, and experiences.  The participants in this study reflected on the 

experiences they accumulated over the course of their careers.  Collectively, the 

participants had 320 years of experience working at public and/or private two- and four-

year colleges and universities in the U.S.  They pulled from memories of lived experience 

in nine different states located in the Midwest, Northeast, Southern, and Western regions 

of the U.S. 

 The narratives of these participants were digitally recorded and transcribed 

verbatim.  The transcriptions were coded using ATLAS.ti.  Once coding was achieved in 

ATLAS.ti, the data was interrogated and systematically explored to generate meaning 

(Coffey & Atkinson, 1996).  This research used an interrelated three-phase process 

consisting of data display, data reduction, and conclusion drawing verification (Keeves, 

1998).  Subsequently, five themes evolved that answered the five guiding research 

questions.  The narratives and themes give voice to the experiences of the Latino/a 

SSAOs in this study. 

 The first research question was: How do Latino/a SSAOs describe their access to 

administrative and leadership experiences in two- and four-year institutions?  This 

question was answered by the following theme: Theme 1: Mi Carretera: My Journey to 
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Student Affairs.  The second research question was: How do Latino/a SSAOs describe 

their experiences with racism and/or discrimination at public and/or private two- and 

four-year colleges and universities? This question was answered by the following theme: 

Theme 2: El Primer@: Being the Only Latin@.  The third research question was: How do 

Latino/a SSAOs describe their responses to racism, if any, and/or discrimination at public 

and/or private two- and four-year colleges and universities?  This question was answered 

by the following theme: Theme 3: Mi Gente: Psychological and Cognitive Responses.  

The fourth research question was: What are the gender differences/similarities, if any, in 

terms of how race has influenced the lived experiences of Latino/a SSAOs at public 

and/or private two- and four-year colleges and universities?  This question was answered 

by the following theme: Theme 4: Who am “I”?: Yo Soy.  The fifth research question 

was: What factors do Latino/a SSAOs perceive as most salient to their success at public 

and/or private two- and four-year colleges and universities?  This question was answered 

by the following theme: Theme 5: Echar Para Adelante! (Move Forward): Professional 

Growth and Advancement. 
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Appendix B. Informed Consent Form 
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M~~O!Y (!..UlM) PloMa Al!utic U~:•~ry aDd Douoratt $tudQt. 'rtb-. TNl')' C. M.,., ~D. ~•. DtFartw.et of 
fL.'-M tt FJ.«'".& .~·UC:O."W".itf. 
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Appendix C. Document Summary List 

Name of Document Rationale for Selection 

Curriculum Vitae or Resume To obtain academic, professional and 
personal background and experience in 

the field of Student Affairs. 

Online journals for written publications To identify research interests. 

Website databases of previous employers 
or colleges and universities (including 

campus and local newspapers) for annual 
reports, awards, meeting minutes, 
organizational/reporting structure, 

department information, staff photos, 
racial demographics of their department, 

and critical incidents 

To examine professional affiliations, 
prior experiences, and research interests. 

Professional associations (including major 
national organizations). 

To further examine professional 
affiliations. 
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Appendix D. Document Summary Form 

# Document Name Date Collected 

      

     
Significance: 

  

  

     
Brief Summary of Content: 

  

  

     
What Question Does This Document Address: 
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Appendix E. Interview Protocol Guide 

Name of Interviewer:   

Name of Interviewee and Position:   
Preferred 
Pseudonym  
Gender:  
Ethnicity/Race:  
Place:   

Date:   Starting Time:   Ending Time:    

  
 

    Introduction:  

    Thank you for agreeing to participate in this interview. As I mentioned to you earlier, I 
am currently a doctoral candidate at Florida Atlantic University conducting as a partial 
fulfillment of the requirement for the degree of Doctor of Philosophy in Higher 
Education Leadership program. The purpose of this study is to examine the challenges in 
becoming a Senior Student Affairs Officer (SSAO) and how the intersection of race 
influences the lived experiences of Latino and Latina SSAOs at selected public and 
private two- and four-year colleges and universities in the United States.   
 
It is important for you to know that all of the information that will be discussed in this 
interview will be kept confidential.  I expect the interview should last no longer than 60 – 
90 minutes; therefore, the researcher should be done around (say time 60 – 90 minutes 
from now). Do I have permission to audio tape the interview? Do you have any questions 
before we begin? 
 

  
 

    Interview Questions:  

    

1 

 
How would you describe your journey to the Senior Student Affairs 
position? 
 

2 

 
Take a moment to reflect on your career at public or private college 
and/or university. Can you describe, in detail, your experiences that 
stand out the most for you? 

3 Can share your personal background (i.e., culture, education, and story)? 
How would you describe your ethnicity and race?  Any other identities? 
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4 

 
What has it been like for you as a Latino and Latina navigating your 
career in student affairs? 
 
 

5 

 
At any time in your career, have you experienced overt racism? If so, 
please share the situation(s) in detail. 
 

6 

 
At any time in your career, have you experienced covert racism? If so, 
please share the situation(s) in detail. 
 

7 

 
Can you describe if your experience was or was not influence by the 
type of institution including setting between public/private 
university/college, or urban/rural community? 
 

8 

 
What are the gender differences/similarities, if any, in terms of how race 
has influenced the lived experiences of Latino/a SSAOs at public and/or 
private two- and four-year colleges and universities? 
 

9 

 
What strategies have you employed to assist you with the successful 
navigation of this field and your current position? What are some of the 
challenges you continue to struggle with? 
 

10 

 
What personal qualities or characteristics do you believe are critical for 
Latinos and Latinas to advance to the Senior Student Affairs position? 
 

11 

 
What recommendations would you give to young Latinos and Latinas 
who aspire to be SSAOs?  
 

12 
 
What pitfalls would you advise them to avoid? 
 

13 

 
What institutional policies and/or practices do you feel would benefit 
Latinos and Latinas in the field of student affairs? 
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Closing 
Question 

 
Is there anything that you would like to add that I may or may not have 
asked? 
 

