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Competencies and Organizational Outcomes that Benefit School Districts. Doctor of 

Education (Educational Administration), August 2013, 201 pp., 20 tables, references, 68 

titles.  

This study assessed 40 factors often cited in literature to determine the extent 

that Hispanic superintendents perceive them as influential when accessing the 

superintendency.  Eight Hispanic superintendents in Texas participated in this 

qualitative study, which was based on interviews as well as written responses to a 

survey. 

This study found that the factors considered most influential to these 

superintendents were their ability to communicate, self-perception/self-efficacy, and 

level of overall preparedness.  These findings contrast with previous research indicating 

that race or ethnicity, mentoring, and career path are most influential. The study also 

identified factors related to race and ethnicity that most influenced a Hispanic’s ability to 

access the superintendency, albeit to a lesser degree. These factors were the ability to 

serve as a Hispanic role model to students, ability to increase Hispanic students’ 

academic performance, and the ability to speak a second language.  

Moreover, through analysis of a large number of survey responses the study 

examined the extent to which a superintendent’s race or ethnicity is significant to 

addressing the needs of Hispanics.  To assure this question a comparative analysis of 

Hispanics’ and non-Hispanics competencies and organizational outcome was 

conducted. The results indicate that superintendents, in general, regardless of race or 

ethnicity, can acquire knowledge about the Hispanic culture, develop cultural 



competence, and produce outcomes that affect Hispanics. A Hispanic, however, who 

possesses the ability to speak Spanish and has authentic cultural experiences, can 

potentially provide unique competencies in serving Hispanics. Cultural competence with 

Hispanics, however, does not supersede the importance of a superintendent’s overall 

effectiveness and ability to meet the needs of all students.   

Whereas other studies have addressed the significance of cultural competency in 

other institutions that serve the public, such as the healthcare industry, this study 

addressed cultural competency in public education. Progressive definitions of cultural 

competency included the extent to which outcomes met constituent needs for 

measuring cultural competency. The overall findings in this study suggest a need to 

develop preparation programs that result in culturally competent leaders, a need to 

revise state required certification requirements to reflect a need for cultural competence, 

and a need to revise locally-developed job postings/descriptions to indicate that the 

superintendent must provide culturally competent leadership.  
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CHAPTER 1  

INTRODUCTION 

Changing demographics call for changes in leadership. Education, particularly 

leadership has always been of significant concern to the American public. History shows 

that interests have risen, for example, out of concern for how leaders ensure the quality 

of education, efficiently manage schools, respond to economic challenges and 

globalization, etc. (Kowalski, McCord, Petersen, Young & Ellerson, 2011). The 

immediate future promises an overwhelming concern for the education of changing 

demographics depicted by a growing Hispanic student population. The responsibility of 

responding to these changes falls squarely upon the leadership in schools. The search 

for and development of effective superintendents are imperative. Often communicated, 

is the desire to find effective Hispanic superintendents that can meet the needs of the 

growing Hispanic population. The belief is that they hold the promise of ensuring the 

success of students and the future of America. The State Board for Educator 

Certification (SBEC, 2011), however, reports that Hispanics represent 11.8% of the 

individuals most recently certified to serve as superintendents in Texas while Whites 

account for 77%. The percentage of Hispanics most recently certified as 

superintendents is especially concerning because the Hispanic and White pools of 

certified superintendents is incongruent with the data, showing that the Hispanic student 

population in Texas actually represents 50.3% of the overall student population while 

the White student population represents only 31.2% (Texas Education Agency [TEA], 

2011a). Hispanic students are underrepresented. The low number of potential 

superintendents, as represented by the recent number of Hispanics, who have a 
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superintendent certification, promises continued incongruence and underrepresentation. 

The lack of a future Hispanic leadership pool in a Hispanic majority student population 

in Texas is puzzling, if not concerning. The number of certified Hispanic superintendents 

in the state has remained stagnant (Hodgkinson & Montenegro, 1999). In fact, the 

SBEC finds that Hispanic representation in Texas dropped over a four year period 

ranging from 2003 to 2007 (SBEC, 2009). Recent data indicate that the percentage of 

acting or currently serving Hispanic superintendents in the United States is not only 

relatively small, it also dropped slightly from 2.7% in 2000 (Glass, Bjork, & Brunner, 

2000) to 2.0% in 2010 (Kowalski et al., 2011). Interestingly, Hispanics who are certified 

to become superintendents are not ascending as demonstrated by an 11.8% pool of 

certified Hispanics in 2011 (SBEC, 2011) compared to 9.9% acting Hispanic 

superintendents in 2012 (TEA, 2012a). The SBEC (2009) reports that in 2003, 

Hispanics represented 13.5% of the newly certified superintendents. Nearly seven years 

later, Hispanics represented 11.8% of the newly certified superintendents whereas the 

percentage of newly certified White superintendents remained strong at approximately 

between 77% and 82% over the same seven years (SBEC, 2011). In light of these 

trends, the enduring curiosities are, why does Hispanic underrepresentation continue to 

exist among superintendents in Texas? What factors influence Hispanics’ ascendance 

to the superintendency? Moreover, perhaps the most salient question is, what benefits 

exists, if any, to having Hispanic superintendents. 

 

Problem Statement 

Today, the lack of Hispanic representation persists in the superintendency 
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despite the evidence indicating that minority leadership provides benefits to the 

organization, particularly for minority students and minority teachers (Alire, 2001; 

Campbell-Jones & Avelar-Lasalle, 2000; National Collaborative on Diversity in the 

Teaching Force, 2004; Nevarez & Wood, 2007; Roman, 2007). The lack of Hispanic 

representation is significant because the number of Hispanic students in the United 

States continues to grow exponentially. The Hispanic population, once predicted to 

become the ethnic majority in the United States (U.S.) (Passel, Cohn, & Lopez, 2011; 

Texas State Data Center Office of the State Demographer, 2009; U.S. Census Bureau, 

2008; U.S. Department of Education, National Center for Education Statistics [NCES], 

2000), is now the majority (U.S. Census Bureau, 2011). In time, today’s Hispanic 

students will become the leaders of tomorrow and will be responsible for ensuring that 

the U.S. remains a world leader (Kelly, Schneider, & Carey, 2010). For years, 

researchers predicted this increase of minority students, of which Hispanics represent 

the largest minority group. Hispanics account for 22.4-23.9% of the nation's school-aged 

children, and the Black/African American, which accounts for 14.2%, is the next largest 

minority group (NCES, 2011; Fry & Lopez, 2012). Researchers have noted that the U.S. 

minority youth, typified as an underserved population in schools, represents the nation’s 

future workforce (as cited in Glass et al., 2000). In an address by President Clinton, he 

stated, “The choices and decisions we [Americans] make about Hispanic education in 

the U.S. today are choices we [Americans] make about the future of the United States 

itself” (Presidential Advisory Commission on Educational Excellence for Hispanic 

Americans, 2000, p. 6). More recently, the Council on Foreign Relations (2012) found 

that education, which was once a “source of domestic strength and leadership” is now 
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eroding and has become a concern of national security. (p. 4) Being that Hispanic 

children represent most of the student population in the U.S. and are subsequently most 

heavily impacted by the deficits in education, failure to explore improvements in 

education for Hispanics may have significant repercussions to our nation’s future in 

general, its national security notwithstanding. The need is paramount for Hispanic 

educational leaders who understand how to reach this growing minority and who can 

mobilize efforts that address their academic needs. The fact that Hispanics account for 

60.3% of dropouts in Grades 7-12 (TEA, 2012b) and that only 71% of Hispanics pass all 

Texas Assessment of Knowledge and Skills (TAKS) exams compared to 86% of Whites 

(TEA, 2011b) is a clear indication that Hispanics are struggling to make the grade. 

Acknowledging that a problem exists is essential to addressing the problem; moreover, 

acknowledging that Hispanics possess inherent competencies - knowledge, skills, 

abilities, and other characteristics - to make a difference in the education of the ever-

growing Hispanic student population is supposedly quintessential (Alire, 2001; 

Campbell-Jones & Avelar-Lasalle, 2000; National Collaborative on Diversity in the 

Teaching Force, 2004; Nevarez & Wood, 2007). Granted, acknowledgment alone does 

not wholly address the issue. Future research must provide an understanding of how 

Hispanics can successfully ascend to the superintendency. Only then can Hispanic 

representation among superintendents increase. Continued research should dissect the 

problem, unveil the factors that influence Hispanics’ ascendancy, identify the 

competencies that they provide, and highlight the outcomes, which benefit school 

districts, particularly the students. 

The existing research on Hispanic superintendents is often characterized by 
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small sample sizes and, at times, is delimited in various respects, making it difficult to 

determine significant generalizations about the lack of Hispanic leaders in the 

superintendency (Escobar, 2009; Campbell-Jones, & Avelar-Lasalle, 2000). The fact 

that Hispanic superintendents are few in numbers contributes to limitations in existing 

research. Although research exists concerning the factors that influence superintendent 

ascendancy, the focus is often on minorities in general, and in other cases, the focus is 

on Hispanic women (Glass et al., 2000; Kamler, 2006; Kowalski et al., 2011; Manuel & 

Slate, 2003; Ortiz, 2000; Quilantán & Menchaca-Ochoa, 2004; Tallerico, 2000a; 

Tallerico, 2000b). Very little research focuses solely on Hispanic superintendency and 

the factors that influence Hispanics’ ascendancy. For example, do factors such as 

student demographics within a district influence a Hispanic’s ascendency in that district? 

Are Hispanics more or less likely to ascend in school districts characterized by a high 

Hispanic population? Does age-old prejudice and discrimination still plague 

bureaucracies such as our school systems? Perhaps most salient to this study is if an 

organization - such as a school district - benefits from having a Hispanic superintendent. 

 Some research indicates that it is simply more difficult and challenging for 

minority candidates to attain the superintendency (e.g. Campbell-Jones & Avelar-

Lasalle, 2000; Escobar, 2009; Hrabowski, 2004; Padilla, 2003; Roman, 2007). These 

studies suggest that minorities must not only have to meet the traditional expectations 

of nonminority superintendents such as the appropriate education, certification, and 

preferred level of experience, but they are also expected to meet additional ones as 

well. Padilla (2003) finds that Hispanics must attain what he considers a critical 

credential, an Ed.D. or Ph.D., to level the playing field with their White counterparts. 
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Campbell-Jones and Avelar-Lasalle (2000) further find that minority superintendents 

perceive they are expected to possess an inherent ability to network across cultural and 

racial lines, whereas this is not necessarily true of White superintendents. There is an 

“unwritten expectation” of Hispanic superintendents to be able to cross over into low-

income and ethnic communities of which they once may have been a part; and, they are 

expected to mobilize them. Ortiz (2000), for example, explains that Hispanic women 

superintendents are selected to represent Hispanic groups within the district. Escobar 

(2009) and Ortiz (2000) find that when Hispanics are selected for the superintendency, 

their selection is made under the premise that he or she will be able to handle conflict or 

unrest arising from Latino stakeholders. These expectations and burdens are not 

traditionally associated with White superintendents’ experience. The most recent 

national study of superintendents reveals that nonminority superintendents perceive that 

they are primarily selected for their personal characteristics where as minority 

superintendents perceive that the primary reason underlying their selection is the 

potential to be a change agent (Kowalski et al., 2011). These findings speak to the 

difference in perceived expectations between minority and non-minority 

superintendents. Minority superintendents also perceive that they must prove 

themselves simply because they are minorities (Alire, 2001; Campbell-Jones & Avelar-

Lasalle, 2000; Escobar, 2009; Manuel & Slate, 2003). Some minorities believe that a 

perception or skepticism exists among non-minorities that minorities are appointed to 

the superintendency because of their ethnicity, not their qualifications. This perception 

burdens minorities to prove otherwise and, beyond that, they perceive that they must 

perform “better than the rest.” This implies that for minorities, the qualifications are 
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different from that of Whites and the expectations are not only different, they are higher. 

Ortiz (2000) finds that Hispanic superintendents also face skepticism and their actions 

perceived as acting in favor of the ethnic group they represent. Ortiz’s findings suggest 

that expectations for Hispanics are high; they are different and unique, and they are 

challenging. The dialogue concerning the expectations placed on Hispanics does not 

appear different than that of other minority groups who also struggled for incorporation 

into public service years ago (McCorry, & Oakland Project, 1978). In a study of Marcus 

Foster, an African American superintendent, McCorry and the Oakland Project (1978) 

finds that when it comes to considering African Americans for the superintendency, 

there exists a presupposition that Blacks have an inability to communicate orally and in 

writing. Equally intriguing is that a Black superintendent, such as Marcus Foster, would 

perceive a presupposed expectation of failure exists, accompanied by the expectation 

to prove otherwise. Marcus Foster makes this powerful statement, which paints the 

canvas of expectations, not only for Blacks, for minorities in general. He states: 

 [B]lacks become superintendents only in cities like mine, where the percentage 
of non-whites has reached 78%. Black educators don’t get called into “cushy”  
jobs, schools, either. We go through a coronary alley at all those tough high  
schools and they tell us, “Here it is baby, make it fly!” Then when you can’t make  
it, they say, “I told you... [they] can’t do it.” (p. 149) 
 

These words provide a resounding message and sentiment that is common among 

many minorities but often not expressed as explicitly; that is, minorities presumably 

demonstrate failed leadership and perceive that they must prove otherwise. This 

sentiment has not been lost since these words were last spoken. Alire (2001, p.99) 

echoes the same message regarding presupposed failure in sharing the words of a 

research participant which stated, “I told you so; that’s what happens when you hire 
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someone based on preferential treatment.” The underlying sentiment of these words 

also expresses presupposed failure and presumed selection of an individual based on 

race. 

The lack of emphasis and acknowledgment of the role Hispanic superintendents 

serve further compounds the problem of continued Hispanic underrepresentation. 

Kowalski et al. (2011) provide a national study on superintendents, The American 

School Superintendent: 2010 Decennial Study. The study provides an overview of prior 

research on how the superintendent’s role has evolved in response to societal changes 

over the last 90 years and how these roles – described as growing more complex and 

demanding - have resulted in differing expectations of the superintendency over time. 

Specifically, four roles, which have been more prominent in history, are identified as 

teacher-scholar, business manager, statesman, and applied social scientist; 

additionally, a more recent, evolving role as a communicator is introduced. Interestingly, 

cultural competence, which can minimally be defined as, the ability to effectively 

negotiate and/or interact across cultures and can only be implied in these prominent 

roles described by Callahan, Drucker, and Kowalski (as cited in Kowalski et al., 2011). 

Perhaps cultural competence is more closely related to the communicator role to the 

extent that the role requires an ability to effectively communicate with constituents. 

Cultural competence, however, is a broader concept, which encompasses effective 

communication, awareness, knowledge, and responding with equitable services. The 

knowledge, skills, and abilities of a culturally competent individual and organization are 

broader than that of an individual who simply is an effective communicator. Cultural 

competence is more than a nuance of the communicator role and should be an 
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expectation of today’s superintendent and school districts that stands all on its own. 

Arguably, cultural competence may be a unique, separate and requisite expectation that 

is critical today in light of changing demographics. Changing demographics call for 

changing expectations especially of the superintendent. Superintendents must possess 

cultural competence not only because of the changing demographics within the United 

States but also because globalization which also affects their work as superintendents 

and demands effective interaction among people of diverse backgrounds throughout the 

world. The underperformance of the nation’s largest and rapidly growing Hispanic 

population places further emphasis on superintendents’ ability to increase Hispanic 

students’ success; doing so potentially affects the nation’s world-leader status and 

national security as suggested by the Council on Foreign Relations (2012). Hispanic 

superintendents may have unique competencies to increase the success of students. 

Marginalizing the importance of cultural competence also ignores the changes in our 

society. Glass et al. (2000) share that superintendent success in the twenty-first century 

will be measured in part by their ability to communicate. Although indirectly stated, an 

ability to communicate implies and is inclusive of superintendents’ need to communicate 

across cultures, understand those cultures, and respond to them as well. Glass et al. 

(2000) also recognize that instructional leadership, among other skills, are critical to 

public school survival. Hispanic superintendents have the potential to provide added 

communication skills that extend beyond an understanding of the language to an 

inherent understanding of the culture and how children from varying cultures learn and 

should be instructed to maximize their learning. Hispanics’ personal experiences can 

potentially bring an understanding of best practices for second language learner 
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instruction. Prior studies hint that Hispanic superintendents bring other unique 

competencies. Ortiz (2000), for example, shares that Hispanic women superintendents 

bring “personal and cultural attributes that may be politically and symbolically useful” 

and they “bring skills, knowledge, and attitudes that because of their personal and 

professional experiences form a composite that differs from others” (p. 564). Further 

research may prove that the same holds true for Hispanic superintendents in general. 

 

The Literature Review and Study 

The literature review serves three purposes. First, the literature review discusses 

the varied issues that speak to Hispanics and their ascendance to the superintendency. 

The goal was to gain an overview of the known factors associated with Hispanics and 

the superintendency. The literature review helps develop an understanding of factors 

that influence Hispanics’ ascendency to the superintendency. Identifying such factors 

helped to isolate, in part, a critical gap in the existing literature – the importance and 

impact resulting from Hispanic representation among the superintendency. As 

discussed earlier, the importance of increasing Hispanic representation was 

underscored by the awareness of the significant impact Hispanic superintendents 

potentially have on Hispanic students’ education.  

Second, upon discussing the factors that influence Hispanics’ ascendency, the 

literature identified that little is known about the impact Hispanic superintendents have 

on Hispanic students’ education. Specifically, the secondary goal was to define the 

unique knowledge, skills, abilities, and other characteristics that Hispanics possess. The 

underlying query is whether Hispanics possess unique competencies, as reflected in 
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their knowledge, skills, and abilities, which enable them to affect the Hispanic population 

in some way, ultimately providing benefits to the district, and more importantly to the 

students. If the Hispanic population is believed to potentially impact the nation’s future, it 

is urgent research defines specifically how to change the direction our nation’s schools 

are taking. If Hispanic superintendents possess a key to unlocking Hispanic students’ 

academic potential, it is irresponsible to ignore the possibility that Hispanic 

superintendents’ knowledge, skills, abilities, and other characteristics can make a long-

overdue difference. Perhaps the knowledge that Hispanic superintendent leadership 

can make a difference will influence the urgency placed on ensuring their ascendance. 

Lastly, this study identified any outcomes resulting from Hispanics’ 

representation in the superintendency. Theories of representation suggest that 

descriptive or passive representation can become active or substantive (Mosher, 1968; 

Pitkin, 1969). When a Hispanic representative acts on behalf of Hispanic constituents’ 

interests, outcomes such as policies, practices, programs, and achievements immerge. 

This study sought to identify these outcomes. Furthermore, any presence of outcomes 

is an indication and a measure of Hispanics’ cultural competency. Perhaps knowledge 

of the outcomes can help non-Hispanic representatives work towards achieving the 

same outcomes and develop these competencies so that the needs of a growing and 

academically challenged population can thrive. 

 

Research Questions 

This qualitative study identified the factors influencing Hispanics’ ascendency to 

the superintendent role. Where many studies identify some factors associated to 
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Hispanics’ ascendance or address factors related to other minority groups such as 

women and people of color in general, this study sought collectively to provide the 

known factors and identified factors that most influence Hispanics’ ability to access the 

superintendency. While studies have addressed some Hispanic factors, those studies 

may have limitations, such as the applicability of the then known issues to the current 

ones. For example, the educational picture - in terms of student demographics - is much 

different than it was years ago. This study sought to understand why Hispanic 

representation is important. Specifically, the goal was to understand if Hispanic 

superintendents perceive that they bring unique knowledge, skills, abilities, and other 

characteristics that benefit the organization and the district in general. Affirmation that 

competencies that benefit the organization exist is necessary for establishing that not 

only a need occurs for Hispanic descriptive representation but also for active 

representation. Furthermore, affirming that unique competencies exist serves to elevate 

the importance of ensuring Hispanics’ ascendency. The awareness or knowledge is 

also potentially significant to increasing a pipeline of Hispanic superintendent leaders to 

aspire, serve, and lead a rapidly increasing Hispanic population. The awareness also 

may increase the self-efficacy of potential Hispanic superintendents by helping them 

recognize the unique attributes they bring to the superintendency. This study examined 

the following questions: 

1. What factors influence Hispanics’ ascendency to the superintendent role? 

2. What are Hispanic superintendents’ perceived competencies? 

3. What are the organizational outcomes that Hispanic superintendents perceive 

result from these competencies? 
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Significance of the Study 

TEA (2012a) reports there are 1,142 superintendents in Texas and that 113 of 

these superintendents identify their ethnicity as Hispanic. The number of Hispanic 

superintendents represents approximately 9.9% of the total superintendent population. 

Three years earlier, the pool of recently certified Hispanics not acting as 

superintendents was 13% (SBEC, 2009). While the pool of certified Hispanics is 

relatively small in comparison to the pool of certified Whites, the discrepancy between 

the pool of Hispanic superintendents and the actual number of acting Hispanic 

superintendents is even greater. Hispanics are not only failing to attain certification, they 

are also not ascending to the superintendency. This study explored the reasons why 

Hispanics are unable to ascend, identified Hispanic superintendents’ perceived 

competencies that may help promote or encourage their ascendance to the 

superintendency, and identified outcomes resulting from their representation. This study 

can influence the urgency placed on increasing the pool of potential Hispanic 

superintendents and it may provide impetus for increasing their selection. Any 

organization, such as universities, school districts, and search firms - seeking to learn if 

Hispanic representation matters at all would benefit from the knowledge gleaned from 

this study.  

 

Theory of Representative Bureaucracy 

 To help explain the general topic discussed in this study, two theories were 

utilized. The first theory, representation, is that of Frederick C. Mosher. Mosher (1968) 

presents two concepts of representation, active representation and passive 

13 



representation. Active representation proposes that a public servant can represent 

constituents’ interests. An important aspect of active representation is that the 

representative keenly promotes the interest of those individuals whom he represents. 

While active representation can benefit some constituents, there is a downfall. Mosher 

(1968) explains how active representation can be detrimental to an organization when 

active representation is not kept in check, and the interests of those whom he 

represents overshadows the interest or wellbeing of others whom also make up the 

general public. Mosher (1968) presents a second concept – passive representation. 

Passive representation proposes that there exists a set of values and beliefs of diverse 

constituents, which can be represented by a public servant. Importantly, Mosher (1968) 

adds that passive presentation is evident when minorities are present or serve in public 

service; to Mosher, minority presence in public service indicates that there are no 

barriers to entry into public service because the opportunity and ability to access public 

service is not compromised.  

 Both concepts of representation - active and passive - are relevant here. Active 

representation proposes that superintendents can potentially act on behalf of 

constituents. White superintendents, for example, can promote the interest of White 

students in the same manner that Hispanic superintendents can act in the interest of 

Hispanic students. Mosher’s concept of passive representation is an appropriate 

concept here also because this concept identifies the phenomenon of Hispanic, a 

minority group, in public service. Passive representation explains and helps describe 

the phenomenon of having minorities in public service such as the superintendency. 

Passive representation, when evident, to some degree explains that the ability and 
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opportunity for Hispanics to access the superintendency exist.  

 Pitkin (1969) provides a second theory that helps explain representation. This 

theory entails three concepts: descriptive, symbolic, and substantive representation. 

Pitkin (1969) provides that descriptive representation describes when the representative 

resembles or mirrors the constituents with exactness. Likeness between the 

representative and the constituent is most notable here. Descriptive representation is 

measured by the degree in which the representative reflects the constituents. Symbolic 

representation, on the other hand, exists when the representative acts as a symbol for 

something else. Likeness is irrelevant in symbolic representation. Rather, the focus of 

symbolic representation lies in the representative’s actions, which show or confirm what 

the representative symbolizes. The third and final concept is substantive representation. 

This form of representation is most similar to Mosher’s active representation in that the 

representative represents the constituents’ interest. Substantive representation focuses 

on the degree or extent of the representative’s actions while representing the welfare or 

interest of the constituents.  

 All of Pitkin’s concepts of representation are relevant to this study and help 

explain phenomenon that exists in the superintendency. For one, studies often consider 

the descriptive nature of the superintendency. In such studies, researchers identify the 

extent in which the public servant or superintendent mirror the constituency or 

population. This study discussed proportional and numerical representation, both of 

which are forms of descriptive representation. Pitkin’s concept of symbolic 

representation is also relevant because a superintendent or representative often does 

not mirror the constituency – such as when White superintendents serve in minority-
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majority districts. In such cases, however, exactness or likeness between the 

constituency and representative is irrelevant to the idea that the representative’s actions 

still can represent or symbolize the constituency’s interest. Finally, substantive 

representation helps explain the phenomenon in which representatives or 

superintendents actions substantially reflect constituent’s interest.  

 

Limitations 

The following five limitations were considered for determining the generalizability 

of the findings and conclusions:  

1. The target population – Hispanic superintendents in Texas is relatively small 

in comparison to the White superintendent population in Texas, which limited 

the number of applicants sampled.  

2. The sample size – the number of one-on-one interviews was limited to eight 

Hispanic superintendents. The limited number of sample-size participants 

was a result of the sample selection criteria.  

3. The participants’ responses may not be completely honest and/or they may 

exhibit hesitancy to discuss their deep-rooted beliefs for political, social, or 

personal reasons. 

4. Findings and conclusions may be impacted by the ethnic influence or bias of 

by me. My ethnicity is Hispanic. 

5. The findings and conclusions may be influenced by the participant’s 

geographical work location – Texas – and should be generalized only to that 

state. 
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Delimitations 

The following delimitations were established in developing this study: 

1. This survey was delimited to superintendents currently serving in Texas. 

2. The one-on-one interview was delimited to Hispanic superintendents. 

Findings and conclusions should be generalized to superintendents only of 

that ethnicity. An in-depth study of non-Hispanic superintendents may reveal 

similar or dissimilar findings. 

3. This study used an online survey and one-on-one interview process. The 

findings and conclusions may be influenced by the methodology utilized in 

this study.  

4. An online instrument specifically designed for this study was used to collect 

information about the participants’ perceptions and personal experiences. 

Perceptions were measured using a rating scale. 

 

Assumptions 

Various underlying assumptions prevailed in this study. First, factors exist that 

influence the ascendancy of Hispanics to the superintendency. This research aimed to 

affirm what previous studies have shown. Secondly, this study assumed there is a 

genuine desire and need to know Hispanic superintendent’s unique competencies. 

Third, the study assumed that all Hispanics possess the same competencies. A fourth 

assumption is that only Hispanic superintendents can possess these competencies. The 

fifth assumption is that Hispanic superintendents not only perceive that they possess 

these competencies but that these are requisite competencies in the superintendency 
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today. A final assumption maintains that there exists a continued need for Hispanic 

superintendents. 

 

Definition of Terms 

 The following terms were utilized in varying degrees throughout this study. Any 

reviewer should become familiar with them, as they are central to the entire work. 

• Ascendance –succeeding in rising to a higher rank, which in this case, is the 

superintendency. This term was not used to refer to or imply any level of success as a 

superintendent. 

• Competency- used to refer to knowledge, skills, abilities and other 

characteristics (KSAOC). The term, as used in this study, infers that Hispanic 

superintendents possess certain knowledge, skills, abilities, and other characteristics as 

related to their leadership. 

• Ethnicity – term used to identify a person as having or not having a Hispanic 

origin. 

• Hispanic - a person of Mexican, Puerto Rican, Cuban, Central-South 

American, or other Spanish culture or origin, regardless of race. 

• Knowledge, skills, abilities, and other characteristics (KSAOC) – these terms 

are often used as a unit and are therefore defined as a unit. According to Pynes (2009), 

Knowledge is anybody of information that is required to do a particular job. Knowledge 

can be factual, procedural or conceptual. Skills are observable tasks that are required to 

do a particular job. Abilities are aptitudes or what an individual is inherently able to do 

and how well.  
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• Organizational outcomes – any broad set of products, which may or may not 

be measurable but can be described as resulting from a source(s) within the 

organization. The source may be a combination of or particular individual(s), system(s) 

within the organization, beliefs, standards, etc. 

• Race – term used to identify people as African American, White, Native 

American, or Asian/Pacific Islander.  

• White - persons having origins in any of the original peoples of Europe, North 

Africa, or the Middle East. 

 

Organization of Study 

This dissertation is presented in five chapters. The second chapter is a review of 

the Hispanic superintendent literature. The literature review begins by describing the 

growing population of Hispanics in the United States and explaining why their education 

is of particular importance. The literature review frames the problem - the lack of 

Hispanic representation in the superintendency - and how Hispanic leadership impacts 

Hispanic students’ learning. This section is entitled "Hispanic students in the U.S." A 

second section entitled "The State of Hispanic Superintendents" presents data, which 

reflects the incongruence between the number of Hispanic students and the number of 

Hispanic superintendents. Also, highlighted is the disparity between Hispanic and White 

superintendent representation. A literature review also describes the theory of 

representative bureaucracy, which sets the theoretical framework for the research. A 

fourth section entitled "Factors Leading to Underrepresentation" examines the varied 

reasons cited for having a limited pool of Hispanic superintendents. A final section 
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entitled "Benefits of Hispanic Leadership" presents the benefits that minority leaders 

provide their organizations. This section discusses how a minority superintendent 

provides instructional benefits derived from cultural competence. 

The third chapter begins with a description of the research design – a qualitative 

descriptive methodology – along with an explanation of why the design is appropriate 

for the study. This chapter describes the overall Hispanic superintendent population in 

Texas and the research sample that was selected for the study, along with rationale for 

the purposive sampling method. The chapter includes the following: the development of 

the open-ended response survey; how it was deemed valid and reliable; how it was 

implemented and how the data was collected. The later part of the chapter provides a 

description of how data was organized, analyzed, and information extrapolated.  

The fourth chapter presents the findings of the study. The chapter is organized 

by first presenting a quantitative analysis of the online survey responses and contrasting 

these with prior findings. Secondly, the fourth chapter presents a qualitative analysis of 

the interview responses.  

The fifth chapter presents conclusions and recommendations. The chapter 

presents a summary of the findings, followed by areas for further research, implications 

of the study and final statements. All educators may find this chapter helpful in 

developing an awareness of Hispanics issues related to their ascendancy, the potential 

benefits that can be derived from their knowledge, skills, and ability, and to learn more 

about the outcomes that can come from their representation. This chapter also presents 

areas for further research.  
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CHAPTER 2  

LITERATURE REVIEW 

Unprecedented Growth of the Hispanic Population 

The ethnic demographics of the United States (U.S.) is defined by 

unprecedented growth in the Hispanic population in general. In the U.S., the Hispanic 

population grew by 43% from 2000 to 2010 (U.S. Census Bureau, 2010). According to 

the National Center for Education Statistics (NCES, 2011), the number of Hispanic 

school-aged children throughout the country also had a significant growth from 8.7 

million students in 2000 to 12.7 million in 2010. The increased number of Hispanic 

students draws one to consider how the country’s largest ethnic population is 

represented in education among the rank of superintendents. The ability to impact the 

education and future of Hispanic children emphasizes the importance of the Hispanic 

superintendent. The literature suggests factors exist that are rudimental and related to, 

and which influence Hispanics’ ascendancy. Riehl and Byrd (1997) describe these 

factors as social and political influences associated with access to educational 

administrative jobs. Their research compares access between males and females and 

does not specifically address access for particular ethnicities. Their theory, however, is 

relevant because it speaks to the possibility that subjective or internal influences exist 

which may influence Hispanics’ ascendance. The purpose of this chapter is to discuss 

these influences, with the goal of recognizing these aspects as those which can either 

inhibit or promote Hispanic ascendance to the superintendency. 
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Proportional and Numeric Representation 

 The U.S. Census Bureau reports that the Hispanic population in Texas has 

grown from 32% in 2000 to 37.6% in 2010 while the White population has continued to 

decrease (U.S. Census Bureau, 2001; U.S. Census Bureau, 2011). The future holds 

that the Hispanic population will continue to increase given the present trend. Whereas, 

Hispanic students represent 50.3% of the overall student population, White students 

represent only 31.2%, and this figure has steadily declined (Texas Education Agency 

[TEA], 2011). Astonishingly, the number of younger school-aged Hispanic students 

demonstrates that, in a matter of a few years, the Hispanic population will become an 

overwhelming majority. The Texas Education Agency (2011a) reports that the Hispanic 

population among prekindergarten children is 68%. Unless changes occur, the lack of 

Hispanics’ descriptive representation in the superintendency throughout Texas will 

become more obvious in the coming years. To enhance the significance of the Hispanic 

population growth, the Texas State Data Center Office of the State Demographer 

(February 2009) reports that by the year 2040, the overall Hispanic population in Texas 

will reach 59.2%. The booming growth in the Hispanic population in schools and the 

overall population of Texas highlights the importance of ensuring that schools are 

prepared to meet the needs of an increasing Hispanic population. Hispanic leaders in 

the superintendency who can provide active representation resulting from their in-depth 

understanding of the culture and instructional requisites to educate this population are in 

high demand. Nevarez and Wood (2007) identify a decrease in minority leadership and 

the demand for minority leaders, both teachers and administrators. Nevarez and Wood 

(2007) believe that Hispanic leaders possess a cultural awareness and sensitivity that 
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provide benefits to Hispanic students. In spite of accepted thought regarding the 

awareness and sensitivity that Hispanics possess, Whites, which represent the largest 

population among superintendents, hold 81.5% of superintendent seats in Texas (TEA, 

2012a). As addressed earlier, the TEA (2012a) reports that, among the 1,142 

superintendents in Texas, only 113 are Hispanic. Eighty-three of 1,142 superintendents 

in Texas are Hispanic males, comprising only 7.2% of the total superintendent 

population. Hispanic female superintendents are even fewer and significantly lower in 

number. Of the 1,142 superintendents, only 30 are Hispanic females or 2.6% of the 

superintendent population. Additionally, this underrepresentation of Hispanics in the 

superintendency is not localized to Texas. At a national level, Hispanic 

underrepresentation is more pronounced than in Texas. In a comprehensive study of 

American superintendents, Kowalski, Peterson, Young, and Ellerson (2011) report that 

among the superintendents who participated in their study Hispanics represent only 2% 

whereas the percentage of Whites is 94%.  

 

Theoretical Framework 

Two theories of representation were utilized in this research, as defined by 

Frederick C. Mosher and Hanna Pitkin, to clearly explain and describe the following: 

Hispanic representation in the superintendency; benefits to Hispanics resulting from 

active representation; and the Hispanic ascension to the superintendency resulting from 

passive representation.  
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Theory of Representation by Mosher 

  According to Mosher (1968), a representative bureaucracy is composed of public 

service members - also referred to as open service bureaucrats - who represent the 

entire society. In the context of education, many open service bureaucrats exist, with 

superintendents being one such example. Mosher (1968) contributes two concepts of 

representation that provide two different meanings – active and passive representation.  

Active representation (also referred to as responsible representation) exists when 

the person in public service, or more appropriately the superintendent, is expected to 

promote the interests of the constituents whom he/she presumably represents. 

Constituents can be whole groups of individuals such as all Hispanics within a district 

who are represented or segments of the whole group, i.e., Hispanic students, Hispanic 

teachers, etc. Mosher explains that while active representation can provide benefits to 

particular constituents, active representation, unbridled, can be devastating. Mosher 

cautions that active representation can be harmful to the larger population by 

recognizing that representatives must also respond to a multitude of special interest 

groups, each having their own needs. Mosher shares that a representative’s failure to 

respond to all constituents’ needs may lead to deposition. Mosher (1968, p.15) also 

explains “the summing up of the multitude of the special interests seeking effective 

representation does not constitute the general interest” and submits the impossibility of 

reaching equity among varied interest groups. This cautionary statement is noteworthy 

because the unrealistic expectation of having Hispanic representation to solve all 

Hispanic issues is unrealistic. Hispanic representation can be active, yet being active 

does not imply that all issues were addressed or resolved.  
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Mosher provides a second meaning, passive representation - or sociological 

representation - in which the person in public leadership is said to represent the 

collective values and interests of diverse constituents whom he/she represents. A 

quintessential ideal of passive representation is the implication for opportunity, 

accessibility, and advancement of minority individuals. Mosher (1968) states: 

A broadly representative public service, especially at the level leadership, 
suggests an open service in which access is available to most people, whatever 
their station in life, and in which there is equality of opportunity...The importance 
of passive representativeness often resides less in the behaviors of public 
employees than in the fact that the employees who are there are there at all. 
(p.17) 
 

This statement reflects the notion that when passive representation is present, no 

barriers exist to promotion. Barriers to advancement would indicate that passive 

representation is not present or occurring. Mosher (1968) further explains that the most 

severe “violations of passive representativeness...are the shortages of minority races in 

middle and upper levels of service in most public (as well as private) agencies” (p.17). 

Mosher contributes that the absence of certain categories of people suggests that 

barriers to advancement exist for the individuals. Definitely, his theoretical framework 

helps contextualize Hispanic underrepresentation in the superintendency. 

The concepts of active and passive representation in Mosher’s theory help frame 

or explain the role that Hispanics play in the superintendency. Active representation is 

recognized in Hispanic superintendent behaviors, in that these leaders act on behalf 

and in favor of Hispanic students, Hispanic teachers, and Hispanic administrators; 

hence, providing benefits to them. Passive representation can be used to explain the 

phenomenon of having a Hispanic present in public service, i.e., the superintendency, 

because in an ideal passive representation scenario, Hispanics would be provided with 
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access to open service or the opportunity to be a superintendent. Mosher uses the term 

“public service” to reference the roles undertaken in a bureaucracy, which provide 

representation, either passive or active. In this case, superintendency is referred to as, 

a public service. In passive representation, no barriers exist for entry into an 

organization or advancement within the organization. 

 

Theory of Representation by Pitkin 

 Varied meanings are attributed to the term “representation,” and the debate 

about an actual meaning continues to linger (Pitkin, 1969; Mosher, 1968). Pitkin (1969) 

explains how the term has continuously changed, that its meaning has been applied in 

different ways throughout history, and that in the process, new concepts of 

representation have evolved. She explains that historical events, such as the American 

Revolution, describe how the meaning of representation can give way to new concepts 

about representation. The American Englishman, she notes, regarded representation as 

a given right; and, omitting representation on issues, such as the imposition of taxes, 

was a violation of that right. As a result, the nineteenth century brought about a focus on 

representative institutions in which officials were elected to represent a body of 

constituents, such as the American Englishmen, and to advocate for beliefs such as the 

conviction that no taxes be imposed without representation. As a result, the turn of the 

next century brought new concepts such as proportional representation, single-member 

districts, etc. 

In Representation Pitkin (1969) proposes that different meanings clarify the idea 

of representation. She explains that representation can be descriptive, “the idea not of 
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acting on behalf of other individuals but rather standing in their absence” (p. 10). In this 

sense, the representative is a stand-in figure who resembles or mirrors the individuals 

whom he or she represents. When applying the concept of descriptive representation to 

a representative legislature, Pitkin explains that “a legislature must be an accurate map 

of the whole nation, a portrait of the people, a faithful echo of their voice, a mirror which 

reflects accurately the various parts of the public” (p. 10). Pitkin (1969) emphasizes that 

descriptive representation is measured by a representative’s ability to accurately reflect 

those being represented.  

Pitkin (1969) goes on to argue that representation can also be symbolic, in which 

an animate or inanimate figure or person may act as a symbol of those being 

represented. Exact likeness is not relevant in symbolic representation as it is in 

descriptive representation. Rather, the focus is on the representative’s actions, which 

serve to demonstrate what the symbol stands for or what the symbol signifies. Pitkin 

notes, “A symbol seems to be the recipient of actions or the object of feelings really 

intended, not for it, but for what it symbolizes” (p. 12). In summary, she believes that 

descriptive representation addresses the correspondence or the likeness between the 

representative(s) and constituent(s), whereas symbolic representation entails a belief in 

what the symbol stands for or suggests. Finally, she offers a third meaning of 

representation. She proposes that “the real substance” underlying the “activity of 

representing” is critical to understanding how a representative can act on behalf of 

others. (p. 14) Substantive representation emphasizes the magnitude or impact of the 

activity in which the representative, or more appropriately, the agent acts for others, in 

their behalf, and in their best welfare or interest (Pitkin, 1969).  
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In summary, the literature indicates that a demand for superintendents exists and 

that there is an exclusive need for Hispanic superintendents. Both Mosher and Pitkin 

provide theories of representation which explain or describe the phenomenon of 

Hispanics in the superintendency. Mosher’s passive representation explains the 

phenomenon in which minority groups, such as Hispanics, assume or access the public 

service or in this case the superintendency. The presence of Hispanic superintendents 

may suggest that barriers did not limit access or that perhaps barriers were overcome. 

Mosher’s active representation provides that a representative, such as a 

superintendent, can promote the interest of or act on behalf of particulary interest 

groups, such as Hispanics. An understood or underlying notion is that passive 

representation in the superintendency, or the presence of Hispanic superintendents, 

can become active representation where Hispanics’ interests, particularly that of 

Hispanic children, are addressed by the Hispanic superintendent. Pitkin’s concept of 

descriptive representation can be used to describe the extent of both numeric and 

proportional representation. Using Pitkin’s concept of representation, the 

superintendency can be described as being descriptive in some manner. In this case, 

the superintendency may be described as not providing descriptive representation to 

Hispanic students because the number and proportion of Hispanic superintendents is 

far outnumbered by number and percentage of White superintendents regardless of the 

fact that Hispanic students are a majority. In general, Hispanic-superintendent potentials 

fail to access the superintendency which suggest that open service is not truly open to 

all and that barriers exist. The literature proposes that barriers exist and that Hispanics 

can learn to navigate them (Alire, 2001; Campbell-Jones & Avelar-Lasalle, 2000; 
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Quilantán & Menchaca-Ochoa, 2004; Escobar, 2009, Tallerico, 2000a). Barriers such as 

racism and prejudice, for example, are those which some practicing superintendents 

believe must be overcome. The following literature review presents factors associated 

with Hispanics’ representation that influence their ascendancy.  

 

Hispanic Superintendent Leaders: Supply and Demand 

It is well known that an unfilled demand exists for superintindents on the whole 

and even a greater demand occurs for Hispanic superintendents. In 2012, the Texas 

Education Agency reported on the demographics of only 1,142 superintendents, even 

though it is known that the number of districts in Texas is approximately 1,228. The 

descrepancy in the number of reported superintendents and the number of positions, in 

part, points to the quantity of unfilled positions and serves to underscore the demand for 

superintendent leaders. Not only does a need for superintendent leaders exist, the need 

for ones of the highest caliber is of utmost importance. Contrary to these needs, Glass 

(as cited in Kamler, 2009) finds a decline in both the quantity and quality of 

superintendent candidates. The research further suggests little Hispanic representation 

occurs in the superintendency, and the future generation of Hispanic leaders depends 

on today’s accessibility to role models (Dillard, 2003; Escobar, 2009; Glass, Bjork, & 

Brunner, 2000; Kowalski et al., 2011; TEA, 2012a). At a national level, a scanty growth 

in Hispanic superintendents - as represented by a growth from 1.4 to 2.0% in the last 10 

years - serves to heighten the pervasive underrepresentation of Hispanics (Glass et al., 

2000; Kowalski et al., 2011). In Texas, only 113 out of 1,142 superintendents, or  9.9%, 

are Hispanic (TEA, 2012a). Although Hispanic representation in Texas is presumably 
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higher than in most states, it remains significantly low in comparison to White 

superintendents, and the number of Hispanic superintendents does not proportionally 

reflect the large number of Hispanic students within the state which the Texas 

Education Agency reports as 50% in 2011 (TEA, 2011b). 

 

Factors that Influence Hispanic Representation 

Limited Hispanic Pipeline 

 Hispanic underrepresentation in the superintendency, is often attributed to a 

number of factors; one of which is a limited pipeline of aspiring Hispanic potentials 

(Dillard, 2003), and the pipeline is fed by both high school and college graduates. A 

report, The Secondary School Completion and Dropouts in Texas Public Schools 2007-

08 (TEA, 2009a), addresses the probable origin of the deficient Hispanic pipeline. The 

report shows that the Hispanic student completion rate in 2008 was 69.6% compared to 

the White student completion rate of 88% (TEA, 2009a). This report suggests that the 

Hispanic high school dropout rate affects initial enrollment in college, therefore it 

impacts the college completion rate. This dropout rate, in turn, reduces the number of 

Hispanic students that enter the educational field and take on positions such as 

administrative ones (Dillard, 2003; Escobar, 2009; Leal, Martinez, Ebers, & Meier, 

2004). Leal et al. (2004) concur that administrative representation increases when the 

percentage of college-educated Latinos increases. Hodgkinson and Montenegro (1990) 

contribute that in order to improve the pipeline of minority superintendents, including 

Hispanic superintendents, an increase in the number of teachers, principals, and central 

office staff must occur. The deflated numbers in such positions impact the pool from 
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which Hispanics ultimately become superintendents. To support this notion further, 

Kelly, Schneider, and Carey (2010) conducted an analysis of university graduation rates 

for Hispanic students to find gaps between the completion rates of Hispanic and White 

students. In Texas, the Hispanic university completion rate in 2007 was 40%, whereas 

the White university completion was 45%; however, as noted by the NCES (2003), 

despite an increase in Hispanic completion rate, their enrollment is lower than that of 

their White peers, which further minimized the Hispanic pipeline. In 2000, the Hispanic 

high school dropout rate in the U.S. was nearly 30% as compared to their White 

counterpart, which was less than 10%. These figures fully demonstrate that a limited 

number of Hispanics attend college because a limited number graduate from high 

school. Furthermore, the report indicates that many more Hispanics attend two-year 

colleges rather than four-year colleges, which further contributes to underrepresentation 

of superintendents. This fact further supports the belief that a lack of Hispanic 

leadership – teacher and administrative – is in part due to the limited pool of Hispanics. 

On a grim note, Hodgkinson and Montenegro (1999) further assert that by 2025 

minorities will only represent about 3% of the teaching pool, thus resulting in a very 

limited pool of minority superintendent potentials. 