 
 
Closing: 

 

    You have provided me with some great information. I really appreciate your contribution 
to this study. Again, please note that your identity will be protected and the information 
you provided will be kept confidential. I will have this all transcribed and will provide 
you with a copy to review and comment on in timely manner.  Would you prefer a digital 
copy or a hard copy of the transcript? Should I have any additional follow-up questions, 
after I listen through and transcribe these proceedings, would you mind if I contacted you 
again? If you have any additional information you would like to share, please don’t 
hesitate to contact me. Thank you so much for your time and your contribution to this 
study. 
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Appendix F. Permission to Adapt Interview Protocol Guide (R. Hart) 

-----Original Message----- 
From: Rahmon Hart [mailto:rahmon.hart@gmail.com]  
Sent: Tuesday, April 12, 2011 3:36 PM 
To: Terry Mena 
Cc: hartr1214@duq.edu 
Subject: Re: Permission to Use Interview Protocol Guide 
 
Terry, 
 
You have my permission to use the protocol.  Please send me a copy 
of your work as it develops.  It sounds interesting.  Not sure how you 
intend to conduct your interviews, but I am open to sharing with you 
some things that I would have done differently.  Feel free to give me 
a call next week (the rest of this week is insane).  Good luck with 
your journey! 
 
Best, 
 
Rahmon 
 
-- 
Rahmon S. Hart, Ed.D. 
Director, Office of Multicultural Affairs 
105 Duquesne Union 
Duquesne University 
600 Forbes Avenue 
Pittsburgh, PA 15282 
 
412-396-1117 (office) 
412-396-4800 (fax) 
 
"Listen a hundred times: ponder a thousand times; speak once." --Turkish proverb 
 
 
On Tue, Apr 12, 2011 at 1:48 PM, Terry Mena <TMENA@fau.edu> wrote: 
 
Dear Dr. Hart, 
 
I am writing to inquire as to how I would go about obtaining permission to use the Interview Protocol 
Guide designed by you in 2009. I am currently a doctoral student at Florida Atlantic University in 
Boca Raton, Florida. I am in the process of developing the research proposal for my dissertation. The 
title of my proposed study is A Few of Us (Algunos de Nosotros): A Critical Investigation of the 
Intersection of Race on the Live Experiences of Latino and Latina (Latino/a) Senior Student Affairs 
Officer at Selected Public or Private Two- and Four-Year Colleges and Universities. 
 
Similar to your study on African-American SSAOs, I am examining how the intersection of race 
influences the lived experiences of Latino/a SSAOs at selected public or private two- and four-year 
colleges and universities in the United States. I am also using Critical Race Theory as my 
conceptual/theoretical framework for my study. As you already know there are not many Latino and 
Latina SSAOs in Higher Education. I hope that through data collected using an adapted version of 
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your interview protocol guide; I hope to capture the voices and experiences of Latino and 
Latina SSAOs whose stories have not been told in the Higher Education and Student Affairs literature. 
 
Please let me know if you will grant my request, and if so, under which conditions I might be able to 
use your interview guide.  I would be happy to discuss my study with you in further detail if you 
would like. Thank you in advance for your consideration and I look forward to hearing from you. 
 
Sincerely, 
 
Terry C. Mena 
 
Doctoral Candidate 
Associate Dean of Students 
Florida Atlantic University 
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Appendix G. Codes Frequency Report 

Codes P1 P2 P3 P4 P5 P6 P7 P8 P9 P10 TOTALS: 

Academic 
Experiences 

5 0 0 0 0 0 0 0 0 0 5 

Access to Admin./ 
Leadership exp. 

1 0 0 0 0 0 0 0 0 0 1 

Activism 0 0 0 0 2 0 0 0 0 0 2 

Affirmation 1 0 0 0 0 0 0 0 0 0 1 

Affirmative Action 0 0 0 0 1 0 0 1 1 0 3 

Aspiring SSAOs 8 0 0 0 0 0 0 0 2 0 10 

Assoc./ Assistant 
Vice President 

3 0 0 0 0 0 0 0 0 0 3 

Authentic self 0 0 0 0 0 0 1 0 0 0 1 

Bachelor's 1 0 0 0 0 0 0 0 0 0 1 

Background 1 2 2 3 7 2 0 0 0 0 17 

Being open with 
my sexuality 

1 0 0 0 0 0 0 0 0 0 1 

Benefit Latinos 3 0 0 0 0 0 0 0 0 0 3 

Best Strategies 1 0 0 0 0 0 0 0 0 0 1 

Career 
Advancement 

8 0 0 0 0 0 0 0 0 0 8 

Career Path 9 1 0 1 0 0 0 1 6 0 18 

Career trajectory 
in Stu. Affairs 

1 1 0 0 1 0 0 0 0 0 3 

Challenges 10 0 1 4 1 2 1 6 3 2 30 

Change Agent 0 4 0 0 1 0 0 0 2 0 7 

Chicano 0 1 0 0 1 0 0 2 0 0 4 
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Coalition 0 0 0 0 0 0 0 0 0 0 0 

Code-switching 2 0 0 0 0 0 0 0 0 0 2 

Collaborations and 
Cooperation 

4 2 0 1 0 0 0 0 0 0 7 

Colleague support 5 0 0 2 0 0 0 0 0 0 7 

Community 
college 

9 0 0 0 3 0 3 0 0 0 15 

Community 
Service 

0 0 0 0 0 0 0 0 0 0 0 

Community 
Support 

6 0 0 0 0 0 2 1 0 0 9 

Competencies 3 0 0 0 0 0 0 0 0 1 4 

Counselor 1 0 0 0 0 0 0 0 0 0 1 

Covert Racism 3 3 3 1 5 3 1 6 2 2 29 

Cuban American 6 0 0 0 0 0 0 0 0 0 6 

Cultural 
Assimilation 

2 0 1 0 0 0 0 0 0 0 3 

Cultural 
background 

2 0 0 0 0 0 0 0 0 0 2 

Cultural identity 3 0 0 0 0 1 0 0 0 1 5 

Cultural 
immersion 

3 0 1 1 0 0 0 0 0 1 6 

Culture Shock 1 0 0 0 0 0 0 0 0 0 1 

Data Driven in 
Decision Making 

1 0 0 0 0 0 0 0 0 0 1 

Deal with the 
bureaucracy 

5 0 0 0 0 0 0 0 0 0 5 

Dean of Students 4 0 0 1 1 0 1 0 0 0 7 
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Directorship 1 0 0 0 0 0 1 0 0 0 2 

Discrimination 0 0 2 0 0 0 0 0 0 0 2 

Diverse 
experiences 

1 1 0 0 0 0 0 0 0 0 2 

Doctorate degree 4 2 0 0 3 0 0 2 1 0 12 

Doing community 
work 

1 0 0 0 0 0 0 0 0 0 1 

Dominican 0 0 0 0 0 0 0 0 0 1 1 

Double standards 1 0 0 0 0 0 0 0 0 0 1 

Educational Equity 4 2 0 0 0 0 0 0 0 0 6 

Educational 
Experience 

1 1 0 0 0 0 0 0 0 0 2 

Ethnicity 1 0 0 1 0 0 1 0 0 0 3 

Exper. with 
Racism and/or 

Discrim. 