 

Influences in Childhood 

Researchers present a second factor that may explain the lack of Hispanic 

representation in educational administration. These individuals assert that the likelihood 

of an individual to assume a position of leadership, as the superintendency is in part, 

determined by factors of childhood influences, such as the family. The family can 
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provide a child with the motivation to aspire to positions within the educational field and 

consequently influence career mobility or patterns within education (Hodgkinson and 

Montenegro, 1999; Maienza, 1986). Additionally, Hodgkinson and Montenegro (1999) 

offer, a connection exists between immigration and the number of students who aspire 

to have a career in education. They espouse that the most recent increase in 

immigration has led to a decreasing interest in entering the educational profession. 

They explain that the U.S. is experiencing the second largest wave of immigration to the 

states, which is mostly non-European. Of greater interest, is the value system that is 

developed, as a result of migrating to a country where one’s income reflects one’s social 

status. These values are imposed on the newly migrated children. Hodgkinson and 

Montenegro (1999) assert that immigrant parents, or first generation parents, do not 

encourage their children to aspire to teaching as a profession or to pursue a degree in 

educational administration. On the contrary, immigrant parents typically encourage their 

children to aspire to careers that provide social status and rewards that are more 

lucrative. Hodgkinson and Montenegro (1999) believe this feeling is particularly true of 

first generation Hispanics. It seems that the family’s underlying purpose is to attain the 

professions typically associated with those of their White contemporaries;  however, 

they do find that the children of later generations are more likely to assume more social-

work related professions. While this latter outlook is promising, it is not certain, and in 

the interim education is faced with underrepresentation of Hispanics; consequently, 

Hispanic children lacking parent motivation to aspire careers in education. 

Similarly, Maienza (1986) also finds that early childhood influences provide 

socialization toward leadership. She remarks that superintendents “had extraordinary 
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responsibility placed upon them at a very young age” and that their rearing was not 

traditional. (p. 69)  Maienza (1986) adds that their childhoods “were characterized by 

examples of being singled out in the family, and unusual family circumstances that often 

placed the subjects in adult roles beyond their years in responsibility” (p. 69). Although 

her study attempts to identify predictors of access to the superintendency with a 

particular focus in comparing the experiences of men versus women, the study arouses 

curiosity about how these findings can be generalized to Hispanics. Maienza’s study is 

among the limited works that helps to describe the early childhood influences of 

superintendents and research; this idea speaks to the Hispanic experience proving 

further limitations.  

 

Search Firms 

In an increasing number of cases, school boards retain search firms to recruit 

and recommend superintendents (Glenn &Hickey, 2009; Glass et al., 2000; Kamler, 

2009; Kowalski et al., 2011). Research actually shows that using a firm, or external 

agency, to manage the superintendent search process has increased from 17.7% in 

2000 to 24.1% in 2010 (Glass et al., 2000; Kowalski et al., 2011). Ortiz (2000) finds that 

search firms, which are often composed of former school board members and 

superintendents, control who succeeds in the superintendency. These trends have a 

significant impact on Hispanic aspirants, especially if the firm members hold certain 

beliefs about race and whether race should be of any concern in the recruiting and 

selection process. Glenn and Hickey (2009) exam the differences in White search firm 

members’ perceptions of the minority experience in the superintendent selection 
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process versus that of Hispanics. They find discrepant perceptions between White and 

Hispanic search firm members about race. Their findings show that only 4.7% of White 

male search firm members believe that gender and race are barriers to the 

superintendency; however, 20% of female, 100% of African American, and 16.7% of 

Hispanic search firm members perceive gender and race as barriers. The difference in 

perceptions suggests that to White males gender and race are non-issues and do not 

present barriers. Perhaps more importantly, is the simple fact that a difference in 

perceptions exists and that the difference merits further consideration, particularly the 

influence that the divergent perceptions of race can have on the selection of 

superintendents. The awareness or knowledge of differing perceptions about race and 

gender has a particularly unique influence on emerging minority superintendents and as 

they assume the post. For example, in a study of minorities and leadership in the library 

and information sciences, Alire (2001) shares those minority leaders, particularly people 

of color, self-impose responsibilities from the moment they emerge as leaders. 

Emerging leaders of color perceive a need to prove themselves and dispel stereotypes 

such as the perception of preferential treatment, that minorities can only be successful 

in leading minorities, that minorities have less than par communication skills, that 

minorities are ineffective because the major stakeholders in higher positions are 

generally White, and that diversity is equated with subpar leadership. According to Alire 

(2001), people of color feel a need to prove that their selection was not based on 

preferential treatment and that they are only effective in leading minorities. Although 

Alire’s discussion implicitly speaks to those serving as leaders, the ideas she presents 

are applicable to those who aspire to become leaders, and her contributions speak to 
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the particular differences between the minority and White experience as they relate to 

selection.  

Tallerico (2000a) contributes that although superintendent search firms attempt 

to appear unbiased, gender and racial biases are manifested behind the scenes and 

ultimately influence decisions to promote a candidate to the board. Additionally, 

Tallerico (2000a) shares that superintendent vacancy notices which supposedly 

communicate the required qualifications actually do not reflect the criteria used in the 

actual selection of a superintendent; this study highlights the fact that search firms or 

consultants make the first cut, promote their preferred candidate, and consequently, 

impact other candidate’s opportunity to secure a superintendent post. Curiously, 

concern about preferential treatment is not only shared by Hispanic superintendents, it 

is also shared by members of the board as well; the study finds board members allude 

to their concern that search firms promote their favorite candidates or bring forth those 

individuals for which they have a personal preference.  

 

Unexpected Barriers 

Kowalski et al. (2011) report data describing gender, age, and career pathways 

that provide access to the superintendency. The report reflects that men held three 

quarters of the superintendent positions in the country in 2000. Interestingly, the data 

reflects that 94% of the superintendents were nonminority. Minorities, on the other 

hand, held only 6% of superintendent positions, 2% of which were Hispanic. The data 

reflect that in most cases the point of entry to education for superintendents was as a 

teacher, a post that was held for 6-10 years prior to entering administration. In the order 
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of most cited, the five most commonly reported entry points to administrative positions 

are: high school assistant principal, high school principal, district director/coordinator, 

elementary principal, and junior high school principal. The five most often cited 

assignments held prior to assuming the superintendency were high school principal, 

district-level director/coordinator, elementary school principal, junior high or middle 

school principal, and assistant/associate/deputy superintendent. The data remains 

relatively unchanged when contrasted to the data presented by the American 

Association of School Administrators over a decade ago. Superintendencies then were 

dominated by White males and the two common career paths described then are 

remarkably similar to those of the recent study (Glass et al., 2000). Superintendents’ 

career paths are described as moving from a teacher post, to principal or assistant 

principal, to central office administrator and then to superintendent or their career path 

is described as moving from teacher, to principal or assistant principal, and then to 

superintendent. Not surprisingly, the data reflects that Hispanic representation 

accounted for only 1.4% of the overall superintendent population. The similarity in data 

between the two last decades gives pause for concern, if not curiosity. 

On the surface, similarities in the data from one decade to another regarding 

superintendents’ gender, career path, and ethnicity, may appear coincidental. However, 

researchers suggest that similarities may be more than coincidental and that the data 

actually reflects decision making bodies, i.e., search firms and school boards, 

preferences for superintendents who have taken a particular career path (Glenn & 

Hickey, 2009; Quilantan & Menchaca-Ochoa, 2004; Manuel & Slate, 2003; Ortiz, 2000; 

Tallerico, 2000a, b). Although the preferences may not always be explicitly stated, 
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affinity career paths, gender, and age exists. Tallerico (2000b) discusses that 

preferences in career paths are actually not explicit. Rather, the preferences manifest 

themselves in actual practices of those individuals or entities that have influence over 

hiring. Tallerico (2000b), for example, describes how superintendent job-postings often 

do not disclose what is truly sought or preferred in an applicant. The job postings differ 

from what search firms or school boards actually seek. Tallerico (2000b) shares that 

most job postings solicit applicants who possess certain leadership skills. School board 

members’ and consultants’ “behind-the-scenes definitions of candidate quality rely more 

on hierarchies of prior job titles than on particular leadership skills” (p. 29). Such covert 

preferences inhibit minorities, particularly Hispanics, from accessing the 

superintendency because their career path, age, and gender is atypical and the 

unstated expectations have perpetuated a disproportionate number of minorities in the 

superintendency (Glass et al., 2000; Glenn & Hickey, 2009; Kowalski et al., 2011; 

Quilantan & Menchaca-Ochoa, 2004, Manuel & Slate, 2003; Ortiz, 2000; Tallerico, 

2000a, b). Studies find, for example, that women who enter the superintendency are 

generally older and their career path generally does not include experience at the high 

school level. The career paths of women are typified by experiences as a teacher, 

elementary principal, and coordinator/director (Glass et al., 2000; Kowalski et al., 2011; 

Maienza, 1986). Although a recent report presented by Kowalski et al. (2011) does not 

publish disaggregate data by ethnicity, scholarship exists which reveals the Hispanic 

experience. Brunner (2003), for example, finds that superintendents of color actually 

report more years of teaching experience than Whites in his entire sampled population 

of superintendents. Bruner points out that 48.3% of superintendents of color have 
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between 6-10 years of teaching experience, whereas only 37.9% of the 

superintendents, in general, report the same level of experience. Furthermore, Padilla 

(2003) finds that Hispanics’ career path begins at the teacher level and then continues 

to the principal level prior to assuming the superintendent role. A small percentage of 

Padilla’s subjects reported serving at the central level in curriculum or instruction 

director positions and most respondents share that their principal experience was at the 

secondary level. Padilla (2003) also finds that Hispanic superintendents are actually 

older than the national average. His Hispanic superintendent subjects’ ages were 

between 50 and 55 where the national average at the time of his study was between 46 

and 50. These findings, again, reflect that differences in minority career paths exist, at 

least from a national perspective. The question which surfaces from such information is: 

Is a preferred career path, age, and gender how gatekeepers define a qualified 

superintendent candidate? Tallerico’s (2000a) research on gatekeepers, such as search 

firm members and consultants, suggests that those who deviate from the accepted 

career path are viewed as less than desirable and that particular career paths, age, and 

gender are more highly regarded. Tallerico (2000a) finds, for example, that board 

members prefer candidates have experience as secondary administrators, and he 

defines unstated expectations as “unwritten rules” and “unwritten selection criteria” (p. 

37). The consistency in the data about superintendents who manage to ascend to the 

superintendency over decades supports this notion. This notion, if true, has 

consequences to passive representation of minorities, particularly Hispanics, in the 

superintendency. The preferences of those who have influence over hiring have a 

disparate impact on Hispanic representation among superintendents.  
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According to Bruner (2003), research data about superintendents’ career path 

selected for publication and distribution perpetuates the notion that certain career paths 

are better or ideal. The problem lies in the participation of a large number of White male 

superintendents, which creates biases in results and findings. The White majority can 

overshadow the data that speaks to minority experiences in any study, such as the 

Hispanic experience. Brunner (2003) explains, data exists that would help expose 

Hispanics’ experiences and career paths; however, it is not published. He believes that 

in not publishing such data, the researcher acts irresponsibly because of the 

implications of such actions. The decision to report data and findings that are not 

disaggregated renders Hispanics’ experiences invisible and the generalizations about 

all superintendents are inappropriately generalized to Hispanics. 

 Research about superintendents, such as the research conducted by Kowalski et 

al. (2011), produces findings that can lead to the generalization that there is an ideal 

career path, gender, and age. Bruner (2003) emphasizes the importance of expanding 

discourse about data to gain a deeper understanding of the subjects. Unless more 

discourse occurs, the research will perpetuate the accepted beliefs about career path, 

age, and gender. Tallerico (200b) too emphasizes the importance of analyzing nonwhite 

experience and understanding exactly why they may be different. In making this 

knowledge visible and creating awareness, minority candidates stand an opportunity of 

securing a superintendent position. 

 

School Boards 

Other research depicts school boards as organizations that act as gatekeepers to 

39 



the superintendency (Glenn & Hickey, 1999; Escobar, 2009). Glass et al. (2000) and 

Kowalski et al. (2011) find that while the use of school boards in the superintendent 

search process has decreased, school boards still remain the most utilized method of 

selecting a superintendent. School boards were cited 54% of the time as the method of 

selecting a superintendent in 2001 and 46.2% of the time in 2010. The fact that school 

boards are the most utilized method of selecting a superintendent does not singly create 

a barrier; rather, the possibility that these organizations can influence anyone’s access 

to the superintendency creates a barrier. Additionally, Hispanic representation on school 

boards, or lack thereof, may influence the decisions made. The disproportionate 

representation of Hispanic superintendents may be correlated to low Hispanic 

membership within the organization that selects them. In a national study of school 

boards, Hodgkinson et al. (1999) estimate that only 13% of board members are 

minorities. These findings are consistent with those of the Texas Association of School 

Boards (2010) which found that Hispanics represented roughly 15% of the overall 

superintendent population. The data emphasizes the underrepresentation of Hispanics 

on school boards. The significance of underrepresentation lies in the fact that boards 

are decision-making organizations that contribute or ultimately determine the selection 

of superintendents. Of greater significance is the belief that board members’ races and 

ethnicities influence the board’s decisions. Escobar (2009), for example, finds that a 

boards’ race and ethnicity aligns with the decisions made by that board. He discusses 

that minority board members provide active representation by aligning their decisions 

with the needs of the minority population, which they represent. Escobar also discusses 

discriminatory practices in the hiring of superintendents, which may present the idea 
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that the most severe violation of passive representation, according to Mosher, has 

occurred. While some researchers suggest discrimination does occur in the selection 

process, other researchers find that boards do not claim to discriminate, nor do they 

provide preferential treatment. For example, Tallerico (2000b) finds that Boards of 

Education and search committees do not acknowledge discrimination; his research 

finds that boards dislike affirmative action, believe in equal opportunity, and that no 

special preference is given to any potential candidate of color. To the extent that boards 

believe in non-discrimination, Leal, Martinez-Ebers, and Meier (2004) find that the 

ethnic makeup of a school board is correlated to the ethnicity of their hires. This idea 

implies that board members are influenced by an individual’s race. It is important to note 

that Leal et al. (2004) find that school boards that have Latino members also have a 

higher number of Latino administrators and that the number of Latino administrators is 

correlated to an increased number of Latino teachers in a district. This finding suggests 

that racial preferences in hiring do exist for both Hispanics and Whites. This finding also 

suggests that an increase in Hispanic superintendents may be possible through greater 

passive representation, which is evident by the presence of minorities in public service 

(Mosher, 1968). In general and most importantly, these findings underscore the link 

between minorities on the school board and minorities selected for the superintendency. 

For this reason, Escobar (2009) and Hodgkinson and Montenegro (1999) expose a 

need to train school boards concerning diversity issues.  

 

Self Efficacy 

Escobar (2009) presents other factors that may result in low Hispanic 
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representation in the superintendency. He explains: Hispanics have a lowered desire to 

be superintendents; very few Latinos/Latinas believe they have the requisite education 

to be considered for the position; they do not have the appropriate information and 

knowledge to be competitive; and they do not have the appropriate and broad 

professional experiences. Padilla (2003) and Dillard (2003) similarly find that Hispanics 

believe they are unqualified, lacking preparation and education. This self-perception 

leads Hispanics to delay pursuing the superintendency, attain higher levels of academic 

preparation, such as doctoral degrees to overcome perceived deficiencies in 

themselves and spend more time in curriculum and instruction activities to gain 

additional preparation, all of which, consequently, results in a divergent career path. 

Hispanics’ self-perception has the potential of giving them no reason or motivation to 

gain knowledge about accessing the superintendency; therefore, lacking the knowledge 

of how to obtain it. Padilla (2003) reports that Hispanics often learn about 

superintendent positions through newspaper advertisements rather than methods most 

commonly used by all superintendents, such as through school boards and search firms 

as described in the national study by Kowalski et al. (2011). When Hispanics lack an 

awareness of existing barriers including those related to self-efficacy, this, in itself, 

creates a barrier and inhibits their ascendance to the superintendency (Campbell-Jones 

& Avelar-Lasalle, 2000). Campbell-Jones and Avelar-Lasalle (2000) assert that while 

there are external barriers such as local organizations, communities, or judgments 

made by the board, there are internal barriers as well. Their participants report that they 

experience “inner dialogue”, “self victimization”, feeling of “unworthiness,” and play an 

“inner tape” related to their race that can create a barrier to them. (p. 13) Similarly, 
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participants in a study conducted by Iglesias (2009), contribute experiencing “inner 

racism” which becomes Hispanics’ “worst enemy” (p. 147-148). Campbell-Jones and 

Avelar-Lasalle (2000) conclude that, minority superintendents must have an “awareness 

of external barriers of White privilege as well as the internal forces of self-doubt” (p.22). 

In a descriptive study of Hispanic superintendents in Texas, Padilla (2003) and Dillard 

(2003) too find that their subjects lacked self-confidence, preparation, and experience. 

Their subjects report that to become superintendents, they had to overcome their 

internal fears, discomfort, self-doubt, and lack of confidence. Studies conducted by 

Glass et al. (2000), Kowalski et al. (2011), and Iglesias (2009) also offer similar findings. 

With regard to issues of discrimination, minorities in general report having personal 

experiences with discrimination and perceive that their access to the superintendency is 

restricted. Interestingly, and consistent with that of Hispanics, Whites perceive that 

minorities (Hispanics included) did not experience any restrictive access to the 

superintendency.  

 

Other Barriers 

In a more recent study of Hispanics in the superintendency, Padilla (2003) 

identified factors that served as barriers. Where his study supports prior findings about 

factors influencing Hispanics’ ability to obtain a superintendent position, such as, 

preparation and experience, race and gender, school boards, and lack of support 

systems, he also described two other factors: local politics, and mobility, are noted as 

barriers in obtaining the superintendency. Issues involving politics and mobility are 

commonplace to anyone seeking a position in the superintendency; however, Padilla 
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found that Hispanics view these factors as barriers, which inhibit entry to the 

superintendency in a way that is unique to Hispanics. He found that Hispanics’ culture 

values domestic stability and Hispanics chose not to uproot their families. Therefore, 

Hispanics became superintendents within their school districts. These factors may 

become increasingly significant as more Hispanics consider the superintendency in 

Texas because the Hispanic population has dramatically increased in the north central 

Texas areas over the last 10 years (U.S. Census Bureau, 2011). These increases may 

call for an increase in descriptive representation where there is little or none. Data 

suggests that descriptive representation among superintendents is greatest where the 

overall Hispanic population is greatest. A preliminary analysis of Hispanic 

superintendents in Texas as reported by the Texas Education Agency supports this idea 

(TEA, 2012). Kowalski et al. (2011) also found similar results; they reported 61.7% of 

minority superintendents are found in districts where the minority student population is 

greater than 51% and that 49.6% of nonminority superintendents are found in districts 

where the minority population is 5% or less (Kowalski et al., 2011). Hispanics may either 

have to ascend in districts where the Hispanic population is growing, although still not a 

majority or they may have to relocate to these areas, which is uncommon for them to do 

and contrary to their cultural values. Relocating may be more likely considering that 

nationwide 66% of superintendent’s report that they were not selected from within their 

own district (Kowalski et al., 2011). With this said, any issues relating to Hispanic 

mobility must be overcome. With regard to politics serving as a barrier, Padilla (2003) 

and Dillard (2003) found that Hispanics view their ethnicity as a political roadblock, and 

that Hispanics encounter the good-ole-boy network and that communities may not 
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consider them for the superintendency because of their ethnicity. Padilla and Dillard’s 

findings suggest that race has a positive influence in situations where Hispanics have 

been able to access the superintendency. They contribute that one’s ethnicity can be 

both a positive or negative influence depending on the circumstance. Their research 

participants found that they were more likely to attain a superintendent position in 

districts where the Hispanic population was greatest which indicates that race can have 

serve as a positive influence. Whatever the factors may be that result in Hispanic 

underrepresentation in education, the problem persists and must be addressed. 

According to Hodgkinson and Montenegro (1999), the first step to solving the problem 

of underrepresentation is an acknowledgement that the problem exists. The next step in 

solving the problem is to address the need for an increased pool of Hispanic teachers. 

As Hrabowski (2004) states, “Only by creating and supporting a larger pool of high-

achieving minority students can we ultimately increase the number of…minorities who 

become leading professionals, in general” (p. 30). Hodgkinson and Montenegro (1999) 

propose a possible solution. They explain that business and political leaders should 

provide for “creative efforts to identify, train, and place non-traditional candidates” (p. 

21). These authors suggest that in order to sustain efforts toward improved student 

achievement, a diverse pool of candidates must be created.  

 Many scholars, as presented in this literature review, have presented factors that 

influence Hispanics’ ability to access the superintendency, which consequently provides 

Hispanic representation. Beyond providing descriptive representation, some scholars 

posit that Hispanic representation is valuable to Hispanics in general because of the 

potential benefits that Hispanic superintendents provide other Hispanics. The following 

45 



discussion on cultural competency provides a framework for understanding how 

knowledge of other cultures can lead to outcomes that benefit other cultures. 

Furthermore, the discussion provides a broadened understanding of cultural 

competency that encompasses the possibility that cultural competency can be acquired 

and that it can be measured across a continuum. Moreover, the discussion provides the 

framework for understanding how Hispanics’ personal understanding of the Hispanic 

culture can potentially lead to measurable outcomes, a hightened level of cultural 

competency.  

 

Cultural Competency 

Provided that a larger pool of potential Hispanic superintendents is desired, is 

there any justifiable, sufficient reason for increasing representation for the simple sake 

of doing so? Perhaps the more relevant question is whether Hispanic presence matters 

at all or whether more representation would make some significant difference in the 

superintendency; the literature suggests that it does. In more general terms, scholars 

share that minority educators, including Hispanic superintendents, can add value to the 

overall organization, better serve Latino students, and provide students with benefits 

(Alire, 2001; Campbell-Jones & Avelar-Lasalle, 2000; National Collaborative on 

Diversity in the Teaching Force, 2004; Roman, 2007). Research posits, for example, 

that students’ academic achievement is enhanced by minority leadership. With regard to 

instruction, researchers identify that Hispanics possess unique capacities, such as an 

inherent cultural awareness and inherent knowledge of instructional practices to 

effectively teach Hispanic children (Campbell-Jones & Avelar-Lasalle, 2000; National 
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Collaborative on Diversity in the Teaching Force, 2004). Competencies, such as 

knowledge about the Hispanic culture and awareness of how one’s Hispanic culture 

affects learning may be described as cultural competency. While some scholars, such 

as Brown (2012), argue that public agencies should not focus on meeting the needs of 

individual minority cultures and that minority cultures should assimilate into the 

mainstream dominant culture, there is no debate that any competence which effectively 

meets the needs of any child is important, Hispanic children notwithstanding. Further 

research is needed, however, to better understand cultural competencies that Hispanics 

may possess and to identify resulting outcomes which benefit not only all students but 

those who have quickly escalated to become the largest percentage of “all students,” 

the Hispanic student population. Prior to considering any notion that Hispanics may 

possess unique cultural competencies, a working definition of cultural competency is 

needed to provide a framework or context for the discussion. 

On what is considered a very basic level, cultural competence is often 

understood as being sensitive to different cultures or having an ability to interact with 

people of different cultures; other definitions render such definitions too narrow and 

suggest that cultural competency, as a construct, is more dynamic and employs more 

concepts. Martin and Vaughn (2007), for example, add that cultural competence has 

four components: (a) awareness of one's own cultural worldview, (b) attitude towards 

cultural differences, (c) knowledge of different cultural practices and worldviews, and (d) 

cross-cultural skills. The aforementioned definitions may suggest that in the context of 

working with Hispanics through education, educators with cultural competency have 

knowledge, skills, and abilities to better serve Hispanic students. Hypothetically 
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speaking, if Hispanic educators uniquely possess Hispanic cultural competencies, they 

may be key to effectively addresseing the unique needs of a growing Hispanic 

population to an extent that is perhaps greater than what a non Hispanic educator may 

be able to do. Given that the student population has rapidly grown, research is needed 

to assess the extent to which Hispanic educators, particularly superintendents, possess 

any cultural competencies that may be helpful in addressing the needs that have 

accompanied the Hispanic population growth. 

Other definitions of cultural competence extend beyond simply having an 

awareness of other cultures or having an ability to effectively interact with people of 

other cultures. Broader definitions require that an organization or individual’s actions, 

programs, policies, and the like reflect awareness of one’s own cultural views, attitudes 

toward cultural differences, etc. (Carrizalez, 2010; Benavides, 2008, Benavides, 2012; 

Wyatt-Nichol & Naylor, 2012). Simply stated, broadened cultural competency definitions 

have extended to requiring some level of responsiveness or product, per se. Under this 

broadened definition, culturally competent organizations such as public administration, 

healthcare, and educational institutions should not only possess an awareness or 

understanding of other cultures and their needs; these institutions must also reflect this 

awareness and understanding through their actions (i.e., practices, programs, and 

policies). To be competent under this definition, institutions must provide informed and 

adapted services that respond to diverse cultural needs. Benavides (2008, 2012) shares 

that good government is a responsive government that anticipates and accounts for 

delivery of services. He contibutes that cultural competency “is the process of 

understanding those we serve to the point of managing and adapting services to meet 
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the needs of the people” (p. 106). This statement may imply that government is 

responsible and should be accountable for ensuring the delivery of services that 

respond to the constituents’ needs. School district services may then be considered an 

indication of the institutions’cultural competence. Norman-Major and Gooden (2012) 

further suggest that services must be more than responsive, they must be beneficial to 

constituents. They add that “it [cultural competency] promotes effective delivery of 

services” (p. 3) which implies that services which do not reflect cultural competency are 

ineffective or may result in ineffective delivery of services. Norman-Major and Gooden 

(2012) emphasize that there should not be one-size-fits-all solutions particularly when 

diversity and diverse needs exists; rather, the recognition and identification of cultural 

differences should result in effective, efficient, and equitable services [emphasis added] 

that leave no part of the public unserved or underserved. In the context of education, 

the public is defined as the entire school community but a great concern to educators 

today is the Hispanic student population which now represents the greater percentage 

of the student community in Texas. Cultural competency in education under such 

definition ensures that responsive services exists and that the services are targeted and 

specific to the needs of diverse groups. 

Broader still are definitions which not only address cultural awareness, an ability 

to interact in cross cultural settings, and responsive services. Cross, Bazron, Dennis, 

and Isaacs (1989), add that culturally competent organizations engage in self-

assessment and institutionalize culture in the organization. Rice (as cited in Wyatt-

Nichol and Naylor, 2012), also supports this notion and adds various other indications of 

cultural competency in organizations such as the organizations’ hiring, training, policies, 
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and engagement of under-represented groups. These broad definitions stand in support 

of the idea that cultural competency is not merely knowing about other cultures, 

appreciating other cultures, interacting with people of other cultures or providing 

services. These latter definitions are more progressive. These definitions require that 

truly cultural competent organizations change internally in response to external 

diversity. Consequently, consideration to how a school district changes internally in 

response to external diversity is appropriate to this study to some extent but future 

studies and in depth studies are certainly warranted. 

 

Cultural Competence - A Job Requirement 

Today’s educational canvas includes a student population represented by a 

disproportionate number of Hispanic students. To meet the needs of the Hispanic 

student population, educators must be culturally competent. An effective culturally 

competent federal, state and local agency - such as a school district - must ensure 

responsive and informed services. Culturally competent agencies must provide what 

Benavides (2008) describes as an “action-orientated approach” to serving the needs of 

the public (p. 61). Wyatt-Nichol and Naylor (2012), for example, provide that the federal 

government has already recognized the importance of cultural competency in 

healthcare by instating “culturally and linguistic standards” (p. 62). Wyatt-Nichol and 

Naylor (2012) discuss that such standards impact job descriptions and how 

qualifications of potential hires are defined in the healthcare industry. They share that 

job descriptions include required “knowledge, skills, and abilities specific to cultural 

competence” (p. 62). Inspite of headway made in healthcare, Wyatt-Nichol and Naylor 
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(2012) find that, in general, federal government agencies’ strategic plans, i.e., 

Department of Education, do not address the increasing diversity which faces our 

country, the consequence of which will be reflected in the organization’s overall 

performance in workforce planning and service delivery. Similar research is needed to 

determine if state education agencies and local school agencies such as school districts 

in Texas have strategic plans to address the growing Hispanic population. An analysis 

of the federal mandate, No Child Left Behind, and other state mandates may reveal the 

extent that expectations and requirements are explicit as they relate to cultural 

competence as well. One important indication of how cultural competence is valued in 

education within Texas, is to consider the standards (knowledge and skills) established 

for the school district’s leader, the superintendent. A close look at the standards set in 

the Texas Administrative Code may reveal some indication of cultural competency 

requirements in the superintendency. These standards, regarded in the code as 

knowledge and skill requirements, must be met before receiving superintendent 

certification in Texas (Texas Administrative Code Title 19 Chapter 242 section 15). One 

standard which may minimally meet the definition of cultural competency is Standard 

C(10): 

Learner-Centered Leadership and School District Culture. A superintendent is an  
educational leader who promotes the success of all students and shapes school  
district culture by facilitating the development, articulation, implementation, and  
stewardship of a vision of learning that is shared and supported by the school  
community. A superintendent understands, values, and is able to: (10) promote  
multicultural awareness, gender sensitivity, and the appreciation of diversity in  
the education community. (§242.15) 
 
This standard, at a minimum, requires the district leader to promote awareness of 

diversity. The standard may be viewed, however, as lacking breath because the 
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standard does not require responsiveness or effective, adapted services that reflect the 

awareness of diversity as required by broadened definitions of cultural competency. 

Another related or relevant standard to the topic of cultural competency is Standard F: 

“Learner-centered communications and community relations: A superintendent is an  

educational leader who promotes the success of all students by collaborating with  

families and community members, responding to diverse community interests and  

needs, and mobilizing community resources” (§242.15). 

Words such as “responding,” “diverse,” “mobilizing,” and “resources” found within 

this standard are relevant to cultural competency. The standard, at a minimum, reflects 

some acknowledgement that diversity exists and that there is a need to mobilize 

community resources in an effort to respond to diverse needs and interests. The 

standard, however, does not demonstrate an awareness that cultural competence also 

demands an assessment of internal ideologies, practices, resources, etc. that also 

serve to meet the needs and interests of diverse groups. Conducting an internal 

assessment indicates that an organization understands that cultural competence 

extends beyond simply collaborating with community and mobilizing their resources. 

The standard also does not introduce critical concepts of cultural competence such as 

the idea that services should be effective, efficient, and equitable. A more progressive 

standard is necessary which requires a superintendent to be culturally competent and to 

lead a culturally competent organization. More importantly, a standard is necessary that 

is more appropriate and recognizes the reality that the student population today is vastly 

different than it may have been a decade ago and requires institutional change. At this 

time, expectations of cultural competency fall optimistically in the hands of those 

52 



individuals who select the superintendent and govern the district, search firms and 

school board members, respectively. A study of superintendent job descriptions which 

are developed by school boards and search firms to inform potential candidates of the 

district’s requirements, may provide further insight as to whether or not cultural 

competency is valued at the district level and required by the school boards that govern 

the district. If such a study reveals that job descriptions do not require or seek culturally 

competent leaders, then Wyatt-Nichol and Naylor’s (2012) finding that cultural 

competency in government agencies such as education is lacking may be more 

accurate than suggested. 

 

Measuring Cultural Competency 

Scholars have asserted that cultural competency is a term also used to describe 

or measure the degree of responsiveness (Benavides, 2008, 2012; Cross et al., 1989; 

Rice - as cited in Wyatt-Nichol & Naylor, 2012). Benavides (2012) underscores the 

importance of understanding constituents culturally and emphasizes the significance of 

outcomes which aim to provide equity. In a study of best practices in public 

administration, Benavides (2008), considers the practices which are responsive to the 

Hispanic community in 43 U.S. cities. In looking at municipal practices, Benavides 

establishes criteria for measuring if a practice is in fact a best practice that reflects 

cultural competency. The idea of measuring outcomes, i.e. services, is very relevant to 

this study because measurement implies that degrees of cultural competency exists. He 

posits that best practices are those which are: (1) successful over a period of time, (2) 

innovative or groundbreaking, (3) lead to measurable results, (4) consequential, (5) 
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replicable, and (6) impactful to the Hispanic community. Benavides (2012) also 

suggests that practices can be categorized by the degree of effort and resources 

needed to implement culturally competent practices. He categorizes practices by 

identifying those which require light, moderate, and heavy investment. These categories 

are further defined by how they promote cultural competence. For example, the light 

investment practices provide that there is some recognition that the Hispanic community 

is present and being represented, that there is legal compliance, and that language is 

not a barrier to communication. Moderate investment practices provide that government 

engages the Hispanic community and that activities promote understanding of the 

Hispanic community. And finally, heavy investment practices provide for cooperation 

and partnerships to foster growth and service delivery that is apropos. The proposition 

that cultural competency of services is measurable and that public administration 

scholars today attempt to measure the effectiveness of services which are provided in 

response to constituents communicates that services in education can also be 

measured. 

Cross et al. (1989) also provide that the cultural competency of an organization 

or system can be measured along a continuum that ranges from a negative end of 

cultural competence to a very positive level of competency. Although Cross et al. (1989) 

address cultural competency in the context of healthcare, the contributions are relevant 

and applicable to all agencies that serve the public, including education. The continuum 

provides five levels of cultural competency. The first is cultural destructiveness.  

Organizations that fall within this level are those that assume that any one race is 

superior to another and the organization’s practices have the potential of eliminating a 
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race. These organizations, according to Cross et al. (1989), “disenfranchise, control, 

exploit, or systematically destroy the minority population” (p. 14). The second level is 

cultural incapacity. Organizations within this level do not actively seek to eradicate a 

minority culture but lack the capacity to serve minority cultures. These organizations, 

according to Cross et al. (1989), engage in “discriminatory hiring practices, subtle 

messages to people of color that they are not valued or welcome, and generally lower 

expectations of minority clients” (p. 15). The third level is cultural blindness.  

Organizations within this level believe that all people are the same and that color or 

culture is irrelevant. Organizations may engage in one-size fits all solutions and 

solutions that they believe should be universally applicable. According to Cross et al. 

(1989), these organizations regard themselves as culturally unbiased and responsive to 

minority needs, however, they remain ethnocentric as evident in the attitudes, policies, 

and practices found within the system. The fourth level is cultural competence. 

Organizations found at this level affirm cultural differences. Such organizations engage 

in self-assessment and work to expand services and resources that meet the needs of 

minority cultures. These organizations change internally as reflected in the hiring 

practices of minority staff that can address the needs of the community. Cross et al. 

(1989) note that culturally competent organizations “understand the interplay between 

policy and practice and are committed to policies that enhance services to diverse 

clientele” (p. 17). Lastly, the final level is cultural proficiency. At this level, organizations 

hold culture in high regard. Cross et al. (1989) share that these organizations engage in 

research and employ culturally competent employees who are specialists with a goal of 

promoting cultural competency throughout the system.  
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This study did not seek to measure the cultural competence of organizations or 

individual programs or services. The study aimed to reveal the competencies that 

Hispanics believe they possess. Such findings may be the catalyst to begin the 

discussions emphasizing the need to broaden how education views cultural 

competence.The study also hopes to reveal any outcomes that result from these 

perceived cultural competencies. From here, findings may again establish a floor or 

baseline for further study which seeks to measure superintendents’ cultural 

competence. Considering superintendents lead educational systems, an assessment of 

school districts’ cultural competency may contribute insight into the systems’ current 

effectiveness or abilty to meet the needs of the Hispanic minority culture. 

 

Active Representation: Benefits to Hispanic Students 

 A fundamental purpose of education is to help students acquire knowledge and 

skills. The role of educators is to help students acquire these skills using the most 

effective practices. For purposes of this study, an aspect of education that contributes to 

students’ growth is considered as value added. Many individuals have written about the 

value that diversity in race, gender, religion, etc. contributes to students’ education 

(Alire, 2001; Campbell-Jones & Avelar-Lasalle, 2000; Escobar, 2009; Nevarez & Wood, 

2007). Alire (2001), for example, suggests that minorities, or individuals with diverse 

backgrounds, provide cultural competencies. Hispanic leaders, as an example, bring an 

understanding of the Hispanic culture by the nature of their personal experiences. 

Conversely, Ryan and Wignall (as cited in Nevarez & Wood, 2007) contribute that White 

superintendents have much to learn about diverse communities. They suggest that 
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White superintendents’ personal experiences influence their leadership. Thus, they 

believe that “traditional academic training for [White] administrators typically results in 

incongruence between the needs of urban school constituents and a leader’s particular 

style” (p. 268). Hersey and Johnson (as cited in Nevarez & Wood, 2007), also add that 

leaders in multicultural organizations frequently use a Eurocentric style of leadership 

that, too often, does not match the needs of their work environment. Hispanic leaders, 

on the other hand, bring an added interest in helping Hispanic students. Another 

example, as suggested by Roman (2007) is that “Hispanic superintendents not only 

bring an interest in addressing the needs of all children, they bring a “genuine” interest 

for serving Hispanic children and ensuring that students have equal opportunities to 

academic success” (p. 123). 

Escobar (2009) explains that Hispanic superintendents have a deep 

understanding of Hispanic students’ culture, language, and traditions. Alire (2001) also 

suggests that minorities can set up an organization in which no one is “disadvantaged 

(or preferred)” because they possess sensitivity to discrimination and have developed a 

unique awareness, motivating minorities to increase diversity and provide professional 

development related to diversity within the organization. Furthermore, with the 

increasing number of Hispanic students, leaders who can bring value in the form of 

cultural competence and cultural pedagogy are in need (Escobar 2009). The National 

Collaborative on Diversity in the Teaching Force (2004) presents four areas of value 

provided by minority leaders. These areas include: Presence of minorities produces 

more mentors and role models for students, more occasions for students to increase the 

knowledge of their own identity are created, better relationships with students of color 
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are established because of shared racial, ethnic, and cultural identities; and students 

are guided through a system that was developed to be counterproductive to their 

academic success. Each of these is an example of the benefits that Hispanic 

superintendents provide students of the same ethnicity. Hispanics in the 

superintendency level provide active representation to Hispanic students evidenced in 

benefits, such as those mentioned by the National Collaborative on Diversity. 

Furthermore, in a study of evidence concerning active representation through 

resouce allocation, Theobold (2007) finds that Hispanic superintendents make a 

difference in the financial resources they allot to programs benefiting Hispanic students. 

He finds that Hispanic superintendents allocate more funds to academic programs that 

benefit the limited English proficient ( LEP) population, particularly for bilingual 

programs. Theobold (2007) also discussed how passive representation can benefit all 

Hispanics, including students, and shares that Hispanics view the presence of a 

Hispanic superintendent as an opportunity to attain jobs. In other words, Hispanic 

descriptive representation provides evidence that Hispanics have been able to 

overcome barriers, that opportunity goes beyond possibility, and that Hispanic 

incorporation is a reality. Furthermore, Theobold shares that Hispanic superintendents 

provide role modeling and bring forth cooperation among Hispanic constitutents. 

The literature abundantly demonstrates barriers exist for Hispanics who aspire 

the superintendency and restrict access to this post. These barriers range from 

Hispanics’ personal perceptions and experience with discrimination to the barriers 

placed on them by the entities such as boards and search firms that select them. While 

the literature has contributed a wealth of knowledge, it has also caused the discourse 
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about Hispanic representation to morph and bring rise to more curious questioning 

about the findings. Continued discussion is not only desired but also responsible and 

necessary in identifying and describing with exact accuracy the barriers that Hispanics 

face. Failure to address questions that arise may possibly further contribute to the 

barriers that already exist and strengthen individuals’ beliefs. In the context of minority 

representation among superintendents and in reference to the results published in The 

Study of the American School Superintendent, Brunner (2003) discusses how 

researchers can strengthen or change the status quo, and contributes that the number 

of Hispanic superintendents is limited; data about them is subsequently overshadowed 

by a dominant, White superintendent population. This phenomenon can marginalize the 

experiences of what is already a small population of Hispanic superintendents. Brunner 

(2003) refers to this phenomenon as invisible discourse and  implies that missing, 

unpublished data, which consequently, results in limited or misinformed discourse about 

data exacerbates excepted notions about the superintendency, especially that of 

Hispanic superintendents. If his belief holds true, then the available data about the 

superintendency is unreliable at best. Brunner (2003) appropriately encourages a 

reexamination of discourse and promotes a closer look and discussion of existing and 

needed data. The literature presented herein surfaces many questions warranting 

further discourse, in hopes of gaining a deeper understanding of barriers restricting 

Hispanic access to and representation among superintendents. Whereas many studies 

have presented the idea that Hispanics experience discrimination, little is known about 

what they perceive is discriminatory. This study examined the discriminatory barriers 

that Hispanics perceive exist. Furthermore, the decennial studies published by the U.S. 
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Department of Education - considered the most comprehensive studies about the 

superintendency - curiously do not examine cultural competence as a critical role in the 

superintendency. Unfortunately, the superintendent’s cultural competence and the 

benefits that it can provide a district may be lost in a broad and general examination of 

critical superintendent roles. Again, relevant data, as suggested by Bruner (2003), can 

be made invisible if not discussed in detail or examined critically. Cultural competence 

may very well be significant enough to warrant further examination. This study 

examined cultural competency apart from other accepted roles of the superintendency -

teacher-scholar, business manager, statesman, applied social scientist and 

communicator – with the goal of determining if Hispanic superintendents perceive they 

possess unique cultural competencies, which ultimately result in organizational 

outcomes to students and/or school district. 
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CHAPTER 3  

METHODOLOGY 

Introduction of the Methodology 

This chapter restates the purpose and key questions followed by a research 

design description and explanation of why the design is appropriate for this study. The 

chapter then describes the general Hispanic population in Texas and the sample 

selected for this study along with rationale for the sampling method. It explains how the 

survey and interview instruments were developed and applied, as well as the manner in 

which I collected the data. Additionally, a description of how data were organized, 

analyzed, as well as, how information was extrapolated.  

 

Purpose of the Study 

The purpose of this study was to learn if previously identified factors influencing 

Hispanics’ ascendance to the superintendency still exist today and to contribute further 

an in-depth insight about Hispanics and the superintendency. This study sought to 

identify perceptions about the competencies that Hispanics believe they possess and 

identifed how these competencies benefit the organization, with particular interest in the 

benefits provided to Hispanic students, the fastest growing, most economically 

disadvantaged student population in Texas. 

 

Research Questions 

The following three questions were addressed in this study. 

1. What factors influence Hispanics’ ascendency to the superintendent role? 
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2. What are Hispanic superintendents’ perceived competencies? 

3. What are the organizational outcomes that Hispanic superintendents perceive 

result from these competencies? 

 

Research Design 

In describing qualitative research, Roberts (2004) states that the “qualitative 

approach is based on the philosophical orientation called phenomenology, which 

focuses on people’s experiences from their perspectives. Researchers seek “a holistic 

picture, a comprehensive and complete understanding of the phenomena they are 

studying” (p. 111). This study employed a qualitative research method to explore 

Hispanic superintendents’ perceptions of the factors that influenced their ascendency to 

the superintendency, to identify Hispanic superintendents’ perceived competencies, and 

to determine the subsequent perceived outcomes or benefits to the organization, if any, 

that result from Hispanic representation. The nature of the study is one requiring the 

participants to explain or describe their perceptions of said factors; hence, a descriptive 

methodology was appropriate because this methodological approach provided 

opportunity for participants to describe their personal experiences and beliefs about 

their ascension to the superintendency, their perceived competencies, and perceived 

outcomes to the organization that resulted from these competencies. The research 

design is further described as applied research because the study is relevant today 

where a preponderance of data indicate that Hispanic representation is lacking in key 

leadership positions such as the superintendency, and more knowledge is needed to 

understand why the problem persists. Patton (2002) suggests that applied research 
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should lead to intervention of the problem through an innate understanding of it and that 

prior and basic research helps to guide the researcher. This research built upon the 

findings of prior, basic research discussed within the literature review. The survey and 

interview questions were influenced by existing knowledge about Hispanic 

superintendents’ experiences in securing a superintendent position. This research, 

however, sought to understand if the findings of prior research continue to exist and to 

what extent prior findings are representative of Hispanic superintendents’ experiences 

in Texas. An important purpose of this study was to provide further depth of our 

understanding of Hispanic representation by examining two additional questions that 

are often not addressed in other studies. To add depth to existing research, this study 

examined perceived and unique competencies that Hispanic superintendents brought to 

the superintendency and the resulting organizational outcomes that affected Hispanics. 

 

Population and Sample 

The Texas Education Agency (TEA), the governing body of education within the 

state, divides Texas into 20 sections referred to as “regions.” Local school agencies - 

school districts and charter schools – provide TEA with organizational data such as data 

related to personnel on a yearly basis. This data is reported through the Public 

Education Information Management System (PEIMS). Demographic data on 

superintendents is maintained by TEA as part of the data collection process as well. 

The Department of Government and Public Relations, an arm of the TEA, provided 

demographic data, gender, ethnicity, and geographical data by region for all 

superintendents in both charter school systems and independent school districts. The 
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TEA reports that there were 1,142 superintendents in Texas in 2010 and that 113 of 

these superintendents identified their ethnicity as Hispanic (TEA, 2012a). The number 

of Hispanic superintendents represents approximately 9.9% of the total superintendent 

population. Table 1 below demonstrates that only Regions I, II, and XX individually have 

15 or more Hispanic superintendents collectively, Regions I, II, and XX have 66 of the 

total 113 Hispanic superintendents. 

Table 1  

Hispanic Superintendents by Region 

Region # of Hispanic 
Superintendents Region # of Hispanic 

Superintendents Region # of Hispanic 
Superintendents 

I 32 VIII 1 XV 2 
II 19 IX 1 XVI 2 
III 2 X 6 XVII 1 
IV 6 XI 1 XVIII 5 
V 0 XII 1 XIX 7 
VI 1 XIII 9 XX 15 
VII 0 XIV 2 - - 

 

This number represents slightly more than half of the total number of Hispanic 

superintendents in the entire state. Region V and VII, on the other hand, have no 

Hispanic superintendents. Other districts such as Regions VI, VIII, XI, XII, and XVII 

have as little as one Hispanic superintendent. 