0 0 1 0 0 0 0 0 0 0 1 

Faculty status/ 
Tenure 

0 0 0 0 0 0 0 0 2 0 2 

Faith/Spirituality 0 0 0 0 1 0 0 0 0 0 1 

Family 1 3 0 0 0 1 1 0 0 3 9 

Feeling supported 0 0 0 0 0 0 0 0 0 0 0 

Finding the right 
fit 

1 0 0 0 0 0 0 0 0 0 1 

First generation 0 0 0 0 0 0 0 0 0 1 1 

Four-year public 
institution 

7 0 0 0 1 0 0 0 0 0 8 

Four-year 
university 
experience 

0 0 0 0 0 0 0 0 0 0 0 
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Future of the 
Profession 

0 0 0 0 0 0 0 0 1 0 1 

Gender differences 6 0 6 4 6 2 3 2 2 6 37 

Gender similarities 2 0 1 2 0 0 0 0 0 0 5 

Grant writing 2 0 0 0 0 0 0 0 0 0 2 

Growing up 1 0 0 0 3 1 1 8 1 0 15 

Hispanic 0 0 1 0 0 0 0 0 3 0 4 

Identity 8 0 1 1 1 0 0 3 0 1 15 

Immigrants 2 0 0 0 0 0 0 0 0 1 3 

Inferiority 
complex 

0 0 0 0 0 0 0 1 0 0 1 

Innovative 1 0 0 0 0 0 0 0 0 0 1 

Institutional 
Culture 

9 2 0 5 0 1 0 0 0 0 17 

Institutional fit 3 0 0 0 0 0 1 2 0 0 6 

Instit. Policies 
and/or Practices 

0 0 0 12 5 1 0 0 1 2 21 

Institutional 
Setting 

2 2 2 7 3 2 3 2 3 1 27 

Intra-group racism 3 0 0 1 0 1 4 0 1 0 10 

Journey to Student 
Affairs 

7 5 7 3 11 6 8 8 2 2 59 

Juggling some 
considerations 

1 0 0 0 0 0 0 0 0 0 1 

Lack of Latinos in 
SSAOs 

0 0 0 0 0 0 0 5 1 2 8 

Language 
challenges 

1 0 1 0 0 0 0 0 0 0 2 
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Latin American 0 0 0 1 0 0 0 0 0 0 1 

Latina 0 0 0 1 2 2 4 0 0 2 11 

Latino 0 1 0 0 1 0 0 0 0 0 2 

Latino Culture 2 0 1 2 1 1 1 0 2 1 11 

Leadership 9 3 0 1 4 1 2 0 1 4 25 

Lesbian 0 0 0 0 0 0 3 0 0 1 4 

Lived experience 3 0 0 0 0 0 0 0 0 0 3 

Live Human 
Relation 

0 0 0 0 0 0 0 0 0 0 0 

Lived Body 0 0 0 0 0 0 0 0 0 0 0 

Lived Space 1 0 0 0 0 0 0 0 0 0 1 

Lived Time 1 0 0 0 0 0 0 0 0 0 1 

Local community 0 0 0 0 0 2 0 0 0 0 2 

Lonely experience 0 0 0 0 0 0 0 0 0 1 1 

Love for the Work 0 0 0 0 0 0 0 0 0 0 0 

Managing change 2 0 0 0 0 0 0 0 0 0 2 

Master's degree 1 1 0 0 0 0 0 0 0 0 2 

Masters 2 0 0 0 0 0 0 0 0 0 2 

Mentorship 11 0 0 0 2 2 0 5 1 2 23 

Mexican American 0 1 1 0 2 1 0 1 1 0 7 

Microaggression 0 0 0 0 0 1 0 2 1 0 4 

Minority 1 0 3 0 0 0 0 0 0 0 4 

Most salient to 
success/ Pitfalls 

1 0 0 0 0 0 0 0 0 0 1 

Navigating Career 0 4 6 0 6 1 3 3 2 5 30 
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Negative 
Perceptions 

0 0 1 0 0 0 0 0 0 0 1 

Networking 6 0 0 0 0 0 0 0 0 1 7 

Only Latina 0 0 0 0 0 0 0 0 0 0 0 

Only Latino 0 0 0 0 0 0 0 0 0 0 0 

Overt Racism 1 3 3 2 1 6 2 5 1 3 27 

Pan-ethnicity 2 0 0 0 0 0 0 0 0 0 2 

Part-time 1 0 0 0 0 0 0 0 0 0 1 

Partnership with 
academic affairs 

1 2 1 0 0 0 0 0 2 0 6 

Personal identity 3 0 0 0 0 0 0 0 0 2 5 

Personal qualities 
or characteristics 

1 0 0 5 7 1 0 0 3 4 21 

Phenotype 0 0 0 0 0 0 0 0 0 0 0 

Pitfalls to avoid 8 0 4 3 4 2 0 1 1 1 24 

Politics 15 0 2 0 0 0 0 2 0 0 19 

Presentation 0 0 0 0 1 0 0 0 0 0 1 

President 0 0 0 0 0 0 0 0 0 0 0 

Prestige factor 1 0 0 0 0 0 0 0 0 0 1 

Private institution 0 0 0 2 0 0 0 2 0 0 4 

Privilege 1 0 0 0 0 0 1 2 0 1 5 

Professional 
Advancement 

3 0 0 0 0 0 0 0 1 0 4 

Professional 
association 

6 0 0 0 8 0 0 1 3 0 18 

Professional 
Development 

5 1 0 0 1 0 0 1 1 0 9 
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Professional 
Experience 

3 0 0 0 0 0 0 0 2 1 6 

Professional 
Mobility 

2 0 0 0 0 0 0 0 0 0 2 

Public institution 1 0 0 3 0 0 0 0 3 1 8 

Qualities 0 0 1 0 0 0 0 0 0 0 1 

Quality of Life 6 0 0 0 0 0 0 0 0 0 6 

Race 0 0 0 0 0 0 0 0 0 0 0 

Race influence 1 0 0 1 0 0 0 0 0 0 2 

Racism 0 0 0 0 3 2 0 4 0 1 10 

Realistic 
Expectations 

2 0 0 0 0 0 0 0 0 0 2 

Recommendations 0 0 12 7 13 6 0 5 16 12 71 

Relationship 
Building 

2 0 4 0 0 0 0 1 0 1 8 

Responses to 
Racism and/or 

Disc. 