According to Patton (2002), research participants may be selected based on 

some particular characteristic of interest. Ethnicity is the characteristic of interest in this 

study. More specifically, Patton recommends that a unit of analysis should be 

determined and that the key issue in determining the unit of analysis to determine what 

64 



knowledge is desired from conducting the study. Therefore, the unit of analysis is 

Hispanics serving as superintendents of school districts because this study sought to 

gain greater knowledge about their experience and their perceived competencies as 

well as any resulting benefits to their school districts. Superintendents who identified 

themselves as having a Hispanic ethnicity, serving in independent school districts, and 

work in Texas were selected as participants. The fact that some regions were 

characterized by a significantly higher number of Hispanic superintendents peaked 

curiosity and was of relative interest as well. This study, therefore, considered whether 

Hispanics’ experiences and perceptions may be different based on their geographic 

location.  

All 113 Hispanic superintendents in Texas were initially considered for 

participation. After further consideration, 19 superintendents were identified as 

superintendents in charter schools and were removed because the focus of this study 

centered on the experiences of superintendents in independent school districts. From 

the remaining 94 superintendents, 31 Hispanic superintendents were no longer serving 

as superintendents in Texas, leaving 63 remaining potential Hispanic superintendent 

participants. Of the 63 potential Hispanic superintendent participants, eight Hispanic 

superintendents were purposefully selected to participate in a one-on-one interview. 

The first consideration in the selection process of the eight superintendents was based 

on the density of Hispanic superintendent representation within the regions. The desired 

sample was one that included Hispanics superintendents from regions where 

representation appeared to be greatest. Four Hispanic superintendents where selected 

from within Regions I, II, XI and XX because Hispanic superintendent representation 
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was greatest within these regions. The number of Hispanic superintendents in these 

regions was equal to or greater than 15. Four superintendents were also selected from 

regions where the Hispanic superintendent numbers were least dense or appeared to 

be minimal. The number of Hispanic superintendents in these regions was at least 

equal to one. The exact regions are undisclosed because of the potential risks of 

identifying individuals and compromising anonymity. Second, consideration was given 

to the superintendents’ gender; an equal number of Hispanic women and men were 

selected from regions with high and low density, respectively. In doing so, I avoided 

gender bias that may have reflected in the selection process and bias that may be 

reflected in regions with high versus low density. This research aimed to gain an equal 

perspective from both genders. Third, the availability and willingness of each individual 

at the time of the study is considered. Table 2 describes the participant sample. 

Table 2  

Participant Sample 

 Ethnicity Gender Region Density of 
Representation 

Participant 1 Hispanic Male I *High density 

Participant 2 Hispanic Male I *High density 

Participant 3 Hispanic Female II *High density 

Participant 4 Hispanic Male XX *High density 

Participant 5 Hispanic Female *** **Low density 

Participant 6 Hispanic Male *** **Low density 

Participant 7 Hispanic Male *** **Low density 

Participant 8 Hispanic Male *** **Low Density 

*Equal to or greater than 15; **Equal to one; ***Region is unidentified to ensure anonymity 
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Non-Hispanic superintendents were also selected to participate in the one-on-

one interviews. Although this study did not primarily focus on non-Hispanic 

superintendents’ competencies, the study recognized that Hispanics’ perceptions are 

not without question. Hispanics’ perceptions are simply that, their personal thoughts and 

observations. The fact that a Hispanic perceived he or she possessed a unique 

competency does not mean that they do or that non-Hispanics do not. Therefore, a 

small group of non-Hispanic superintendents participated in the interviews to provide a 

glimpse of their perceived competencies and the resulting organizational outcomes. The 

purpose for including them in the study was to identify any disparity in the findings 

between Hispanics and non-Hispanics and to provide a comparative analysis in their 

perceptions concerning competencies and outcomes. Six White superintendents and 

three Black superintendents were interviewed in this study.  

Table 3  

Ethnicity and Gender by Region 

Participant Ethnicity Gender Region 

Participant 1 African American Male * 

Participant 2 White Female * 

Participant 3 White Male VII 

Participant 4 African American Male * 

Participant 5 White Male X 

Participant 6 African American Male * 

Participant 7 White Male XI 

Participant 8 White Male XI 

Participant 9 White Male XI 

*Region is unidentified to ensure anonymity 
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These superintendents were selected from five different regions in the state, I, IV, VII, X, 

and XI. As with Hispanic superintendents, African Americans and female 

superintendents were also found in small numbers. To maintain their anonymity, the 

respective regions for African American and non-Hispanic female superintendents are 

undisclosed. 

 

Instrumentation 

Survey 

This research incorporated an online survey which was created using 

SurveyMonkey™ (www.surveymonkey.com), a service that creates web-based surveys. 

The survey consisted of 30 comprehensive questions (Appendix B). The questions were 

created to ascertain the extent to which existing knowledge about the factors associated 

with Hispanic ascendancy is relevant today. The questions also required the 

participants to identify perceived competencies (knowledge, skills, abilities, and other 

characteristics) that Hispanic superintendents possess and the outcomes (policies, 

programs, and/or achievements) that these competencies have provided the district(s) 

in which they have served. 

 

Interview 

This study also incorporated a one-on-one interview containing open-ended 

questions. The interview served several purposes: (1) triangulated responses generated 

from the online survey; (2) deepened understanding of any perceived competencies that 

Hispanic and non-Hispanic superintendents believe they possess; and, (3) provided 
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opportunity for participants to further explain how their perceived competencies result in 

benefits to their respective school districts. 

 

Field Testing 

The online survey and open-ended interview questions were field tested by 

retired superintendents who were not research participants. These individuals were 

selected because of their extensive experience in education, particularly because of 

their experience as a superintendent. The purpose of field testing was to increase the 

validity of the questions used in the interview and the online survey. Roberts (2004) 

suggests assessing nine areas of an instrument. The following is inclusive of the nine 

suggested areas and the manner in which the field testers were asked to respond: 

1. Do the survey and interview questions provide understandable instructions? 

2. Do the survey and interview questions provide clear wording? 

3. Are the survey and interview likely to generate adequate answers? 

4. Do the questions provide sufficient detail about what is asked? 

5. Do the questions account for any possible regional differences? 

6. Does the survey or interview have any difficult sections? 

7. Does the survey or interview contain any irrelevant questions? 

8. Provide any comments on the length of the survey or interview. 

9. Are the survey and interview convenient? 
 

The superintendents were asked to consider each of the aforementioned areas. 

Additionally, the superintendents were asked to provide any other input - not related to 

the aforementioned questions - that would improve the overall questions. Following field 
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testing, revisions were made in response to the feedback. The questions and surveys 

were then returned to the superintendents for further feedback and to ensure that the 

revisions were accurately interpreted. Appendix B and Appendix E reflect the finalized 

version of the interview questions and survey questions, respectively. 

 

Data Collection 

 In the fall of 2012, an introductory letter and email were sent to all 113 Hispanic 

superintendents in Texas reported by the Texas Education Agency as being 

superintendents in 2010 (Appendix A). Both communications introduced the study and 

invited the superintendents to participate in an online survey. Only 63 of the original 113 

Hispanic superintendents were still employed as a superintendent in a Texas 

independent school district during the 2010 school year. The number of Hispanic 

superintendent respondents was 36 which reflected a 57% response rate. 

Superintendents were also informed of an opportunity to participate in a one-on-one 

interview.  

 Prior to the online survey, a unique and timely opportunity presented itself to 

interview two Hispanic superintendents at the Texas Association of School 

Administrators (TASA) Conference in September 2012. Following the online survey, six 

additional Hispanic superintendents were selected and an introductory letter was 

generated for them (Appendix C). The letter reintroduced me, stated the letter’s 

purpose, the purpose of the study along with its research questions, explained the 

research process, ensured anonymity, explained the contribution of their participation to 
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an important body of knowledge, and provided a reminder of the interview date, time, 

and location.  

 As previously stated, nine non-Hispanic superintendents also participated in the 

one-on-one interview, one of which was interviewed at the TASA conference along with 

two Hispanic superintendents. The non-Hispanic superintendents received the same 

introductory letter (Appendix C) which introduced me, stated the letter’s purpose, the 

purpose of the study along with its research questions, explained the research process, 

ensured anonymity, explained the contribution of their participation to an important body 

of knowledge, and provided a reminder of the interview date, time, and location.  

Following the dissemination of the introductory letter, personal phone calls were 

made to each of the interview participants as a follow up reminder of the interview. 

Interviews were held during the months of September through November 2012. Prior to 

the interviews, phone calls were made to confirm the date, time, and location. During 

the interviews, participants were given the assurance from the University of North Texas 

Institutional Review Board that permissions had been granted to conduct the research 

(Appendix D). Participants were further informed that interviews would not be recorded 

but rather their responses would be paraphrased. Participants were asked if they could 

be contacted later to ensure that any paraphrased responses represented their true 

thoughts, feelings and perspective. Following the completion of the interview, each 

participant received a note of gratitude for his/her participation (Appendix F). By the end 

of November 2012, eight Hispanic superintendent interviews were completed. 
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Data Analysis 

Online Survey 

To collect responses from the research participants I used SurveyMonkey™ 

(www.surveymonkey.com). Once the survey window closed, all data were exported to 

an Excel™ (www.microsoft.com) document. All identifiable information, such as 

participant names, employment location, was redacted from the Excel™ document to 

maintain the participants’ anonymity. In addition, the raw data were coded within the 

Excel™ document in preparation for import to SPSS® (www.ibm.com). The modified 

Excel file was then provided to Elite Research© (www.eliteresearch.com) a research-

consulting firm. Elite Research© used SPSS® to produce quantitative descriptive data. 

  

One-on-One Interview 

When one-on-one interviews were complete, responses were paraphrased and 

transcribed. This process allowed me to revisit the interview responses with ease and to 

focus on the main idea of the responses. The following steps were taken to analyze the 

transcriptions. 

Step 1: I identified themes that emerged from the transcribed interview 

responses. Only themes related to perceived competencies and perceived 

organizational outcomes were identified. The themes from each transcription were 

coded manually. A list of themes and related codes were developed (Appendix G).  

Step 2: Once themes were identified and coded, they were sorted using a 

graphic organizer according to the respondent whose response demonstrated the 

theme. Because of the larger number of themes related to competencies emerged, the 
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themes were further organized into broad constructs that reflected how the themes were 

related. 

Step 3: Findings from competencies and organizational outcomes were drawn 

and recorded. 

 

Validity of Analysis 

 To ensure the validity of a study, Pyrczak (2008) contributes that the “results of 

qualitative research are considered more dependable when the responses of 

participants are independently analyzed by two or more individuals” (p. 111). He also 

recommends that the researcher seek feedback on preliminary results from an outside 

expert or auditor. An auditor helped me increase the validity of his analysis by 

increasing trustworthiness. In response to said recommendations, a second reviewer 

was utilized. Elite Research© was contracted to review both the survey and interview 

data. Elite Research© provides statistical consulting, research, and editing services. 

Each reviewer worked independently of the other to ensure that one’s analysis did not 

influence the other. This form of triangulation also ensured that the reported findings 

were unbiased. Each reviewer identified themes and coded transcriptions independent 

of one another. 
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CHAPTER 4  

RESULTS AND FINDINGS 

Introduction 

 The purpose of this study was threefold. First, the study aimed to understand 

through a review of literature the known factors that influence Hispanics’ ability to 

ascend to the superintendency; moreover, this study conducted a quantitative 

assessment of these factors to determine which among them are most prominent, 

therefore having a greater perceived influence on a Hispanic superintendent’s selection. 

The research methodology employed an online survey to collect Hispanic 

superintendents’ perceptions about factors that influenced their selection; only Hispanic 

superintendents in Texas were surveyed. The results from this survey are presented 

and discussed in this chapter. 

 To understand the factors that influence Hispanic superintendents’ ability to 

ascend to the superintendency identified through this study and to gain a better 

understanding of what this means in a broader context, this study provided a brief 

comparative analysis to previous studies on all superintendents and minority 

superintendents. Varied studies provided information about the superintendency; 

however, The American School Superintendent: 2010 Decennial Study by Kowalski, 

McCord, Petersen, Young and Ellerson (2011) is particularly comprehensive, because it 

considers all superintendents across the United States (U.S.) and has been conducted 

each decade since 1923. The findings regarding minorities from the decennial study are 

a benchmark for comparison with Hispanics in Texas in this study. Benchmarking by 

ethnicity is also appropriate and necessary because differences and similarities 
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between the Hispanic and non-Hispanic superintendent experiences help understand if 

differences and similarities exist as factors that impede ascendancy for Hispanics, as 

literature suggests (Campbell-Jones & Avelar-Lasalle, 2000; Escobar, 2009; Maienza, 

1986; Ortiz, 2000; Roman, 2007; Quilantán & Menchaca-Ochoa, 2004; Tallerico, 2000a; 

Tallerico, 2000b). The comparative analysis has the potential to quantitatively identify 

factors that may influence Hispanic ascendency, e.g., age, level of education, 

differences in career paths, perceived reasons for being selected, and perceptions of 

discrimination. More importantly, benchmarking in this manner helps assess any extent 

to which factors may be influenced by race or ethnicity. For example, does educational 

level influence a Hispanic’s ability to access the superintendency differently than a non-

Hispanic? Although the most recent decennial study is comprehensive, the study does 

not desegregate findings by race or ethnicity other than reporting descriptive statistics of 

the population; hence, substantiating a need for this particular study and limiting 

comparison to some extent. The decennial study provides, however, disaggregated 

data describing the minority versus the non-minority experiences. This study, therefore, 

used data of minority superintendents at the national level as its benchmark for 

comparative analysis. 

 A secondary purpose of this study was to determine if Hispanic superintendents 

bring knowledge, skill, or ability to the superintendency that is unique to them as 

Hispanics that would warrant any effort to ensure their ascendancy. A review of 

literature suggests that minorities, Hispanics notwithstanding, possess competencies 

that affect students which result in outcomes that also benefit students (Campbell-Jones 

& Avelar-Lasalle, 2000; National Collaborative on Diversity in the Teaching Force, 
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2004); therefore, suggesting that descriptive representation can become active 

representation or that passive representation can become active representation. This 

chapter conducts an introductory quantitative assessment of Hispanics’ knowledge, 

skills, and abilities that maybe potentially leveraged to benefit Hispanic constituents. 

The quantitative results from an online survey of competencies are introduced and 

discussed in this chapter. Further competency-related findings from qualitative 

interviews are discussed later in this chapter 

 Lastly, this study has an additional third interest in identifying and understanding 

the outcomes, i.e., policy, practices, achievements, and benefits, which result from any 

perceived competencies. Identifying outcomes helps further to demonstrate that passive 

representation can become active in nature. Quantitative data regarding outcomes are 

presented and discussed in this chapter. Additionally, the qualitative interviews provide 

further understanding of the outcomes. If Hispanic competencies are perceived to 

potentially result in beneficial outcomes to Hispanic students, then both identifying and 

understanding these outcomes, especially in light of the growing needs among the 

Hispanic population, is important.  

 

Quantitative Data and Analysis 

 Table 4 provides descriptive statistics for Hispanics’ age, sex, gender, education 

level, languages spoken, and ethnicity. The table shows that the 34 respondents, or 

54%, were spread fairly even within the age groups. The even spread is not the case 

with regard to gender, education, or languages spoken. 
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Table 4  

Frequencies and Percentages for Categorical Demographic Variables 

  n %  
Age     

 36–40 Years 5  13.9  

 41–45 Years 8  22.2  

 46–50 Years 5  13.9  

 51–55 Years 5  13.9  

 56–60 Years 6  16.7  

 61 Years or Greater 5  13.9  
Gender     

 Male 27  75.0  

 Female 7  19.4  
Highest Level of Education     

 Master’s Degree and Superintendent Certification 14  38.9  

 Doctorate Degree 20  55.6  
Other Languages Spoken     

 No 3  8.3  

 Yes 31  86.1  
Race     

 Hispanic/Latino 34  94.4  

 American Indian or Alaskan Native 0  0.0  

 Asian 0  0.0  

 Black/African American 0  0.0  

 Native Hawaiian or Other Pacific Islander 0  0.0  

 White/Caucasian 30  83.3  

 Other 5  13.9  

Note. Frequencies not adding to 36 and percentages not summing to 100 reflect missing data. 
Frequencies in Racial Group adding to more than 36 reflect a superintendent’s ability to select more than 
one race. 
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Almost all respondents associated themselves with the Hispanic or Latino ethnic 

group (94.4%), which reflects the design of this study. Similarities and differences exist 

between the data that represents Hispanics in Texas and minorities at the national level 

as reported by Kowalski et al. (2011). An important observation to note is that Kowalski 

et al. (2011) do not desegregate gender by minority status in the U.S. 

The data in Table 4, however, resembles the gender breakdown for all 

superintendents across the country, regardless of minority status, which is 75.0% male 

and 19.4% female. Similar to all superintendents across the country, the gender 

breakdown for Hispanics in Texas is 75% male and 25% female.  

 Unlike all superintendents throughout the country, Hispanic superintendents in 

Texas fall within different age groups and achieve a higher level of education than all 

the superintendents. In Texas, Hispanics fall within two age groups, i.e., 41-50 and 56-

60. The data in Table 4 reflect somewhat equal distribution of Hispanic superintendents’ 

ages as opposed to the national data, which reflect that 29.6% of superintendents fall in 

the 46-50 age groups. There is no data available within the national report regarding 

minority or Hispanics’ educational level. The data for all superintendents, however, 

reflect that all superintendents report a lower level of education. The percentage of 

superintendents nation-wide with a doctorate degree is only 45.3% whereas nearly 60% 

of Hispanic superintendents in Texas have earned a doctorate degree. More research is 

necessary to determine why a gap exists.  

 In general, the data provided in Table 4 is optimistic. For one, there appears to 

be an equivalent number of young and older Hispanic superintendents, which may 

suggest equal access across all age groups for Hispanics in Texas. In addition, the data 
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is optimistic in that there appears to be no discrepancy between the percentage of 

males and females at the state and national level. The later statement does not imply 

sufficiency of female superintendents; however, the data optimistically suggest similar 

access for females, at both levels. The discrepancy in the level of education between all 

superintendents and Hispanics may provide support for studies indicating Hispanics’ 

perception that they must be better than non-Hispanics and must achieve a higher level 

of education, such as a doctorate to be considered a viable candidate (Campbell-Jones 

& Avelar-Lasalle, 2000; Escobar, 2009 & Manuel & Slate, 2003). This study also 

supports other research because the findings show that Hispanics in Texas perceive 

that their overall level of preparation influences their ability to access the 

superintendents.  

 The national study provides no data regarding languages spoken. This study 

addresses the construct to support or debunk any notion regarding the competencies 

that Hispanics possess. The finding that 86.1% of Hispanics in Texas speak another 

language, particularly Spanish, supports the notion that Hispanics, in general, possess 

a competency that may be helpful in meeting the needs of Hispanic constituents. This 

study later examines the degree to which speaking another language influences their 

ability to access the superintendency. 

 Table 5 provides descriptive data on the various types of positions 

superintendents have held, the selection frequency and percentages, and the level of 

the position, i.e., elementary, secondary, or central. The data shows that most 

superintendents held a teacher position(s) at the high school level (63.9%). In previous 

stages of their career, 10 superintendents (27.8%) had been elementary teachers; 16 
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(44.4%) middle/junior high teachers; 23 (63.9%) high school teachers.  

Table 5  

Frequencies and Percentages for Prior Positions 

 Held Not Held 

 n % n % 

Elementary Teacher 10 27.8 26 72.2 

Middle/Junior High Teacher 16 44.4 20 55.6 

High School Teacher 23 63.9 13 36.1 

Elementary Principal 10 27.8 26 72.2 

Elementary Assistant Principal 5 13.9 31 86.1 

Dean of Students 1 2.8 35 97.2 

Middle School/Junior High Principal 15 41.7 21 58.3 

Middle School/Junior High Assistant Principal 10 27.8 26 72.2 

High School Principal 12 33.3 24 66.7 

High School Assistant Principal 16 44.4 20 55.6 

Athletic Director 3 8.3 33 91.7 

District Coordinator/Director/Executive Director 15 41.7 21 58.3 

Assistant/Associate/Deputy Superintendent 16 44.4 20 55.6 

Chief Officer 3 8.3 33 91.7 

Other 5 13.9 31 86.1 
 

Superintendents more often held a high school assistant principal and 

assistant/associate/deputy superintendent position at the campus and central 

administrative levels equally. Ten (27.8%) superintendents had previously been 

elementary principals; five (13.9%) elementary assistant principals; one (2.8%) dean of 

students; 15 (41.7%) middle school/junior high principals, 10 (27.8%) middle 

school/junior high assistant principals; 12 (33.3%) high school principals; 16 (44.4%) 

80 



high school assistant principals; three (8.3%) athletic directors; 15 (41.7%) district 

coordinators; directors or executive directors; 16 (44.4%) assistant, associate or deputy 

superintendents; and three (8.3%) chief officers. 

 The data in Table 5 provides a deeper understanding of Hispanic 

superintendent’s career path in Texas. Kowalski et al. (2011) do not provide 

comparative data for Hispanic or for all superintendents’ most commonly held positions. 

The national study, however, provides that the most often cited teaching position for all 

superintendents, regardless of minority status, is as a high school teacher (45.2%); the 

first administrator position for all superintendents is as high school assistant principal; 

and, the last position held prior to assuming the superintendency is as a high school 

principal. The data in Table 5 suggests that the most often held teaching positions, 

campus-level administrator position and central administrator position by Hispanic 

superintendents in Texas, are high school teacher, middle/junior high teacher, high 

school assistant principal, and assistant/associate/deputy superintendent, respectively. 

 Additionally, this table provides insight on Hispanic superintendents’ least 

occupied positions, or those not held. Ninety percent or more of participants did not 

indicate that they previously held positions as dean of students, chief officer, and 

athletic director. Eighty-six percent of participants did not select the elementary 

assistant principal position. Reporting these findings is not to marginalize the 

significance of any one position, rather to provide a deepened understanding of the 

roles that Hispanic superintendents most often and least often occupy. 

 Table 6 provides descriptive data about superintendents’ career path from the 

classroom and into administration.  
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Table 6  

Frequencies and Percentages for Superintendents’ Experience 

  n % 
First Administrative Position   
 Elementary Principal 5 13.9 

 Elementary Assistant Principal 4 11.1 
 Middle/Junior High Principal 1 2.8 

 Middle/Junior High Assistant Principal 8 22.2 

 High School Principal 2 5.6 

 High School Assistant Principal 9 25.0 

 District Coordinator 5 13.9 

 Other 2 5.6 
Last Position   
 Elementary Principal 2 5.6 

 Middle/Junior High Assistant Principal 2 5.6 

 High School Principal 8 22.2 
 High School Assistant Principal 1 2.8 
 Assistant Superintendent 13 36.1 
 Chief Officer 2 5.6 

 Other 3 8.3 
Total Number of Years Served as Classroom Teacher   
 1–5 Years 17 47.2 

 6–10 Years 13 36.1 

 11–15 Years 4 11.1 

 16–20 Years 2 5.6 
Total Number of Years Served as Superintendent   
 1–3 Years 4 12.1 

 4–7 Years 16 48.5 

 8–10 Years 5 15.2 

 11–13 Years 5 15.2 

 14–17 Years 3 9.1 
 20+ 1 2.8 
Number of Superintendent Positions Held   
 1 26 74.3 
 2 6 17.1 
 3 3 8.6 
    
Age for First Superintendent Position   
 Less Than 36 Years 6 17.1 
 36–40 Years 9 25.7 
 41–45 Years 6 17.1 
 46–50 Years 7 20.0 
 51–55 Years 5 14.3 
 56–60 Years 2 5.7 
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Most Hispanic superintendents in Texas began their administrative career at the 

secondary level, middle/junior high and high school combined, with most 

superintendents beginning at the middle/junior high school level. As shown in Table 6, 

nine respondents (25.0%) expressed that their first administrative position after teaching 

was high school assistant principal; another eight (22.2%) began as a middle/junior high 

assistant principal, followed by five superintendents (13.9%) with district coordinator. 

Five respondents (13.9%) began as an elementary principal, and four (11.1%) began as 

elementary assistant principals, while only two (5.6%) began as high school principals 

and one (2.8%) began as middle/junior high principal. The greatest percentage of 

respondents (n = 13 , 36.1%) moved to the position of superintendent from that of 

assistant superintendent; eight (22.2%) superintendents from high school principal, and 

five (13.9%) superintendents from district coordinator. Almost half of the respondents (n 

= 17, 47.2%) had been teachers for 1-5 years before becoming a superintendent, while 

another 13 (36.1%) for 6-10 years. Almost half of the respondents (n = 16, 48.5%) had 

been superintendents between 4 to 7 years, while another five (15.2%) for both 8-10 

years and five (15.2%) 11-13 years. For 26 (74.3%) respondents, this was the only 

superintendent position that they had held, while for six (17.1%) superintendents this 

was the second, and for three (8.6%) the third. Only six respondents (17.1%) obtained 

their first superintendent position before the age of 36, while the greatest percent of 

superintendents (n = 9, 25.7%) began the superintendency at the age of 36-40. Another 

six (17.1%) superintendents at the age of 41-45, seven (20.0%) superintendents at the 

age of 46-50, five (14.3%) superintendents at the age of 51-55 and two (5.7%) 

superintendents between the ages of 56-60. 
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 The national study of superintendents (Kowalski et al., 2011) reports that 

minorities’ primary entry into administration is as a district level director or coordinator 

(22%). The finding that entry into administration for minorities in the U.S. is different 

from that of non-minorities in the U.S., who report that their first administrative position 

is as a high school assistant principal (19.2%), may suggest that minorities across the 

country are subject to different or limited opportunities; however, the findings in this 

study suggest otherwise. As presented in Table 6, the findings in this study do not 

suggest that Hispanics in Texas have different or limited opportunities. In fact, the 

career path for Hispanics in Texas and non-minorities at a national level is relatively the 

same. Hispanic superintendents in Texas report that their first administrative experience 

begins at the secondary level as a high school assistant principal (n = 9, 25%). 

Similarly, the national study by (Kowalski et al., 2011) reports that non-minorities report 

that their first administrative position was as a high school assistant principal (15.6%). 

 Other differences between the national survey of minority superintendents and 

Hispanic superintendents in Texas are years of teaching experience, years as a 

superintendent, and age at the time of the first superintendency. According to the 

Kowalski et al. (2011), minority superintendents across the country report their overall 

teaching experience as 6-10 years, 36.7% report serving as superintendent for 2-4 

years, and 33% report being in the 46-50 age groups at the time of their first 

superintendency. The data again reflect that minorities at a national level have different 

or limited opportunities than in Texas. The general findings of this study indicate that 

Hispanic superintendents in Texas have less teaching experience, have served as 
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superintendents for a slightly longer amount of time, and have mostly entered the 

profession as early as 36-40 or 46-50. 

 More research is integral to determine why various constructs associated with 

Hispanics’ experiences in Texas mirror, to some degree, non-minorities’ experiences at 

a national level and differ from minority experiences at the national level. A relationship 

may exist between demographic composition of a state and Hispanics’ experiences and 

opportunities, meaning that Hispanics’ experiences and opportunities may resemble 

non-minorities’ experiences at the national level as the Hispanic population increases or 

decreases within the state. If a relationship exists, such findings may further explain why 

few Hispanics serve as superintendents in regions throughout Texas that are less 

populated by Hispanics. Further studies of Hispanic superintendents in less Hispanic 

populated states may contribute findings that can further explain relationships between 

Hispanic and non-Hispanic experiences and opportunities. Additional research is 

necessary to identify the career path for minority superintendents, particularly Hispanic 

superintendents, at a national level. The most comprehensive study of superintendents, 

as conducted by Kowalski et al. (2011) does not provide disaggregated data by 

ethnicity, making it impossible to compare typical career paths between races or 

ethnicities, or between minorities and non-minorities. This study found that Hispanics’ 

careers began as a teacher for one to five years, ascended to an assistant principal at 

the junior high/middle school or high school level, and finally to an assistant/deputy 

superintendent position. Again, more research or additional disaggregated data is 

critical to understand the minority, particularly the Hispanic superintendent experience 

at the national level. 
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 Table 7 shows how individuals learned about superintendent positions, showing 

that five (13.9%) respondents learned from their colleagues, 19 (52.8%) respondents 

learned from Internet sites, and 11(30.6%) respondents found positions using search 

firms or recruiters. 

Table 7  
 
Frequencies and Percentages for How One Generally Learns About Superintendent 
Positions 
 
 n % 

Colleague 5 13.9 

Internet 19 52.8 

Search Firm/Headhunter 11 30.6 

Note. Frequencies not adding to 36 and percentages not summing to 100 reflect missing data. 
 

 The data are inconsistent with the process in which all superintendents, at a 

national level and regardless of race, report finding employment. According to Kowalski 

et al. (2011), 46.2% of all superintendents across the U.S. found employment by way of 

a school board that acted independent of a search firm followed by way of a search firm 

(24.1%). The national survey data does not provide disaggregated data by ethnicity or 

minority status, which would allow for direct comparison. The findings in this study are 

similar to Padilla’s (2001) findings supporting that Hispanics in Texas find their position 

by ways other than through a school board or search firm. His study found that 

Hispanics found employment by way of a newspaper advertisement (21.8%) followed by 

way of a school board (16.4%). The implication of the data presented in Table 7 is that 

aspiring Hispanics should be aware that in Texas the most common way of accessing 

the superintendency is by way of Internet. School boards and search firms may also 
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benefit from knowing that Hispanics may tend to seek employment via the internet. 

Although Padilla (2001) found that the newspaper was most commonly used by 

Hispanics to learn about available employment, an increased use of the internet over 

the last 12 years may explain why this study did not determine that the newspaper was 

most often used. Both studies, however, show that Hispanics learn about available 

superintendent positions in a different way than non-minorities. More research is 

needed to understand why all superintendents across the country, as reported in the 

Kowalski (2011) study, report that the school board acted independently to employ them 

while Hispanic superintendents in Texas, as reported in this study and the study 

conducted by Padilla (2001), report divergent methods of learning about available 

superintendencies. Such findings may help to understand if the independent manner 

that minorities find their positions is a function of school boards’ choice to not actively 

seek diversity in their superintendent or if this phenomenon is a function of search firms’ 

failure to refer Hispanics, or if some other unknown reason exists. 

 Table 8 provides the district size and location in which each superintendent is 

currently working. More than a third of participants (38.9%) reported currently working in 

district with 3000-24,999 students, while 36.1% reported working in a school district 

having 300 – 2,999 students. The majority of participants reported working in rural 

locations (66.7%), with only 16.7% in suburban areas, 13.9% in urban/suburban areas, 

and 2.8% in urban areas. 

 As with Hispanic superintendents in Texas, 41.6% of minority superintendents 

across the U.S., as reported by Kowalski et al. (2011), report they are employed in 
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districts with an enrollment of 3,000-24,999 followed by 36.1% of them working in 

districts with an enrollment of 300–2,999. 

Table 8  

Frequencies and Percentages for District Size and Location 

 n % 

District Size   

 Fewer than 300 5 13.9 

 300-2,999 13 36.1 

 3,000-24,999 14 38.9 

 25,000 or more 4 11.1 

District Location   

 Urban 1 2.8 

 Urban/Suburban 5 13.9 

 Suburban 6 16.7 

 Rural 24 66.7 

Note. Frequencies not adding to 36 and percentages not summing to 100 reflect missing data. 
 

Thus, there is an apparent congruence in the district sizes between Hispanic 

superintendents in Texas and minority superintendents in the U.S. Non-minority 

superintendents at the national level, however, report that they are majorly (60.4%) 

employed in districts with a population of 300-2,999, and as few as 27.4% of them 

report employment in districts with an enrollment of 3,000-24,999. Therefore, there 

appears to be a larger discrepancy between minority and non-minority superintendents’ 

district enrollment across the U.S. and the data for Hispanic superintendents in Texas 

also supports this finding although there is a slightly fair distribution of Hispanics in 

districts with an enrollment of 300-2,999 and 3,000-24,999. The descriptors for district 
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locations used in the national study (Kowalski et. al., 2011) are urban, suburban, small 

town/city, rural, and other. Like Hispanics in Texas, the majority of minority (44.9%) and 

non-minority (51.7%) superintendents in the U.S. report that they are employed in rural 

areas. Although this study does not provide comparative results for non-Hispanic 

superintendents, the data that describe Hispanic superintendents in Texas supports the 

national findings as well. 

 The district sizes and the district locations are important to report because the 

data show whether Hispanics or non-minority superintendents access similar positions 

as non-Hispanics or non-minorities. The data show that there are similarities in district 

size, which does not appear to present barriers for Hispanics in Texas. The data does 

however, show that Hispanics are less often employed in urban districts (2.8%) as 

opposed to rural districts (66.7%). This finding is not surprising given the geographical 

size of the State and that there acceptably fewer urban area opportunities in Texas as 

opposed to more rural area opportunities. Additional data that represents the non-

Hispanic superintendent population in Texas is needed to conduct further comparative 

analysis and to determine if non-Hispanics access similar district locations. Additionally, 

more research is necessary to understand why minorities at a national level do report 

higher percentages of employment in urban areas. The national data show that as many 

as 20.2% of minorities are employed in urban areas where as little as 4.9% of non-

minorities are employed in urban areas.  

 Table 9 provides the percentage of Hispanic students in the districts in which 

each superintendent is currently working as well as in the district to which he or she 

interviewed at some point in their career. 
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Table 9  

Frequencies and Percentages for Percentage of Hispanic Students in District 

 <10% 11-20% 21-30% 31-40% 41-50% 51-60% 61-70% 71-80% 81-90% 91%+ 

 n % n % n % n % n % n % n % n % n % n % 

Current 2 5.6 1 2.8 1 2.8 2 5.6 4 11.1 1 2.8 5 13.9 3 8.3 5 13.9 12 33.3 

1st 2 5.6 2 5.6 3 8.3 2 5.6 2 5.6 2 5.6 6 16.7 2 5.6 3 8.3 12 33.3 

2nd 1 4.2 1 4.2 3 12.5 2 8.3 2 8.3 1 4.2 3 12.5 1 4.2 3 12.5 7 29.2 

3rd 0 0 1 5.9 2 11.8 4 23.5 2 11.8 0 0 2 11.8 1 5.9 1 5.9 4 23.5 

4th 0 0 0 0 0 0 2 25.0 2 25.0 2 5.4 0 0 1 12.5 0 0 1 12.5 

5th 0 0 0 0 0 0 1 16.7 2 33.3 0 0 2 33.3 0 0 0 0 1 16.7 

6th 0 0 0 0 0 0 1 33.3 0 0 1 33.3 1 33.3 0 0 0 0 0 0 

7th 0 0 0 0 0 0 0 0 0 0 0 0 1 100 0 0 0 0 0 0 

Note. Frequencies not adding to 36 and percentages not summing to 100 reflect missing data. Percentages shown are valid percentages.
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Hispanic superintendents were asked to report information for as many as 10 

interviews; however, only one superintendent reported having as many as seven 

interviews. The majority of school districts in which superintendents tended to interview 

had Hispanic student populations greater than 90%. In addition, the data show that 

nearly three-quarters (72%) of Hispanic superintendents are currently employed in 

school districts where the Hispanic student population is equal to or exceeds 51%. The 

data also show that the Hispanic student population was generally a majority in the 

districts where Hispanic superintendents interviewed. 

Table 10 shows the distribution of Hispanic superintendents’ selection status in 

districts where Hispanic superintendents interviewed by the district’s Hispanic student 

population. Hispanic superintendent’s report having as few as five interviews in districts 

where the Hispanic student population was less than 10% and all five Hispanic 

superintendents received the position. However, as many as 35 interviews were 

reported in school districts where the Hispanic student population was 91% or greater. 

Twenty-eight Hispanic superintendents received the position and seven did not. While 

the data does not suggest that the failure to secure a position is based on the Hispanic 

student population, there appears to be a trend between a Hispanic superintendent’s 

ability to secure a position and the Districts’ Hispanic student population. As shown in 

Table 10, Hispanic superintendents tend to secure a position as the Hispanic student 

population increases and vice a versa.  

Table 11 shows that the majority of respondents (n = 71.4%) have never felt or 

perceived discrimination in their search for a superintendent position. 
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Table 10  
 
Frequencies and Percentages of Position Selection Status by the District Hispanic 
Student Population Level 
 

 Did Not  
Receive Position Received  Position 

 n % n % 

Less than 10% 0 0.0 5 5.2 

11-20% 0 0.0 5 5.2 

21-30% 3 10.0 6 6.2 

31-40% 5 16.7 9 9.3 

41-50% 4 13.3 10 10.3 

51-60% 3 10.0 4 4.1 

61-70% 7 23.3 12 12.4 

71-80% 1 3.3 7 7.2 

81-90% 0 0.0 11 11.3 

91% or greater 7 23.3 28 38.9 

Total Interviews 30  97  
Note. Total frequencies do not sum to 36 as participants could report information on up to 10 different 
superintendent interviews. 
 

Table 11  
 
Frequencies and Percentages for Felt or Perceived Discrimination during Search for 
Superintendent Position 
 
 n % 

No 25 71.4 

Yes 10 28.6 

Note. Percentages shown are valid percentages. 
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 Kowalski et al. (2011) found that 61.7% of minority superintendents nationwide 

were employed in school districts where the minority population is at 51% or greater and 

only as few as 4.7% of minority superintendents were employed in districts where the 

minority population is less than 5%. The results are void of other data that would 

provide any deep understanding such as information on the number of superintendents’ 

successful or unsuccessful interviews. Such information is valuable to ascertain if 

unsuccessful attempts were a function of variables such as the percentage of the 

minority or non-minority student population in the districts and vice versa. The national 

study, however, contributes that nearly 45% of minority superintendents report 

encountering discrimination. The fact that so many minority superintendents have 

experienced discrimination is discouraging, alarming, yet puzzling given the findings in 

this study. The data in Tables 8-10 are discussed in tandem for the primary reason that 

studies, such as the aforementioned study, may suggest discrimination exists and the 

discrimination may influence the selection process at a minimum influence where 

minorities are employed. The data describing Hispanics superintendents in Texas 

provided in Tables 8-10 suggests otherwise. Table 10 implies that Hispanics generally 

report having interviews for superintendency in districts where the Hispanic student 

population is a majority but report having very few interviews in non-Hispanic student 

populated districts. This may explain why so few Hispanics are not found in non-

Hispanic populated districts; this data reflects that Hispanic superintendents are simply 

not interviewing there. Previously discussed data reporting that Hispanic 

superintendents find employment via the internet or some other self-selected method 

may also suggest that Hispanic superintendents have personal interests in 
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predominantly Hispanic school districts. However, the fact that Hispanics are 

interviewed, or employed in Hispanic communities, may be functions of other unknown 

variables rather than discrimination in non-Hispanic student populated districts. The 

findings in Table 10 demonstrate that Hispanics have generally secured positions they 

sought in non-Hispanic student populated districts also supports this conclusion. 

Collectively, Hispanic superintendents had 47 interviews in districts where the Hispanic 

student population was 50% or less and 35 Hispanic superintendents (74%) 

successfully secured the position where only 12 or 26% did not. The finding showing 

that superintendents have successfully attained all positions sought in less Hispanic-

populated districts and the additional finding that 71.4% of Hispanic superintendents 

contribute that they have not perceived discrimination in their search for a 

superintendency further supports the conclusion that discrimination is not as influential 

as suggested in other studies; this conclusion must be accepted with caution. First, 

more research is necessary to determine the extent to which search firms or recruiters 

influence where Hispanics interview. Findings may reveal that Hispanics do not choose 

to interview in largely Hispanic populated districts, rather search firms may track 

Hispanic superintendents to interview in largely Hispanic populated districts. Second, 

research may also reveal that search firms have tracked Hispanics to districts where 

communities may be more open to embracing a minority superintendent and therefore 

select a Hispanic. Research may also reveal that positions in districts that are less 

populated by Hispanic students are not as readily available or vacant which may also 

explain why Hispanics do not interview in those locations. Consideration should also be 

given to the fact that little is known about why Hispanics do not interview for positions in 
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less Hispanic student populated districts. Hispanic superintendents may fear that they 

are vetted in non-Hispanic districts differently and with higher expectations. Search 

firms may also make decisions based on race and ethnicity that may very well be the 

reason that few Hispanics report interviews in less Hispanic populated districts. If so, 

such decisions may explain why some Hispanics (28.6%) share that they have 

experienced discrimination. Finally, while discrimination is not widely reported by 

Hispanic superintendents in Texas, little is known about why some minority 

superintendents report discrimination and the minority population in the districts where 

they have interviewed. These variables are important to making any conjecture about 

perceptions of discrimination. 

 Table 12 shows that 32 (91.4%) of respondents believe that their race or ethnicity 

provides them with skills and/or abilities which can benefit the district and provide 

outcomes for the growing Hispanic population. Only three respondents (8.6%) have 

expressed otherwise. 

Table 12  
 
Frequencies and Percentages for Perceptions on Race or Ethnicity Benefits to School 
Districts 
 
 n % 

No 3 8.6 

Yes 32 91.4 
 

 These data indicate Hispanics’ overwhelming perception that they possess 

competencies to benefit school districts, warrant further consideration and a deepened 

understanding of those particular competencies. Hispanics’ perceived knowledge, skills, 
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and abilities may very well be factors with some influence on their ability to ascend to 

the superintendency. Tables 15 and 16, discussed later in this chapter, assess factors 

associated with race or ethnicity to determine their influence Hispanics’ ability to access 

the superintendency. The data presented in Tables 15 and 16 were utilized to 

triangulate findings in the qualitative analysis. Furthermore, the qualitative analysis of 

interviews provides information on Hispanics’ perceived competencies as well as non-

Hispanics’ ability to acquire the same perceived competencies that Hispanics report.  

 Table 13 provides the mean scores and standard deviation for factors unrelated 

to race or ethnicity, which respondents believe have influenced their ability to obtain 

their current position. The ability to communicate received the highest mean score of 

1.67 (on a scale of -2 to 2) and a standard deviation of .58, closely followed by level of 

overall preparedness with a mean score of 1.65 and a standard deviation of .54. Other 

factors with relatively high mean scores include self perception/self efficacy (M = 1.54; 

SD = .56), prior positions (M = 1.51; SD = .66), level of education (M = 1.48; SD = .66), 

years of experience in administration (M = 1.42; SD = .69), career path (M = 1.37; SD = 

.77), and knowledge of curriculum and instruction (M = 1.31; SD = .83).  

Table 13  
 
Mean Scores and Standard Deviations for Influences of Non-Race/Ethnicity-Related 
Factors on Obtaining Current Position 
 

 N M SD Min Max 
Gender 34 .35 .54 0 2 
Age 34 .35 .64 -1 2 
Highest Level of Education 35 1.48 .66 0 2 
Level of Overall Preparedness 35 1.65 .54 0 2 

(table continues) 

96 



Table 13 (continued). 

 N M SD Min Max 
Self-Perception/Self-Efficacy 35 1.54 .56 0 2 
Career Path 35 1.37 .77 0 2 
Prior Positions 35 1.51 .66 0 2 
Ability to Relocate 29 .79 .90 0 2 
Parents’ Socioeconomic Status 28 .11 .50 -1 2 
Parents Level of Education 28 .11 .50 -1 2 
Parents’ Support 30 .53 .78 -1 2 
Years of Experience in Classroom 33 .55 .79 -1 2 
Years of Experience in Administration 35 1.42 .69 0 2 
Ability to Communicate 34 1.67 .58 0 2 
*Ability to Speak Second Language 34 .97 .80 -1 2 
Knowledge of Curriculum and Instruction 35 1.31 .83 -1 2 
Knowledge of English 35 .54 .81 -1 2 
Acquired Knowledge of Another Culture 28 .18 .47 0 2 
Provided Mentoring 33 .45 .66 0 2 
Local Politics in District 34 .64 .73 0 2 
District Size 30 .60 .72 0 2 
District Geographical Location 30 .73 .74 0 2 

* Construct may or may not be associated with race or ethnicity and is therefore included in both tables. 
 