0 0 0 0 0 0 0 0 0 0 0 

Rural community 0 0 0 0 0 0 0 0 0 0 0 

Scholars Work 1 0 0 0 2 0 0 0 1 0 4 

Segregated 0 0 0 0 1 0 0 0 0 0 1 

Self-consciousness 5 0 0 0 0 0 0 3 0 0 8 

Senior Student 
Affairs position 

0 0 0 0 0 0 0 0 0 0 0 

Sexism 2 0 0 0 0 0 0 0 0 0 2 

Sexual Orientation 7 0 0 0 0 0 6 0 0 4 17 

Sexuality 0 0 0 0 0 0 0 0 0 0 0 
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Significant 
experience 

0 0 0 0 1 2 4 3 2 1 13 

Social identity 2 0 0 0 0 0 0 0 0 0 2 

Social justice 0 0 0 0 0 0 2 1 0 2 5 

Spirituality 1 0 0 0 0 0 0 0 0 0 1 

Strategies 0 0 1 0 0 0 1 0 0 0 2 

Student affairs 2 0 1 0 0 0 0 0 0 0 3 

Successful 
navigation 

8 3 1 4 2 4 2 8 5 7 44 

Support groups 3 0 0 0 0 0 0 0 0 1 4 

Supportive 
environment 

1 1 0 0 0 0 1 0 1 1 5 

The mission of the 
community coll. 

0 0 0 0 0 0 0 0 0 0 0 

Two-year college 
experience 

0 0 0 0 0 0 0 0 0 0 0 

Type of institution 0 1 0 0 0 0 0 0 0 0 1 

Undocumented 
Family 

0 0 0 0 1 0 0 0 0 0 1 

Urban community 1 0 1 0 0 0 0 0 0 0 2 

Vice President / 
Vice Chancellor 

5 0 0 0 0 0 0 1 0 0 6 

Visionary 3 2 0 0 0 0 0 0 0 0 5 

Well you can't 
escape the cult. 

0 0 0 0 0 0 0 0 0 0 0 

TOTALS: 330 55 73 82 120 57 64 101 84 87 1,053 
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Appendix H. Quotes and Memos for the Successful Navigation of Student Affairs 

P 1: Christian.doc - 1:145 [I'll tell you, in times of gro..]  (190:190)   (Super) 
Codes: [Innovative] [Successful navigation]  
No memos 
 
I'll tell you, in times of growth and plenty it isn't wonderful for me because I love what I 
was able to do the first few years at CFU which had to do about innovation and 
addressing the gaps and what might we do to address those, and we had the resources to 
try to do new things and to create new programs and so forth and so on, and you know, in 
the reverse which for us it's been in the reverse with the constant every year reduction in 
our budget since '08/'09.  So I guess there is a bit of a struggle as to where the -- and I 
know why the resources need to meet our enrollment target because that's our paycheck 
and if we fall short there we're going to be in a worse scenario the following year. 
 
P 1: Christian.doc - 1:146 [Fortunately other than that I ..]  (192:192)   (Super) 
Codes: [Collaborations and Cooperation] [Colleague support] [Successful navigation]  
No memos 
 
Fortunately other than that I have not experienced -- in fact the first few years I was at 
CFU I was surprised by the collaboration and the cooperation with my colleagues in 
academic affairs.  And to this day that is true overall.  I haven't seen that everywhere that 
I've been.  When I was at Flagship U. there was a clear for both, from the vice-president 
anyway for both access to resources, status, et cetera.  
 
P 1: Christian.doc - 1:148 [And given that we've been cut ..]  (194:194)   (Super) 
Codes: [Best Strategies] [Data Driven in Decision Making] [Politics] [Successful 
navigation]  
No memos 
 
And given that we've been cut so heavily in the areas that are supposed to be providing 
those services and support, it seems to me that it becomes as our economy starts to turn 
and there's a little bit of restoration it's becoming more of a posturing, justifying, 
showing, being data driven in decision making so it's not anecdotal.  It's being able to 
document, impact, best strategies, et cetera.  And so in my current stream of mind, and 
I'm hopeful that at least in California with the passage of Prop 30 which really cut our 
budgets drastically and with the economy slowly starting to turn around that we're hoping 
we're going to get a little bit of relief in sight but it's not going to happen fast enough for 
what we need to be doing 
 
P 1: Christian.doc - 1:149 [And so for me one of the strat..]  (195:195)   (Super) 
Codes: [Academic Experiences] [student affairs] [Successful navigation]  
No memos 
 
And so for me one of the strategies that I'm having to seek very clearly about has to do 
with how I elevate if you will what we need to do in the student services area that impacts 
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student success so that I can have access to the needed resources to do that kind of work.  
We have just been so devastated, and so right now for me it seems to be primarily driven 
the last few years by the budget reductions and trying to patchwork some of the things 
that we're barely doing given those reductions and it's really easy in that kind of 
environment to not work together and to be in the competition for limited resources 
 
P 1: Christian.doc - 1:151 [I think there are times when b..]  (200:200)   (Super) 
Codes: [Collaborations and Cooperation] [Relationship Building] [Successful navigation]  
No memos 
 
I think there are times when because the VP's are the ones that are closest to the president 
that, you know, sometimes -- and I certainly don't see that where I'm at but I've seen it at 
other places that I've been where you see people trying to, you know, get to the ear of the 
president or influence decisions as a result of those personal relationships.  I'm very in the 
sense of having really good personal relationships with the other vice-presidents. 
 
P 1: Christian.doc - 1:152 [I'm really fortunate to be at ..]  (201:201)   (Super) 
Codes: [community college] [Politics] [Relationship Building] [Successful navigation]  
No memos 
 
I'm really fortunate to be at a place where the -- it's small, it's still fairly flat 
administratively, there's good collegiality between the administrators and the faculty 
which is even more important, and the political reality of our work which is the kind of 
stuff I said I never wanted to deal with and do way back in my career are probably the 
things that I like least about my role and my job.  And for us it hasn't been the conflict at 
the campus as much as it's being a part of a multi-college district. 
 