Table 14 examines the frequency and percentages of respondents that regarded 

factors, unrelated to race or ethnicity, as having a positive, neutral, or negative effect on 

obtaining a position. Rarely did respondents express a negative impact by the 

mentioned factors. The factors with high percentages of positive impacts compared to 

neutral are more or less the same as the ones already mentioned were Level of Overall 

Preparedness (N = 34, 94.4%) and Self Perception/Self Efficacy (N = 34, 94.4%).  
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Table 14  
 
Frequencies and Percentages for Influences of Non-Race/Ethnicity-Related Factors on 
Obtaining Current Position 
 
 Positive Neutral Negative Non 

respondents 
 n % n % n % n % 
Gender 11 30.6 23 63.9 0 .0 2 5.6 

Age 11 30.6 22 61.1 1 2.8 2 5.6 

Level of Education 32 88.9 3 8.3 0 .0 1 2.8 

Level of Overall Preparedness 34 94.4 1 2.8 0 .0 1 2.8 

Self-Perception/ Self-Efficacy 34 94.4 1 2.8 0 .0 1 2.8 

Career Path 29 80.6 6 16.7 0 .0 1 2.8 

Prior Positions 32 88.9 3 8.3 0 .0 1 2.8 

Ability to Relocate 14 38.9 15 41.7 0 .0 7 19.4 

Parents' Socioeconomic 
Status  3 8.3 24 66.7 1 2.8 8 22.2 

Parents' Level of Education 3 8.3 24 66.7 1 2.8 8 22.2 

Parents' Support 13 36.1 16 44.4 1 2.8 6 16.7 

Years of Experience in 
Classroom 14 38.9 18 50.0 1 2.8 3 8.3 

Years of Experience in 
Administration 31 86.1 4 11.1 0 .0 1 2.8 

Ability to Communicate 32 88.9 2 5.6 0 .0 2 5.6 

Ability to Speak Second 
Language 25 69.4 8 22.2 1 2.8 2 5.6 

Knowledge of Curriculum and 
Instruction 29 80.6 5 13.9 1 2.8 1 2.8 

Knowledge of English 14 38.9 20 55.6 1 2.8 1 2.8 

Acquired Knowledge of 
Another Culture 4 11.1 24 66.7 0 .0 8 22.2 

Provided Mentoring 12 33.3 21 58.3 0 .0 3 8.3 

Local Politics in District 17 47.2 17 47.2 0 .0 2 5.6 

District Size 14 38.9 16 44.4 0 .0 6 16.7 

District Geographical Location 17 47.2 13 36.1 0 .0 6 16.7 

* Construct may or may not be associated with race or ethnicity and is therefore included in both tables. 
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Table 15  
 
Mean Scores and Standard Deviations for Influences of Race/Ethnicity-Related Factors 
on Obtaining Current Position 
 

  N M SD Min Max 

Race or Ethnicity 34 .68 .77 0 2 

Spanish Accent 25 .04 .45 -1 2 

Personal Knowledge of Hispanic Culture 34 .88 .77 0 2 

Ability to Increase Hispanic Students’ Academic 
Performance 34 1.15 .74 0 2 

Ability to Decrease Hispanic Students’ Discipline 
Rate 34 .68 .84 0 2 

Ability to Decrease Hispanic Students’ Drop-Out 
Rate 34 .79 .88 0 2 

Ability to Decrease Hispanic Students’ Special 
Education Referrals 34 .53 .93 -1 2 

Ability to Increase Hispanic Parents’ Engagement 34 .82 .87 0 2 

*Ability to Speak Second Language 34 .97 .80 -1 2 

Mentor’s Hispanic Ethnicity 24 .25 .53 0 2 

Mentor’s Non-Hispanic Ethnicity 28 .07 .38 -1 1 

Ability to Serve as Role Model for Hispanic Students 34 1.24 .82 0 2 

Ability to Serve as Role Model for Hispanic Teachers 34 .88 .88 0 2 

Ability to Serve as Role Model for Hispanic 
Administrators 34 .88 .88 0 2 

Ability to Serve as Role Model for Hispanic 
Parents/Communities 34 1.09 .83 0 2 

Racial or Ethnic Composition of School Board 33 .45 .62 0 2 

Racial or Ethnic Composition of Search Firm 25 .00 .29 -1 1 

Hispanic Student Enrollment in District 32 .66 .75 0 2 

Non-Hispanic Student Enrollment in District 28 .04 .19 0 1 

* Construct may or may not be associated with race or ethnicity and is therefore included in both tables. 
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Table 16  

Frequencies and Percentages for Influences of Race/Ethnicity-Related Factors on Obtaining Current Position 

 Positive Neutral Negative Non-Respondents 
 n % n % n % n % 

Race or Ethnicity 17 47.2 17 47.2 0 0 2 5.6 

Spanish Accent 1 2.8 23 63.9 1 2.8 11 30.6 

Personal Knowledge of Hispanic Culture 22 61.1 12 33.3 0 0 2 5.6 

Ability to Increase Students’ Academic Performance 27 75.0 7 19.4 0 0 2 5.6 

Ability to Decrease Hispanic Students’ Discipline 
Rate 15 41.7 19 52.8 0 0 2 5.6 

Ability to Decrease Hispanic Students’ Drop-Out Rate 17 47.2 0 0 17 47.2 2 5.6 

Ability to Decrease Hispanic Students’ Special 
Education Referrals 10 27.8 23 63.9 1 2.8 2 5.6 

Ability to Increase Hispanic Parents’ Engagement 18 50.0 16 44.4 0 0 2 5.6 

Mentor’s Hispanic Ethnicity 5 13.9 19 52.8 0 0 12 33.3 

Mentor’s Non-Hispanic Ethnicity 3 8.3 24 66.7 1 2.8 8 22.2 

Ability to Serve as Role Model for Hispanic Students 26 72.2 8 22.2 0 0 2 5.6 

Ability to Serve as Role Model for Hispanic Teachers 19 52.8 15 41.7 0 0 2 5.6 

Ability to Serve as Role Model for Hispanic 
Administrators 19 52.8 15 41.7 0 0 2 5.6 

Ability to Serve as Role Model for Hispanic 
Parents/Communities 24 66.7 10 27.8 0 0 2 5.6 

Ability to Speak Second Language* 25 69.4 8 22.2 1 2.8 2 5.6 

Racial or Ethnic Composition of School Board 13 36.1 20 55.6 0 0 3 8.3 

Racial or Ethnic Composition of Search Firm 1 2.8 23 63.9 1 2.8 11 30.6 

Hispanic Student Enrollment in District 16 44.4 16 44.4 0 0 4 11.1 

Non-Hispanic Student Enrollment in District 1 2.8 27 75.0 0 0 8 22.2 

* Construct may or may not be associated with race or ethnicity and is therefore included in both tables. 
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Table 16 shows that respondents generally believe that influences associated 

with race or ethnicity have less influence than the non-race/ethnicity-related factors 

listed in Tables 13 and 14. This finding is reflected in a lower level of mean scores and 

percentages of positive influence compared to Tables 13 and 14, which assess non-

race/ethnicity-related factors. This finding is consistent with data indicating Hispanics’ 

relatively neutral belief that their selection was based on race or ethnicity in Table 17 (M 

= -.03, SD = 1.18). Nevertheless, the data reflect Hispanics’ belief that they possess 

competencies that provide a positive influence on Hispanics. Table 15, for example, 

shows that the ability to serve as a role model to Hispanic students (M = 1.24, SD = .82) 

and ability to increase Hispanic students’ academic performance (M = 1.15, SD = .74) 

had the two highest mean scores of race/ethnicity-related factors on obtaining current 

position. These were followed by ability to serve as a role model to Hispanic parent and 

community (M = 1.09, SD = .83) and ability to speak a second language (M = .97, SD = 

.80).  

Table 16 also shows that the ability to increase Hispanic student’s academic 

performance (n = 27, 75.0%) and the ability to serve as role model for Hispanic students 

(n = 26, 72.2%) are the race/ethnicity-related factors that received the highest 

percentage of positive influence on ascendency. These too were followed by the ability 

to speak second language (n = 34, 69%) and ability to serve as role model for Hispanic 

parents/communities (n = 24, 66.7%).  

 Distinguishing race/ethnicity-related factors from non-race/ethnicity-related 

factors is important. For one, a distinction helps assess if race and ethnicity influence an 

individuals’ ability to access the superintendency. Secondly, a distinction helps identify 
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which race/ethnicity-related factors are most salient. Lastly, a distinction helps identify 

which non-race/ethnicity-related factors are most influential.  

 Prior research suggests that Hispanics’ culture, associated with race and 

ethnicity, presents challenges for Hispanics when accessing the superintendency. 

Dillard (2003), for example, found that one of three challenges faced by Hispanic 

superintendents in accessing the superintendency was “cultural aspects relative to 

Hispanics” (p. 104) and that exclusionary measures related to being a minority restricted 

access to the superintendency. This study finds that race and ethnicity are not 

perceived as negative influences or at least not in the districts where Hispanics in Texas 

have selected to interview for a superintendent position (see Tables 9-10). This study 

finds that Hispanics perceive that race/ethnicity-related factors are less influential than 

non-race/ethnicity-related factors. This finding does not, however, imply that 

race/ethnicity-related factors should be viewed as insignificant in the superintendent 

selection but rather that race/ethnicity-related factors are not perceived as salient as 

non-race/ethnicity-related factors. Non-race/ethnicity-related factors are what most 

influence ascendancy for Hispanics. This finding can be interpreted to imply that 

Hispanics are able serve in non-minority district because they bring the ability to 

communicate, self-perception/efficacy, and most importantly an overall preparedness to 

the superintendency. Additionally, they perceivably bring the ability to serve as role 

models to students, parents, and community, increase student performance, and may 

bring the ability to speak a second language. 

 As is discussed in the qualitative analysis, superintendents, regardless of race or 

ethnicity, generally believe that Hispanic representation in the superintendency is 

102 



important, that Hispanic representation can potentially make a difference, and that a 

Hispanic’s race or ethnicity can potentially provide benefits to Hispanic constituents, 

most importantly the students. Although 91.4% of Hispanic superintendents (see Table 

12) believe that Hispanic superintendents can potentially provide benefits to Hispanic 

students, the findings as presented in Tables 13-16 support that non-race/ethnicity-

related factors are more influential. These findings bring to question the emphasis 

placed on non-race/ethnicity-related factors in the superintendent’s selection. More 

research is needed to assess the alignment between what is needed in the 

superintendency based on surging demographic changes and what is sought or actually 

influences superintendent selection. 

 Last, the data show that the ability to increase Hispanic student’s academic 

performance had the highest level of influence among the race/ethnicity-related factors. 

This factor was followed by the ability to serve as role model for Hispanic students, 

ability to speak second language and ability to serve as role model for Hispanic 

parents/communities. These findings are consistent with prior studies that indicate 

Hispanics possess an ability to affect Hispanic students’ academic achievement and 

serve as role models. These findings support, in part, the quantitative findings, which 

identify competencies that are unique to Hispanics. Moreover, the overall findings 

support theories of representation, which argue the need to actively represent 

constituents by serving their needs and perhaps the greatest need in education is to 

ensure academic success for all students. Again, more research is necessary to assess 

the alignment between what is needed, what is sought, and who is selected to the 

superintendency. 

103 



 Hispanic superintendents were asked to assess their perception of why they 

were selected. Table 17 provides the mean scores and standard deviations for each 

perceived reason. personal characteristics (M = 1.86, SD = .36), To be a change agent 

(M = 1.46; SD = .61), and my knowledge in curriculum and instruction (M = 1.29; SD = 

.67) were the highest mean scores reported. Table 18 shows the frequency and 

percentages that superintendents agreed or disagreed with each reason. Personal 

characteristics (n = 35, 97.2%), being a change agent (n = 33, 91.7%), and knowledge 

in curriculum and instruction (n = 26, 72.2%) had the highest percentages of positive 

influence. 

 Hispanic superintendents in Texas identified three reasons for their selection. 

The three most common reasons, in order of most to least common, are personal 

characteristics, To be a change agent, and knowledge in curriculum and instruction. 

These reasons are identical to and rank in the same order as the reasons most 

common to non-minority superintendents as reflected in the 2010 study of 

superintendents in the U.S. (Kowalski et al., 2011). Conversely, Kowalski et al. (2011) 

report that minorities perceive their selection is primarily based on their Ability to be a 

change agent followed by Instructional Leadership and lastly on their personal 

characteristics. Similar to Hispanics in Texas, non-minorities in the Kowalski et al. 

(2011) study report that personal characteristics is followed by potential for being a 

change agent  and lastly by the ability to be an instructional leader. Once again, 

Hispanic superintendents in Texas appear to have similar experiences and perceptions 

as non-minorities across the country but not to other minorities across the country. 
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Table 17  

Mean Scores and Standard Deviations for Perceived Reasons for Selection 

 N M SD Min Max 

Personal Characteristics 35 1.86 .36 1 2 

Be Change Agent 35 1.46 .61 0 2 

Maintain Status Quo 35 -1.03 1.15 -2 2 

Knowledge in Curriculum and Instruction 35 1.29 .67 0 2 

Knowledge in Finance 34 1.03 .72 0 2 

Race or Ethnicity 35 -.03 1.18 -2 2 

Other 10 .90 1.37 -2 2 
 

Table 18  

Frequencies and Percentages for Perceived Reasons for Selection 

 Agree Neutral Disagree Non-
respondents 

 n % n % n % n % 

Personal Characteristics 35 97.2 0 0 0 0 1 2.8 

Be Change Agent 33 91.7 2 5.6 0 0 1 2.8 

Knowledge in Curriculum and 
Instruction 31 86.1 4 11.1 0 0 1 2.8 

Knowledge in Finance 26 72.2 8 22.2 0 0 2 5.6 

Race or Ethnicity 11 30.6 15 41.7 9 25.0 1 2.8 

Other 6 16.7 3 8.3 1 2.8 26 72.2 

 

This finding may be yet another indication that minority status does not influence a 

Hispanics’ ability to ascend in Texas as it may for minorities across the country. The 
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reason may be that more opportunities exist in Texas because there are simply more 

communities that are more densely populated by Hispanics. The finding in Table 18 that 

nearly half of the superintendents (41%) have a neutral perception that race or ethnicity 

was the reason for their selection is curious given that no other construct received this 

level of neutral response. Considering superintendents do not either agree or disagree, 

further research is necessary to understand the role that race or ethnicity does play in 

the superintendency, if any. More research is also necessary to conduct comparative 

analysis on the reasons that influence selection of minorities across the country to 

understand the circumstantial differences. Research that considers the overall effect of 

the Hispanic population on superintendent selection is also needed to determine if 

Hispanics are only able to ascend in Hispanic populated communities. 

 The findings presented in Tables 17 and 18 are encouraging in that the findings 

suggest a superintendents’ selection is not a function of minority status and that 

superintendents, regardless of minority status, have the same perceptions about why 

they were selected. The question, however, of why so few Hispanic superintendents 

exist in Texas relative to the overall Hispanic population is still unanswered. The 

findings in this study, however, have contributed more information that may help in 

developing a theory that further explains this phenomenon that in turn may help 

increase the number of Hispanic superintendents. The results show that personal 

characteristics are critical in the selection process for all superintendents as posited by 

these results. Future research should define personal characteristics in studies such as 

this one as well as in the national study. The next logical question to address is who 

assesses superintendents’ personal characteristics? Experts suggest that search firms 
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have a great influence on the superintendents selected to go before a school board, 

which ultimately makes the decision (Glass et al., 2000; Glenn & Hickey, 2009; 

Kowalski et al., 2011; Quilantan & Menchaca-Ochoa, 2004, Manuel & Slate, 2003; Ortiz, 

2000; Tallerico, 2000a, b). As the gatekeepers to the superintendency in Texas for 

Hispanics, do search firms value some personal characteristics over others? Are 

personal characteristics inclusive of the diversity and cultural competency that 

Hispanics can bring to any district regardless of the district’s demographic composition? 

Additional research is needed about search firm practices, particularly to understand 

how search firms define personal characteristics and to determine how search firms 

assess those characteristics. Kowalski et al. (2001) found all superintendents report that 

the school board acted independently when finding a superintendent. Similar answers 

regarding personal characteristics, as defined by school boards should also be pursued. 

The importance of such studies would help determine the impact that practices 

influence the pool of Hispanic and other minority aspiring superintendents.  

 Table 19 provides means, standard deviations, and range scores for Hispanic 

superintendents’ perceptions about their competencies, i.e., knowledge, skills and 

abilities. Hispanic superintendents provided the extent to which they agreed or 

disagreed with possessing thirty-one different competencies that affect Hispanic 

constituents. Participants specified their level or strength of agreement using a Likert-

type scale with a range of 2 (strongly agree) to -2 (strongly disagree) and where 0 

represents neutrality. The ability to affect Hispanic students’ graduation rates received 

the highest score (M = 1.42, SD = .71), followed closely by the ability to affect Hispanic 

students’ drop-out rate (M = 1.41, SD = .70) and the ability to affect Hispanic students’ 
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participation in high school graduation program (M = 1.39; SD = .61). Other abilities that 

received relatively high mean scores are Hispanic students’ attendance rates (M = 1.38; 

SD = .70), Hispanic students’ ability to meet state and federal standards (M = 1.38; SD 

= .70), and Hispanic students’ participation in higher education (M = 1.38; SD = .70).  

 Table 20 provides a different perspective by considering overall responses based 

only on agreement or disagreement, versus the extent of agreement or disagreement. 

This perspective also separates out those individuals that have reported neutrality, 

which can potentially influence the means as reported in Table 19; furthermore, 

neutrality should be considered with caution because the score does not reflect any 

degree of agreement or disagreement. Table 20 shows the overall percentage that 

respondents agreed, disagreed, and reported neutrality. Thirty-two respondents (88.9%) 

agreed that they possess the ability to affect the following: Hispanic student’s ability to 

meet state and federal standards, attendance rates, drop-out rate, and participation in 

higher education. 

Table 19  

Mean Scores and Standard Deviations for Perception of Competencies 

 n M SD Min Max 

Hispanic Students’ Participant in a Particular HS 
Graduation Program 33 1.39 .61 0 2 

Hispanic Students’ Participation in AP Courses 30 1.20 .76 -1 2 
Hispanic Students’ Participation in the ACT and/or 
SAT 34 1.26 .71 -1 2 

Hispanic Students’ Ability to Meet State and Federal 
Accountability Standards 34 1.38 .70 -1 2 

Hispanic Students’ Attendance Rates 34 1.38 .70 -1 2 
Hispanic Students’ Drop-Out Rate 34 1.41 .70 -1 2 

(table continues) 
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Table 19 (continued). 

 n M SD Min Max 
Hispanic Students’ Graduation Rate 33 1.42 .71 -1 2 
Hispanic Students’ Participation in Higher Education 34 1.38 .70 -1 2 
Hispanic Students’ Expulsion Rate 33 1.24 .71 -1 2 
Hispanic Students’ Placement in DAEP 33 1.18 .73 -1 2 
Hispanic Students’ Placement in AEP 33 1.12 .74 -1 2 
Hispanic Students’ Participant in Extracurricular 
Activities 34 1.32 .73 -1 2 

Bilingual Programs 33 1.21 .78 -1 2 
ESL Programs 34 1.21 .77 -1 2 
Immigrant/Newcomer Programs 33 1.09 .84 -1 2 
Hispanic Students’ Participation in GT 33 1.27 .72 -1 2 
Hispanic Parents’ Participation in School-Related 
Activities 33 1.24 .75 -1 2 

Hispanic Parents’ Education Programs in the District 33 1.30 .73 -1 2 
Hispanic Parents’ Interest in Their Child’s Education 33 1.33 .74 -1 2 
Hispanic Advisory Councils or Committees 32 .97 .82 -1 2 
Hispanic Representation Among Teachers 34 1.09 .79 -1 2 
Hispanic Representation Among Campus 
Administrators 34 1.09 .79 -1 2 

Educational Policy(ies) That Affect(s) Hispanic 
Students 34 1.24 .74 -1 2 

Needs Assessments of Hispanic Stakeholders 33 1.30 .73 -1 2 
Spanish Classes for Non–Spanish-Speaking 
Employees 32 1.00 .80 -1 2 

Translation Services for Hispanic Stakeholders 33 1.12 .74 -1 2 
Bilingual Materials for Hispanic Stakeholders 33 1.15 .71 -1 2 
Hispanic Student Mentoring Programs 33 1.27 .76 -1 2 
Mentoring Programs for Potential Hispanic Leaders 33 1.15 .83 -1 2 

Note: 2 = strongly agree, 1 = agree, 0 = neutral, -1 = disagree, -2 = strongly disagree  
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Table 20  

Frequencies and Percentages for Perception of Competencies 

 Agree Neutral Disagree Non-
respondents 

 n % n % n % n % 
Hispanic Students’ Participant in a Particular HS 
Graduation Program 0 0 0 0 26 72.2 10 27.8 

Hispanic Students’ Participation in AP Courses 31 86.1 2 5.6 0 0 3 8.3 
Hispanic Students’ Participation in the ACT and/or SAT 26 72.2 3 8.3 1 2.8 6 16.7 
Hispanic Students’ Ability to Meet State and Federal 
Accountability Standards 31 86.1 2 5.6 1 2.8 2 5.6 

Hispanic Students’ Attendance Rates 32 88.9 1 2.8 1 2.8 2 5.6 
Hispanic Students’ Drop-Out Rate 32 88.9 1 2.8 1 2.8 2 5.6 
Hispanic Students’ Graduation Rate 32 88.9 1 2.8 1 2.8 2 5.6 
Hispanic Students’ Participation in Higher Education 31 86.1 1 2.8 1 2.8 2 5.6 
Hispanic Students’ Expulsion Rate 32 88.9 1 2.8 1 2.8 2 5.6 
Hispanic Students’ Placement in DAEP 30 83.3 2 5.6 1 2.8 3 8.3 
Hispanic Students’ Placement in AEP 29 80.6 3 8.3 1 2.8 3 8.3 
Hispanic Students’ Participant in Extracurricular 
Activities 28 77.8 4 11.1 1 2.8 3 8.3 

Bilingual Programs  31 86.1 2 5.6 1 2.8 2 5.6 
ESL Programs 28 77.8 4 11.1 1 2.8 3 8.3 
Immigrant/Newcomer Programs 29 80.6 4 11.1 1 2.8 3 8.3 

(table continues) 
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Table 20 (continued). 

 Agree Neutral Disagree Non-
respondents 

 n % n % n % n % 
Hispanic Students Participation in GT 25 69.4 7 19.4 1 2.8 3 8.3 
Hispanic Parents’ Participation in School-Related 
Activities 30 83.3 2 5.6 1 2.8 3 8.3 

Hispanic Parents’ Education Programs in the 
District 29 80.6 3 8.3 1 2.8 3 8.3 

Hispanic Parents’ Interest in Their Child’s Education 30 83.3 2 5.6 1 2.8 3 8.3 
Hispanic Advisory Councils or Committees 30 83.3 2 5.6 1 2.8 3 8.3 
Hispanic Representation Among Teachers 23 63.9 8 22.2 1 2.8 4 11.1 
Hispanic Representation Among Campus 
Administrators 27 75.0 6 16.7 1 2.8 2 5.6 

Hispanic Representation Among Central 
Administrators 27 75.0 6 16.7 1 2.8 2 5.6 

Educational Funding That Affects Hispanic Students 27 75.0 6 16.7 1 2.8 2 5.6 
Educational Policy(ies) That Affect(s) Hispanic 
Students 27 75.0 6 16.7 1 2.8 2 5.6 

Needs Assessments of Hispanic Stakeholders 30 83.3 3 8.3 1 2.8 2 5.6 
Spanish Classes for Non-Spanish-Speaking 
Employees 30 83.3 2 5.6 1 2.8 3 8.3 

Translation Services for Hispanic Stakeholders 24 66.7 7 19.4 1 2.8 4 11.1 
Bilingual Materials for Hispanic Stakeholders 28 77.8 4 11.1 1 2.8 3 8.3 
Hispanic Student Mentoring Programs 29 80.6 3 8.3 1 2.8 3 8.3 
Mentoring Programs for Potential Hispanic Leaders 29 80.6 3 8.3 1 2.8 3 8.3 

Note. Frequencies not adding to 36 and percentages not summing to 100 reflect missing data. 
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The findings presented in Tables 19 and 20 align with Hispanics’ perception that 

their race or ethnicity provides unique competencies that benefit Hispanic children (see 

Table 12). The findings also support prior studies that suggest minority superintendents’ 

provide benefits to students, such as students’ academic achievement (Alire, 2001; 

Campbell-Jones & Avelar-Lasalle, 2000; National Collaborative on Diversity in the 

Teaching Force, 2004; Roman, 2007). Most Hispanic superintendents agree that 

Hispanics can positively affect every Hispanic-related construct area addressed in the 

survey is promising and may provide reason for supporting their ascendance. Further 

research should be conducted to measure the outcomes associated with each 

competency. For example, to what extent has each Hispanic superintendent increased 

Hispanic graduation rates, state assessment results, dropout rates, attendance rate, 

etc. Non-Hispanic superintendents should be posed with a similar study. A comparative 

analysis between Hispanic and non-Hispanic superintendent responses may provide 

further insight about the influence that the superintendents’ race or ethnicity had on 

outcomes, if any. Such a study may also provide information about the level of non-

Hispanics’ cultural competency. 