P 1: Christian.doc - 1:158 [I think, you know, we need to ..]  (206:206)   (Super) 
Codes: [Successful navigation]  
No memos 
 
I think, you know, we need to be articulate in what we're doing and what we're saying.  
We're the voice there in President's Cabinet, you know, and so what I was saying at the 
30,000 foot level, you know, you're part of that team that's setting the vision for the 
campus and for your division, you know, to be able to think in bigger terms to help 
design that blueprint and that direction. 
 
P 1: Christian.doc - 1:159 [I'd like to think our roles ar..]  (207:207)   (Super) 
Codes: [Aspiring SSAOs] [Competencies] [Successful navigation]  
No memos 
 
I'd like to think our roles are to support, you know, the managers that report to an SSAO 
to make sure that they have the resources that they need to be successful at their work.  I 
think we have to be -- we have to have a certain level of political savviness that, you 
know, that recognizes the powers at play, both behind the scenes and sometimes in front 
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of the scenes and how they influence and shape things that are often beyond our 
immediate control or scope 
 
P 2: Ethan.doc - 2:13 [We trained faculty on active t..]  (113:113)   (Super) 
Codes: [Collaborations and Cooperation] [Partnership with academic affairs] [Successful 
navigation]  
No memos 
 
We trained faculty on active teaching strategies through an institute, a center for 
excellence and learning and teaching institute, the [inaudible 00:18:16] institute, and 
when we combine all of those things, we saw a very dramatic change of the entire 
college, and I think about some of those successes 
 
P 2: Ethan.doc - 2:16 [Yet 60 percent of all of our s..]  (117:117)   (Super) 
Codes: [Successful navigation]  
No memos 
 
Yet 60 percent of all of our students come from the lowest income brackets, and we have 
blended government with higher education to help our community college students 
receive the benefits that they’re eligible for.  For every one dollar we put in the program, 
we give away about $21 in benefits, and it has now reached about $79 million over the 
last three years for students. 
 
P 2: Ethan.doc - 2:22 [I think maybe some of these qu..]  (135:135)   (Super) 
Codes: [Navigating Career] [Successful navigation]  
No memos 
 
I think maybe some of these questions may get at it a little bit.  I think I’ve been 
fortunate, in that I’ve been able to, in fact, very quickly, I was a chief student affairs 
officer at the age of 31 at Hudson U., and then to able to move on.  So for 11 years I was 
an associate – as a chief student affairs officer at two different institutions.  Age, when I 
think about my experience left in my experience as a Latino, but I think because of my 
usefulness, I think there’s been some disadvantages in terms of perceptions of whether 
it’s presidents or chancellors, or deans.  I think sometimes there’s a view that I may not 
have as much to offer the leadership and the guidance of any particular institution.  I 
think that would be something I would mention just because I think I probably [inaudible 
00:28:11] look younger and certainly easier in the chancellery by far among the youngest, 
and I think that doesn’t always serve as a real benefit when you’re dealing with trustees 
and folks that are of a different generation 
 
P 3: Karl.doc - 3:31 [Well the strategies that come ..]  (128:128)   (Super) 
Codes: [Successful navigation]  
No memos 
 
Well the strategies that come to mind have to be things that I was taught as a child. I was 
taught to be prepared, always but your sights to where you need to go next, and 
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specifically prepare for that. I should also say that the Dean of the Deep South U. and 
Humanities was a very good mentor to me.  We used to talk about next steps and how to 
get there. But in essence the preparation is crucial in getting the next position. I think 
young professionals need to write and present papers, get published, become active in 
associations and I go back again, to my earlier lessons about relationships and how 
important they are 
 
P 4: Kathy.doc - 4:27 [I think that to succeed, espec..]  (149:149)   (Super) 
Codes: [Successful navigation]  
No memos 
 
I think that to succeed, especially if you have, you know, if your identity intersects with 
different or traditionally underrepresented groups or populations, I think that one of the 
things you absolutely have to do is you have to do your job really well. You have to have 
a lot of credibility in the environment.  That means that you have to be very self-critical, 
you have to constantly be looking at how I can do better.  That is [inaudible 00:35:47] 
because your expectations have to be very high. 
 
P 4: Kathy.doc - 4:28 [You know, as I said to people,..]  (150:150)   (Super) 
Codes: [Successful navigation]  
No memos 
 
You know, as I said to people, it's not what you've done, it's what are you doing now, 
right?  So what you've done is nice.  I mean put it on -- you sort of learn from it.  I think 
you proceed from it, but you can't relax.  You have always to be thinking about your next 
project, how do you tackle the next challenge, how do you evaluate, how do you get 
better?  So I think that credibility is pretty essential.  Credibility and what I said before, 
self-assessment, self-critique of how you do things and how you can improve.  The 
challenge to a degree is where student affairs sits in the food chain.  And to a degree we 
sit low in the food chain. 
 
P 4: Kathy.doc - 4:29 [So that's another reason why c..]  (152:152)   (Super) 
Codes: [Successful navigation]  
No memos 
 
So that's another reason why credibility and quality and transparency matter a whole lot 
because ultimately people have to trust you.  They have to trust your judgment.  For 
example, one of the things I do -- and it has always served me very well is I work closely 
with people in human resources. I work closely with people in finance.  They need to 
trust me.  They need to trust that what I do with the resources is credible because when I 
need something I don't have to, you know, I never inflate my numbers. 
 
P 4: Kathy.doc - 4:30 [If what I need is 10 I need 10..]  (154:156)   (Super) 
Codes: [gender differences] [Leadership] [Successful navigation]  
No memos 
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If what I need is 10 I need 10 so I'm not -- I mean if there is a fudge there it's I say there 
is a two fudge because of these following reasons so that people essentially trust me.  So 
that's with my administrative colleagues.  The same things happens, you know, I think the 
same way with students and student leadership.  You know you tell the truth, you don't 
manipulate, you try to make sure that you represent students honestly and with integrity. 
So I think, you know, I said credibility before and similarly trust, you know, I mean that's 
all part of the credibility... 

Interviewer: Right. 

Interviewee: …heading.  You know and you have to cultivate a relationship, but based 
on the quality of your work because ultimately we have -- don't have a whole lot of 
resources and don't have a whole lot to give to people, so it's not that I have money that 
buys me attention, right?  You know I have to get it through the quality of the work that 
we do. 
 
P 5: Lillian.doc - 5:49 [Terry, that one of the areas i..]  (325:325)   (Super) 
Codes: [Successful navigation]  
No memos 
 
Terry, that one of the areas in which I early on I think was very important is research.  
I've been involved in research, writing, publishing and so that's a strategy that's been 
successful for me, and the other one that I advocate for was young professionals or 
professionals in general as being involved in associations in your field or related areas of 
interest.  And so that's another strategy I used.  And early on I just got into that.  I had to 
really focus on a few associations so that I wouldn't overwhelm or spread myself too thin.  
And focusing on the national association of NASPA and being involved.   
 
P 5: Lillian.doc - 5:50 [And another strategy is presen..]  (327:327)   (Super) 
Codes: [professional association] [Successful navigation]  
No memos 
 
And another strategy is presenting your work at the association conferences, state, 
regional and local conferences and national conferences, presenting your work.  So those 
were strategies with which I was very successful.  And of course I mentioned my 
involvement in TACHE.  In fact recently, just very recently, hot off the press a professor 
at Deep South U. and a faculty member at Community State College District researched 
the history of the association of Chicanos in higher education and got it published and I 
worked with them in providing them with photos for the photo pictorial history. 
 
P 6: Maria.docx - 6:25 [Well, I think the strategy is ..]  (429:429)   (Super) 
Codes: [Successful navigation]  
No memos 
 
Well, I think the strategy is that you have to be well-prepared, and you have to be 
strategic.  I mean, that’s—the strategy, it could be strategic about how you position the 
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division.  I really believe in strategic planning.  I believe in praise and including people in 
the process.  That’s one of the things I’ve learned—probably one of the biggest things 
I’ve learned in the last 15 years as Vice President, the importance of giving a group a 
direction, a sense of direction, a sense of purpose, which is your mission.  And then, a set 
of values in which we try to do our work.  That brings a sense of community.  And then 
celebrate people’s success and acknowledging the goals that they’ve reached and giving 
credit to others has, I think made a big difference.  
 
P 6: Maria.docx - 6:26 [Being me, someone that likes t..]  (431:431)   (Super) 
Codes: [Successful navigation]  
No memos 
 
Being me, someone that likes to develop people, you know, I’m happy to develop any 
professional that is interested in being mentored, whether they’re Hispanic or not.  I try to 
reach out to them.  I think one of the things that have endeared me to a lot of the workers, 
whether they’re a professional like in student affairs or they’re the custodial staff is that I 
speak to them in Spanish if they are Spanish speaking and they really like that.  They’ve 
become very endeared to me, they just—they think it’s great.  I spend time with them.  I 
speak to them in their language and I think that really helped a lot.   
 
P 6: Maria.docx - 6:27 [So, I’m a people person and I ..]  (433:433)   (Super) 
Codes: [Successful navigation]  
No memos 
 
So, I’m a people person and I think it’s really important that you develop good 
relationships.  I don’t think you can do anything if you don’t.  So that is another strategy.  
You know, whether I use—whether I use humor with some of them, whether I have 
candy on my desk because I know some of them will come and talk to me, kind of 
casually if they come get some candy.  There’s all kinds of ways—essentially, the 
relationship is key. 
 
P 6: Maria.docx - 6:28 [Secondly, you have to be strat..]  (435:435)   (Super) 
Codes: [Successful navigation]  
No memos 
 
Secondly, you have to be strategic and certainly you have to be effective and produce and 
follow through.  If you ever take the strengths finder, my top strength is responsibility, 
which means, when I do tell you I’m going to do something, I do follow through.  It 
would take a hurricane or my death for me not to follow through with it, unless 
something really catastrophic happens.  So, I’m very careful about that because it’s very 
important for you to be dependable, for you to be able—people can count on you and you 
develop that trust.   
 
P 7: Marina.doc - 7:40 [I speak publicly to the values..]  (359:359)   (Super) 
Codes: [Strategies] [Successful navigation]  
No memos 
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I speak publicly to the values and mission of the institution. I try to be a good role model 
and work with my team and leaders to tie programs and services directly to the mission 
and strategic initiatives of an institution. I've been really honest and authentic in who I 
am as person. I work really hard in trying to both inspire and challenge others to be the 
best they can be. I refer to myself and think of myself more as a coach and a mentor, an 
educator, a mobilizer or a person that takes great care for all members of my community. 
And that includes students, faculty, and staff, regardless of their influence or position.  
 
P 7: Marina.doc - 7:41 [In my work throughout whatever..]  (361:361)   (Super) 
Codes: [social justice] [Successful navigation]  
No memos 
 
In my work throughout whatever positions I've been in, I've always been committed to 
principles of justice and fairness and equity and to strive for excellence in doing the best 
work I can do. And at the same, been very conscientious about work-life balance because 
if I'm going to give it my all when I'm at work and work really hard, my home life and 
my family life and my self-care is really important to me personally that I know that I'm 
my best self when I have that kind of balance and try to model that for other people.  
 
P 8: Martin.doc - 8:58 [You know early on I asked a lo..]  (225:225)   (Super) 
Codes: [Successful navigation]  
No memos 
 
You know early on I asked a lot of questions of deans of students, you know, when I 
could have an access to an SSAO I would ask them, hey how do I do this?  Like how the 
heck do I do this and what does it mean to -- how do I achieve the dream, right, my goal 
of being an SSAO or dean of students or director, how do I do that?  And you know, one 
piece of advice I got that I give and I still try to employ is that, you know, it's important -- 
on one level I mean I think title is important in every job but at the same time, quality of 
experience is really important too. 
 
P 8: Martin.doc - 8:59 [And I think a lot of self-awar..]  (226:226)   (Super) 
Codes: [Successful navigation]  
No memos 
 
And I think a lot of self-awareness and self-examination about what are the -- where am I 
strong and also what are the experiences that I haven't gotten that would really help me in 
the next role that maybe I could have access to now if I volunteered for that could come 
to me?  And you know that's been really key for me.  I think I always got the advice that 
it's best if I'm honest, forthright, that I'm not undermining anybody, I'm not backstabbing 
anybody, that I'm a can-do person, that I volunteer for things outside the realm of my role 
of my division, that people begin to see me and rely on me for a perspective or a thought, 
and that I'm easy to work with. 
 
P 8: Martin.doc - 8:60 [I mean I can't stress that one..]  (227:227)   (Super) 
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Codes: [Successful navigation]  
No memos 
 
I mean I can't stress that one enough I think.  I had a lot of competent colleagues in my 
division but gosh darn it, some of them are a pain in the rear to work with.  And I think 
that limits them.  I've seen that time and again no matter how qualified, how many 
degrees; they can have degrees from the finest of universities but no one wants to work 
with them.  And I find time for me -- I try to be, you know, I try to be very -- I guess I try 
to pay attention to how I show up in a room. 
 
P 8: Martin.doc - 8:61 [And be me and be honest and no..]  (229:229)   (Super) 
Codes: [Successful navigation]  
No memos 
 
And be me and be honest and no hidden agendas, you know, Terry I want you to know 
what I'm thinking about, what I hope for as an outcome, what you see is what you get.  
And I have found time and again that that has helped me, even if I didn't get what I 
wanted.  I want you to always know as a colleague that I'm not out to get you because I 
have never found that to yield a long-term successful outcome, and all I've seen it yield is 
short-term win that end up I think damaging a hard-earned professional reputation.  And 
that for me is strategies that are important for me more about my values than I think for 
me anyway make someone successful in the field regardless of position. 
 
P 8: Martin.doc - 8:62 [But I think the pull or the --..]  (230:230)   (Super) 
Codes: [Successful navigation]  
No memos 
 
But I think the pull or the -- I have found that as an SSAO that people talk about people a 
lot, not in the best light, that people are taking signals from me about -- to make comment 
about the professional reputation of someone else at the institution and, you know, I just -
- I don't get into it, you know.  I choose not to engage that way and because I've never 
been able to sleep at night when I have done that, to be honest with you.  And I have 
found that that to me, my integrity, is really important and gosh darn it I already know 
people are talking about me anyway. 
 
P 8: Martin.doc - 8:63 [Like it not people are whisper..]  (232:233)   (Super) 
Codes: [Politics] [Successful navigation]  
No memos 
 
Like it not people are whispering around the, you know, around the pastry and water 
cooler about me, and you know I'm like well okay, I know that's happening in some way 
and I hope that they treat me well, but you know as well as I do people don't do that all 
the time, and you know for me it's not time well spent to tear someone down.  And it 
doesn’t yield anything good for students frankly.  And that helps me, and it helps me kind 
of stay true to myself and honest with myself.  You know I'm honest with myself when it 
comes to politics at the institution.   
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I think that can be very challenging because I think politics is about advancing agenda 
and I want to feel congruent with my values as I advance an agenda and as I build allies 
around a certain initiative or agenda.  You know -- I think you know better than me I 
think, you know, when my alarms go off my alarms go off, and sometimes I know I can 
trust a person and sometimes I know frankly I can't because their behaviors have told me 
-- have indicated to me that they're not someone to be trusted.  And I think that's 
important strategy to listen to.  I'd recommend that to anybody. 
 
P 8: Martin.doc - 8:64 [And sometimes I don't know whe..]  (237:237)   (Super) 
Codes: [Politics] [Successful navigation]  
No memos 
 
And sometimes I don't know when they're not and then I get burned and I learn the hard 
way.  And that's happened to me too, and when I realize I'm only getting part of the story, 
and I think all of that in terms of working with people as I've found time and again that if 
I'm honest and I'm up front with the whole story it then creates space for that kind of an 
environment to continue, but that helps me in terms of navigating the field and my 
position.  It helps me.  It helps me for sure.  Because then it makes kind of the nuts and 
bolts of career advancement easier to talk about, you know, in terms of getting good, 
quality experiences, good supervision experience, good you know, dealing with thorny 
personnel issues, you've got to deal with that, good budget experience.  You know those 
are things of the mechanics of the job but they're important and I think they're good, solid 
experiences to have, but I feel like it's really hard to teach someone to want to be honest, 
you know.  
 
P 8: Martin.doc - 8:65 [In order to want to teach some..]  (239:239)   (Super) 
Codes: [Institutional fit] [Navigating Career] [Successful navigation]  
No memos 
 
In order to want to teach someone to want to not throw you under the bus, you know.  
But I think when there's a match between someone who's a good person and good values 
and they're trying their best to live those values out with good solid administrative 
experiences, I think that's a good -- the makings of a good dean of students or good 
SSAO.  And I think that the challenge is then finding the match between that person and 
the institution.  And I think that's a good job search, you know, and I think that that bears 
itself out. 
 
P 9: Marvin.doc - 9:19 [Well that's all I know, public..]  (76:76)   (Super) 
Codes: [public institution] [Successful navigation]  
No memos 
 
Well that's all I know, publics, but I think being in a rural and then being in an urban has 
helped a lot because in the rural university I had a lot of experiences that I never would 
have had in an urban because, you know, you pretty much designate certain people and 
they don't move out of positions.  In a rural somebody leaves, they give you that position 
or give you other experiences. So yeah, I think it's molded me being in both rural and 
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urban campuses to have overall experiences.  I've had so many different experiences at a 
university that very few people have because I've been in both settings.  Rural and then 
large urban. 
 
P 9: Marvin.doc - 9:29 [Well some of the successes hav..]  (114:114)   (Super) 
Codes: [Successful navigation]  
No memos 
 
Well some of the successes have been that, you know, I prepare myself, and I used to 
take a lot of extra classes that I didn't have to.  I did other campus.  I would make 
decisions which could be new programs.  I mean I came here and I created a Fellowship 
program that I've had for 15 years.  It's an Internship program, and I kept like five interns, 
mid-level managers and another group of students that I mentor.  And I pay them in this 
fellowship program.   
 
P 9: Marvin.doc - 9:30 [I've got a lot of work with Ca..]  (115:115)   (Super) 
Codes: [Partnership with academic affairs] [Successful navigation]  
No memos 
 
I've got a lot of work with California, with LA Works, a Los Angeles County Works -- 
it's a program that supports at risk kids that sometimes are brilliant but they come from 
poverty backgrounds and we bring them on campus every summer and that program has 
been around for 15, 16 years.  And there are people, you know, who like that kind of 
program.  I'm working with a lot of presidents from Mexico for several universities, 
mostly private universities like Monterrey.  They have 36 campuses.  
 
P 9: Marvin.doc - 9:31 [In Mexico they have like 40 ca..]  (116:116)   (Super) 
Codes: [Partnership with academic affairs] [Successful navigation]  
No memos 
 
In Mexico they have like 40 campuses and I work with a prestigious Catholic University 
system all over Mexico and in a few of the publics, but not too many of the public 
institutions.  They really don't have much money to work with us.  So I'm beginning to 
open some doors and that's been my success that I've never lost my language and being 
bi-lingual I even did some negotiations in Spain because of my bilingualism and we 
created a chair.  It’s a million and a half dollars that was sponsored by which is the 
electric company of Spain.  
 
P 9: Marvin.doc - 9:32 [So that's been a few of my suc..]  (117:117)   (Super) 
Codes: [Challenges] [Successful navigation]  
No memos 
 
So that's been a few of my success -- what have been my struggles?  My struggles are 
like any other administrator I think that needs additional funding in their departments, but 
I don't think it's because I'm a Latino.  It's because, you know, money's tight.  I have been 
able to get some of the things done that I wish I could although we're beginning to 
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privatize some of our facilities like residence halls to upgrade those and replace and now 
we're looking at a recreational center, but it's probably 50, 60 million dollars. 
 
P10: Chelsea.doc - 10:22 [I think the strategy, you know..]  (149:149)   (Super) 
Codes: [Successful navigation]  
No memos 
 
I think the strategy, you know, always – first of all I am always striving to be aware of 
where I am and what I mean by that is whether you are, you know, in this conversation or 
in a meeting or in an institution or an area of the country you have to really know where 
you are and what that experience is like and be real with yourself because you don't want 
to be caught off guard if possible when you're dealing with a huge issue or, you know, 
when I get to the table and I'm trying to make university wide policy which I'm doing all 
the time and I'm talking to, you know, 10 people that couldn't see themselves relating to 
me in any way, we have very different philosophies or how we come to the work is very 
different.  Our expertise may be different.   
 
P10: Chelsea.doc - 10:23 [So there's all this otherness ..]  (151:151)   (Super) 
Codes: [Successful navigation] [Support groups]  
No memos 
 
So there's all this otherness in the room, you know.  I think it's helpful to be really aware 
of who you are and not depend on a situation of those around you to define you, to be 
really self-aware but also that means recognizing what support you need, and sometimes 
that's not available where you are, so being able to create that kind of support for you.  
One of the strategies that I often – I just spoke to next generation of students about this a 
couple weeks ago and I was so concerned about, you know, one of the phrases that I used 
is I have, you know, what I call my personal advisory board, you know.  And I have a list 
of maybe three to five people that if I am thinking through something I'm going to say I 
want to talk about it.  
 
P10: Chelsea.doc - 10:24 [And then it really depends, bu..]  (153:153)   (Super) 
Codes: [Successful navigation]  
No memos 
 
And then it really depends, but some of that is really – they may be times that I really 
mostly will talk about things that we're sharing or how we do things or work together or 
but there's probably one or two people that I would call across the board.  So you have 
these people in your life that you know if I'm struggling making, you know, a financial 
decision this is who I'm going to go and get advice.  If I'm struggling, you know, 
personally or at work to figure out a people kind of are in my life in both ways so they 
know me well enough as an individual and as a professional to say oh this is where you'll 
come into this or don't you remember this about yourself when I'm struggling or you've 
already done that here; you just have to figure out how to do it here. 
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P10: Chelsea.doc - 10:25 [So I think that that's really ..]  (155:155)   (Super) 
Codes: [Lonely experience] [Successful navigation]  
No memos 
 
So I think that that's really important, figuring out who you're going to go to in kind of 
nurturing those relationships.  I would then go to colleagues in the U.S. and now the 
Midwest I have colleagues that are international and I've been nurturing those 
relationships in ways that you can always come back to them both to help, to get help and 
strategy that I use often.  I think the challenge is, you know, being the only one often is 
really hard.  Being the voice, feeling like no one really understands your experience and 
that not getting that feeling, you know, is like you don't necessarily get a sense of 
belonging. 
 
P10: Chelsea.doc - 10:26 [But what I've learned as I've ..]  (157:157)   (Super) 
Codes: [Leadership] [Successful navigation]  
No memos 
 
But what I've learned as I've gone higher and higher in position, and particularly the most 
senior positions I feel like you get more comfortable with – you have to if you want to be 
successful get more comfortable with not wanting to feel that emotional connection to the 
people you work with.  Because the truth is that it's a different connection.  You know I 
care tremendously about the people I work with, my team members, but they cannot take 
care of me the way that I need to take care of them as their leader.  So I cannot expect 
that same sense of belonging in that team that they need to have to be successful, that I 
needed when I was in their position from my leader.  So those kinds of things I think, you 
know, you just have to keep doing them every day. 
 
P10: Chelsea.doc - 10:30 [Like I know that not matter wh..]  (169:169)   (Super) 
Codes: [Successful navigation] [Supportive environment]  
No memos 
 
Like I know that not matter where you go you're going to feel a sense of disjointed of not 
being a part of it because the truth is if I work in an all Latino community and I was the 
dean of students and I was the third or fourth person Latino in the institution in terms of 
ranking people are going to look at my story in a certain way.  Some people are not going 
to like me, some people are not going to tell me what I need to know, some people are 
going to over tell me because they want to be connected.  
 
P10: Chelsea.doc - 10:32 [No, no, no, I think you covere..]  (189:189)   (Super) 
Codes: [privilege] [Successful navigation]  
No memos 
 
No, no, no, I think you covered it yeah.  Thank you.  I would think it changes.  I mean 
yeah, it does change [inaudible 00:38:15] what you said.  I think it does change as you 
move through and what you need is different, so if you're not doing that work for yourself 
it's really easy to jump aboard seeing yourself as a victim all the time.  But as the dean of 
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students I am not a victim.  I have a lot of power.  So you know it's all about how I use 
that power.  So yes, am I you know that top-down, top-up identity thing sometimes, yes.  
But I still have to recognize when I do have power.  And so and just it's a hard balancing 
act I think. 
 
P26: Ethan - Part 2.doc - 26:6 [I think some of that—the thing..]  (55:55)   (Super) 
Codes: [Successful navigation]  
No memos 
 
I think some of that—the things that helped me is, a comfort to, and a willingness to fail.  
I think—I think for a long time, you know, I had a fear of failure, particularly as a young 
professional, right.  I didn’t feel like I could make a mistake, you know, the microscope is 
on me as a professional of color, so I have to do everything right.  Once I realized that—
that’s a myth, in our own mind, I could really open my mind up to really how higher 
education institutions run.  I was much more open to learning about the diversity of 
cultures and kind of how, again, institutions run.  They’re incredibly diverse whether it’s 
urban or rural, public or private, large or small, community college/four-year professional 
school.  I think I became a real student of the field once I could—I got comfortable with 
being okay with failing.	  
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