 

One-on-One Interviews - Qualitative Analysis 

Introduction 

 Minorities, Hispanics notwithstanding, presumably possess skill and insight 

derived from personal experience on the academic and social issues that affect student 

groups of which they were once a part (Campbell-Jones & Avelar-Lasalle, 2000; 

National Collaborative on Diversity in the Teaching Force, 2004; Nevarez & Wood, 
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2007; Roman, 2007). Campbell-Jones and Avelar-Lasalle (2000) further suggest that 

Hispanics’ overall success in the superintendency is contingent on their own awareness 

of their skills and their ability to respond to the issues that affect students. Moreover, 

Campbell-Jones and Avelar-Lasalle (2000) posit that Hispanics must use the knowledge 

derived from their personal experience to bring relevant minority issues to the forefront; 

doing the contrary is arguably irresponsible and unethical. Campbell-Jones and Avelar-

LaSalle explain that “awareness of context” is the acknowledgment that one’s race 

provides unique experiences that lead to insight and skill. (p. 12) Further, they provide 

that “awareness of context” must be used responsibly so the needs of all students are 

truly met and that minority superintendents particularly may be able to accomplish 

meeting the needs of all students in a way that others may miss. The quantitative 

results from this study support these beliefs and the personal interviews with Hispanic 

superintendents provide more in-depth understanding of Hispanics’ competencies. The 

results show that Hispanics can possess certain knowledge, skills, and abilities that help 

them respond to the Hispanic community, most importantly the students. Additionally, 

results show that non-Hispanics can acquire, with some exception, much of the 

knowledge, skills, and abilities that help them respond to Hispanics’ needs.  

 

Common Perspective on Hispanics’ Competencies 

All superintendent interview participants were asked to consider if Hispanic 

superintendents possess unique competencies. Superintendents that affirmed this idea 

were subsequently asked if non-Hispanic superintendents can acquire the same 

competencies. The results show that thirteen out of seventeen superintendent 
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participants, or 76%, believe that Hispanic superintendents possess unique 

competencies. Of the thirteen superintendents who agreed, seven were non-Hispanic 

and six were Hispanic. Four superintendents, however, did not respond directly to the 

question and provided a different perspective. The existing notion that Hispanics bring 

unique competencies to the superintendency is supported by both Hispanic and non-

Hispanic superintendents. Furthermore, twelve superintendents believe that not only 

can non-Hispanic superintendent acquire the same competencies they should acquire 

the competencies if they are to effectively serve all students. Hispanic and non-Hispanic 

superintendents, however, generally believe that non-Hispanics cannot acquire the 

competencies to the same degree as Hispanics and that some competencies cannot be 

acquired at all. Hispanics explain that some competencies are derived from authentic, 

personal, and lived experiences as opposed to being learned. Superintendents who 

hold this view believe that learned experiences are limiting. These broad findings set the 

stage for presenting Hispanics’ perceived competencies, those competencies that non-

Hispanics can acquire, and competencies that cannot perceivably be acquired. 

 

Different Perspectives 

As mentioned, four out of the seventeen superintendents - two Hispanic 

superintendents and two non-Hispanic superintendents - did not provide a direct 

response to the question that asks if Hispanics possess unique competencies. Instead, 

these individuals share that a superintendent’s competence is not defined by race or 

ethnicity. They explain that their competence is defined by their instructional knowledge, 

skills, experience, qualifications, and their actions. The tone of each interview is one 
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that can be described as disregard or disdain for discussions that imply that race or 

ethnicity has any relevance in a superintendent’s selection. These individuals contribute 

statements such as, “I don’t define a superintendent by their race,” “I don’t segregate 

characteristics that would be measureable by race,” “I finding this study insulting,” “I 

want to believe that I was selected for the position because of my knowledge in 

curriculum and instruction [not race or ethnicity],” and “I don’t think that being Hispanic 

does not get you the interview. The qualifications are work related and your academic 

preparedness. These [not race or ethnicity] are what get you the interview.” etc. Such 

statements indicate that among some superintendents the topic of race and ethnicity is 

a sensitive one or at the very least inappropriate in the context of superintendent 

selection. One superintendent contributed the idea that affirmative action, which once 

served a purpose, no longer has a place in employment practices. The quantitative 

results discussed earlier support an idea reinforced by these superintendents that an 

ability to communicate, overall preparedness, and self perception most influence access 

to the superintendency and that their selection is based on personal characteristics, not 

race or ethnicity. Conversely and although they recognize that these competencies do 

not influence ascendancy, a majority (13 out of 17) of Hispanic superintendent 

interviewees contribute that Hispanics can provide unique competencies. The 

qualitative results discussed in this chapter parallel the quantitative findings indicating 

the ability to provide role modeling and the ability to increase Hispanic students’ 

academic performance are the most influential race/ethnicity-related factors. 

 Disclosing participants’ responses to questions related to race and ethnicity is 

important to this study because the responses provide a more representative view on 
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superintendents’ perspectives. A discussion void of these views would render the study 

incomplete and an inaccurate representation of existing views. To begin, the response 

that a superintendent’s selection should not be influenced by an individual’s race or 

ethnicity may be a positive indication of strides made in recruitment and employment 

practices. A philosophy suggesting that employment should be based solely on merit, 

not race or ethnicity, may be considered favorable over practices influenced by one’s 

race or ethnicity. One superintendent’s emphasis on the importance of having a good 

resume and good experiences over all else to access the superintendency 

demonstrates the focus on merit. This superintendent also shared that generational 

gaps exist today in the way that people think about race. He used his mother who was 

raised during the Civil Rights movement as a comparative example of generational 

differences. He believes his mother is overly focused on race-related topics because of 

the generation in which she grew up. He shares that her main concern is improving 

education and opportunities solely for Black people. Conversely, this superintendent 

describes himself as a new generation focused on what is best for all students, rather 

than what is best for anyone of a particular racial or ethnic group. Best and legal 

practices support his view that one’s race or ethnicity should not adversely affect 

employment in order to ensure compliance with the Equal Employment Opportunity 

Commission and avoid claims of discrimination in the hiring process or in the workplace. 

While indiscriminant recruitment and selection practices are commendable and 

desirable, there are individuals that view consideration of race and ethnicity in these 

practices differently and from a cultural competency perspective (Cross et al., 1989; 

Wyatt-Nichol &Naylor, 2012). Broad statements suggesting that race and ethnicity do 
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not matter may reflect an individual’s cultural blindness; suggesting that what is best for 

one is best for all further points to cultural blindness. Cross et al. (1989), contribute that 

cultural blindness is characterized by a disbelief that color or culture are significant and 

that culturally blind organizations subscribe to a philosophy of being unbiased. These 

organizations represent a one-size-fits-all and what is good for one is good for all 

mentality. Culturally blind organizations do not acknowledge the benefits that come from 

establishing a culturally diverse workplace. Wyatt-Nichol and Naylor (2012) encourage 

recruitment and selection practices that consider the demographics of the constituents 

and they view such practices as providing a “strategic advantage” for helping an 

organization reach its goals. (p. 71) They share that “while a representative bureaucracy 

reflecting characteristics of the population does not automatically translate in culturally 

competent service delivery, it does increase the likelihood of such delivery (pp. 70-71).” 

For example, a Hispanic superintendent may possess the ability to engage the Hispanic 

community in programs that help decrease the Hispanic dropout rate either because of 

an ability to communicate in Spanish or the Hispanic community’s comfort level with 

Hispanic leadership. Divergent views on race and ethnicity in the context of recruiting 

and selection are a critical finding. These findings, at a minimum identify the need for 

continued discussion and perhaps a broadened understanding of how cultural 

competency can still achieve the goal of serving all students by understanding the need 

to serve individuals foremost, through differentiated responsiveness. Further discussion 

can increase the awareness that recruitment and selection practices based on race and 

culture do not necessarily compromise best practice, but instead strengthen the 

organization’s ability to serve individual needs better, essentially meeting needs of all. 
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Competencies 

 This study sought to understand knowledge, skills, and abilities that Hispanics 

believe they possess by asking the question: What are Hispanics’ perceived 

competencies? Personal interviews provide an opportunity to gain a deepened 

understanding of competencies used to address the needs of a growing and 

underperforming population, Hispanics. Gleanings, which may speak to any unique 

competencies, are critical because they may help determine whether Hispanic 

representation provides any meaningful and different representation than non-

Hispanics. In light of the fact that Hispanics’ interview contributions were based on 

perception and may reflect personal biases, this study sampled non-Hispanic 

superintendents as well. Findings resulting from interviews with non-Hispanics also 

provide comparative data that helps to understand non-Hispanics’ competency in 

working with Hispanics. Nine non-Hispanic superintendents - three Black and six White 

- were interviewed as part of this study. 

 The findings presented herein do not reflect nor does the study intend to provide 

an exhaustive list of knowledge, skills, and abilities that demonstrate competency in 

working with Hispanics. Rather, the findings provide a general understanding of 

superintendents’ cultural competence. Additionally, the focus of the study was not to 

make distinctions between what is considered knowledge, skills, or abilities. For one 

reason, the purpose of this study was to identify that the participants possess cultural 

competency, not to set criteria for defining semantics or distinguishing between 

knowledge, skills, or abilities. Case in point, what one superintendent considers a skill, 

such as speaking another language, may well be considered ability by another 
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superintendent. Future research may focus on making distinctions between the 

semantics. Second, this study provides an overview of all superintendents’ 

competencies, and is not intended to imply or indicate that every superintendent 

possesses the same competencies or level of cultural competence, although Hispanics 

more consistently cited similar competencies. Superintendents contributed their own, 

and in some instances, different competencies as was the case with non-Hispanic 

superintendents. An additional important consideration is that although a superintendent 

did not cite a particular competency in the interview does not imply he or she does not 

possess it. The number of interview questions and the interview time limitation inhibited 

the ability to conduct a complete inventory of competencies; Aside from these 

constraints, consideration should be given to the fact that some superintendents who 

work in districts where there are very few Hispanics may not have reason to 

acknowledge or believe they possess competencies. For example, two Hispanic 

superintendents shared their emphatic belief that Hispanics do not possess unique 

competencies, that any competency related to race or ethnicity does not influence the 

ability to access the superintendency, and that other factors, such as their knowledge in 

curriculum and instruction or their personal characteristics, influenced selection the 

most. However, these superintendents disclosed that the Hispanic student population 

was relatively small in their district compared to the non-Hispanic population and 

contradicted themselves to some degree by adding that being Hispanic may make a 

difference in districts where the Hispanic population was larger but not in his or her 

district. One superintendent shared that the Hispanic population was so small that even 

bilingual education was not provided but he acknowledged that his childhood 
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experience of being stereotyped as a non-English speaker and placed inappropriately in 

his school’s English as a second language (ESL) program made him aware of issues 

faced by Hispanics today. His knowledge motivated him as an adult to disallow others to 

do the same. These seemingly contradictory contributions reflect that these 

superintendents posses some level of cultural competence despite their stated belief 

that they possess none. On the other hand, these contributions may also be an 

indication that latent or unrecognized competencies exist and that unless the population 

is largely Hispanic, competencies may not be effectuated. 

 Thirty-nine different competencies were cited in interviews with Hispanic and 

non-Hispanic superintendents. These competencies were sorted further into 12 broad 

categories. Categories 1-5 reflect competencies that both Hispanic and non-Hispanic 

superintendents cited in their interviews and therefore provide indication that these 

competencies are not unique to Hispanic. Instead, competencies within Categories 1 

through 5 may be possessed or acquired by both Hispanic and non- Hispanic 

superintendents. Categories 6 through 8 include competencies cited only by Hispanic 

superintendents; however, further research may find that non-Hispanics posses these 

competencies as well. Categories 9 and 10 include competencies that were cited only 

by Hispanics and are recognized in this study as unique to Hispanics because they are 

essentially derived from being a Hispanic individual and cannot otherwise be acquired. 

Category 11 includes competencies cited only by minority superintendents and is 

recognized in this study as unique to minorities because it too is derived from being a 

minority and cannot otherwise be acquired. Last, Category 12 includes competencies 

recognized as unique to non-Hispanic superintendents. A brief discussion or description 
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of the competencies by category is provided. When appropriate, a discussion 

communicating Hispanics’ unique perspective is also presented.  

 

Category 1: Cultural Differences 

 Both Hispanic and non-Hispanic superintendents perceive they possess 

awareness that cultural differences exist among students, community, etc. and they 

perceive having an ability to learn about and interact with cultures unlike their own. 

Superintendents perceive they possess a particular understanding of the Hispanic 

culture. This understanding may have derived from being Hispanic or acquired 

knowledge of the Hispanic culture through personal or professional experiences. 

Superintendents recognize that differences exist within the Hispanic culture, meaning 

that not all Hispanics are the same and that stereotypes about Hispanics should, 

therefore, be avoided. As examples, superintendents recognize that generational 

differences exist within the Hispanic culture, meaning that first, second, and third 

generation Hispanics may have divergent perspectives and needs. Other examples 

include dialectical differences and differences in socioeconomic status that may link to 

regional or national differences and generational differences, respectively. 

Superintendents are aware that stereotypes can potentially lead to a culturally deficit 

model for viewing Hispanics. Ultimately, superintendents believe that having cultural 

awareness leads to better ways of serving Hispanics, particularly the children. 

 In particular, Hispanic superintendents add that they inherently possess or have 

acquired an ability to navigate between two cultures, and having this ability provides 

them with additional leverage in working with both the Hispanic and the White dominant 
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culture. Hispanic superintendents describe navigating two cultures as an ability to play 

in all fields and an ability to move through different populations and people of different 

social, economic, or racial status. Moreover, Hispanics perceive that they are able to 

take the best of both worlds and work with them for the betterment of both. 

 

Category 2: Generic Superintendency Requisites 

 Both Hispanic and non-Hispanic superintendents perceive they possess the 

knowledge, skill, and abilities that are required of any superintendent. These skills can 

include finance, academic knowledge, technology, management skills, etc. 

Furthermore, superintendents share that they have an acquired knowledge or 

intelligence that is gained from collective experiences in teaching and campus or central 

administration. Superintendents perceive that these competencies are central to being 

an effective superintendent.  

 

Category 3: Accessibility to Programs 

 Both Hispanic and non-Hispanic superintendents share that they possess the 

awareness that Hispanic students require additional financial and human resources to 

support their needs. One example, which entails both financial and human resources, is 

the need for bilingual programs. Superintendents further share that they possess the 

ability to make all programs available to Hispanic students. 

 Hispanic superintendents emphasize that they are more keenly aware of 

inequities within school programs and are therefore able to respond readily. 
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Category 4: Hispanic Achievement Gaps  

 Both Hispanic and non-Hispanic superintendents recognize that an achievement 

gap exists between Hispanics and other racial and ethnic groups. Beyond this, 

superintendents know that Hispanic students may require a different learning model, 

meaning that curriculum and instruction must be adjusted to meet the needs of Hispanic 

students, particularly if the student is a second language learner. Beyond language 

considerations, curriculum and instruction must be culturally relevant. Relevance may 

include the socioeconomic issues found within the broader Hispanic culture often 

related to immigrants, immigration, or mobility. Superintendents understand that 

ignorance may exist about issues such as second language acquisition and bilingual 

programs; therefore, superintendents ensure that continuous training is provided that 

increases sensitively and awareness of Hispanic students. Educator training may 

include topics such as cultural diversity. 

 Hispanic superintendents believe they possess a unique perspective on second 

language acquisition because they or someone in the family has personally experienced 

acquiring a second language. Hispanic superintendents believe they have a unique 

understanding of the “second language learner” and what is needed to help ensure 

success, because they understand how the second language learner learns. 

 

Category 5: Hispanic Parent and Community Engagement 

 Both Hispanic and non-Hispanic superintendents communicate an ability to build 

equal or equivalent relationships that facilitate working with Hispanics and make them 

feel welcome and valued. Superintendents establish relationships with Hispanics 
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through open-mindedness and an acquired understanding of Hispanics’ culture, values, 

and needs. These relationships are used to engage and involve Hispanic parents in 

their child’s education. 

 Hispanic superintendents add that they possess an ability to communicate more 

candidly with Hispanics than non-Hispanics, particularly on relevant issues such as 

discipline, college, academic expectations, religious beliefs, etc. They believe that they 

are able to be candid because of shared ethnicity, culture, language, and experiences. 

Hispanics believe that they can call on and combine their skills to engage Hispanics in a 

way that others may not. 

 

Category 6: Bilingualism 

 Non-Hispanics perceive bilingualism is a competency that can help meet 

Hispanics needs, to the extent that a superintendent is bilingual (Note: all eight Hispanic 

superintendents spoke Spanish, and no non-Hispanic superintendent spoke Spanish). 

 Hispanic superintendents perceive that the ability to speak and write in Spanish 

is a competency so long as there is an understanding that differences in dialects exists 

which can affect effective communication. The Spanish language may differ between 

regions or countries. Hispanics believe that speaking to Hispanic families in their native 

language about expectations opens doors and makes them feel comfortable and 

welcome. Matching the ability to speak Spanish with other competencies, e.g., 

knowledge about instruction, knowledge about second language acquisition, knowledge 

about curriculum, engaging parents, etc. increases the ability to work with parents and 

students effectively. 
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Category 7: Hispanic-Related Politics 

 Only Hispanic superintendents discussed politics and Hispanic-related issues. 

Hispanic superintendents share that they have the ability to recognize areas of 

inequality or inequity and the ability to navigate the politics that led to those disparages. 

Hispanics share that politics, for example, can reflect rancor towards Hispanics because 

of social issues such as immigration. Such rancor can influence local funding and can 

prevent access to programs. Hispanics also believe they possess awareness that 

conservative political groups can negatively influence state policies affecting Hispanics 

and therefore emphasize the importance of dealing with politics at both the state and 

national levels.  

 
Category 8: Hispanic Immigrants and Migrants 

 Only Hispanic superintendents discussed immigrant and migrant issues. 

Hispanic superintendents perceive they possess a unique awareness of immigrant and 

migrant issues because of personal or familial experiences. Hispanics believe that their 

experiences provide a better understanding of recent immigrants’ challenges and 

needs, such as the challenge of coming into a different culture and learning a new 

language and their basic need for toiletries, food, clothing, and shelter. Hispanic 

superintendents share the manner in which they provide responsive services such as 

collaborating with local charities. 

 

Category 9: Hispanic Ethnicity 

 Hispanic superintendents perceive that personal and authentic experiences 

related to being Hispanic add to the “fabric of their leadership” and distinguish them 
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from non-Hispanic superintendents. Hispanic superintendents shared that their 

effectiveness in working with Hispanics stems from “awareness of who they are” as 

individuals, where they came from, and the need to support other people who share 

cultural and ethnic experiences.  

 Hispanic superintendents share that “being one of them,” or “being Hispanic,” 

provides instinct and intuition about Hispanic family dynamics, the family’s role in their 

children’s education, generational differences among Hispanics and the associated 

needs of each generation, sensitive racial issues, culture, values, etc. some of which 

have the potential to positively or negatively affect children’s access to education. For 

example, Hispanics are perceived to value maintaining the family unit intact. This 

cultural value may prohibit Hispanic children from pursuing higher education away from 

the family unit. These instincts provide them with an authentic perspective that further 

facilitates working with Hispanics and helps them establish a sense of comfort among 

Hispanics.  

 Hispanic superintendents share that being Hispanic engenders an inherent 

desire to help other individuals who are Hispanic and may have common backgrounds. 

Hispanics share that Hispanic children’s education has the potential to be compromised 

by people who lack cultural understanding and any potential related socioeconomic 

constraints. Hispanics describe this as a shared sense of “responsibility to help other 

Hispanics” and to model “las ganas” meaning the will to persevere. Modeling for other 

Hispanics also speaks to Hispanics’ sense of shared “responsibility to be successful for 

the sake of the entire Hispanic community,” particularly the Hispanic superintendent 

community. Many superintendents express concern over failed Hispanic leaders that 
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cast shame on the entire Hispanic superintendent community. Hispanic superintendents 

must have an added awareness of the “need to lead with integrity” in light of perceived 

expectations from non-Hispanics to be above reproach. Several superintendents shared 

that when Hispanic superintendents fail, the entire school community responds by 

generalizing the failed leadership by saying “that’s what happens when you hire a 

Hispanic.”  

 Hispanic superintendents share that non-Hispanics can learn or acquire cultural 

competency with Hispanics if they have a desire and put forth the effort to do so. They 

add that acquiring competencies does not provide the level or degree of competency 

that comes from being Hispanic and having “lived the Hispanic experience.” They 

further add, “Some experiences simply cannot be learned.”  

 

Category 10: Hispanic Role Modeling 

 Superintendents perceive that Hispanic superintendents can provide role 

modeling to others, particularly Hispanics. Hispanics emphasize the importance of 

having other Hispanic superintendent role models that provide examples of attainment 

and motivation to Hispanic superintendents or aspirants. Superintendents also 

emphasize the importance of having Hispanic role models for students and community. 

They believe that students and community benefit from interacting with an educated 

Hispanic individual and seeing what formal education can provide an individual. Other 

Hispanics also benefit from viewing a Hispanic in a position of authority and leadership.  

 

127 



Category 11: Minority Perspective 

 Non-Hispanic minority superintendents believe that possessing cultural 

competency is less about race and more about one’s experiences that define one’s 

background such as one’s minority status. These superintendents express that having 

lived “the minority experience,” which may also be related to living in a low social 

economic environment, also helps them understand individuals living in poverty, 

including Hispanics. A minority superintendent also shared that being a minority allows 

him to hold other minorities to high standards, to act when he sees incompetency, to not 

fear claims of discrimination, and to model leadership for non-minorities, particularly 

how to lead minorities.  

 

Category 12: Non-minority Perspective 

 Non-Hispanic superintendents present their awareness that Hispanic 

superintendents can potentially possess knowledge, skills, and abilities that enable 

them to be effective in working with Hispanics. This awareness propels them to develop 

cultural awareness about the Hispanic community in their district. Non-Hispanic 

superintendents share that their lack or limited understanding of Hispanics leads them 

to recruit Hispanic teachers, administrators, and staff members who have a working 

knowledge of the Hispanic culture and are bilingual. Non-Hispanic superintendents also 

share awareness that Hispanics can provide benefits, such as role modeling to children, 

particularly for Hispanic children. Non-Hispanic superintendents share that an inability to 

speak Spanish is a barrier to communication with non-English community members and 

therefore ensure that they have personal access to translators. They acknowledge that 
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speaking Spanish can help parents and students feel at ease, which may further 

provide a sense of comfort with and credibility among the community. 

 

Summary 

 The one-on-one interviews provide a deeper understanding of superintendents’ 

knowledge, skill, and ability that help to serve Hispanics, particularly the students. The 

findings show that strides are being made by non-Hispanics to serve Hispanics, which 

suggests that achieving varying levels of cultural competency is possible. The 

acknowledgment that superintendents recognize the need for knowledge, skills, and 

abilities to serve Hispanics suggests that cultural competency is necessary in the 

superintendency today. The fact that many of the competencies can be acquired by 

non-Hispanics provides a promising future for children of all ethnicities, particularly 

Hispanic children who are the majority in schools today and whose dropout rate far 

outnumbers any other ethnic group.  

 An observation throughout the interviews is that, in general, non-Hispanic 

superintendents did not cite the same competencies as other non-Hispanic 

superintendents to the extent that Hispanic superintendents cited the same 

competencies among Hispanics. Hispanics had more common competencies than non-

Hispanics. This observation, although not quantified in this study, may indicate that a 

spectrum, or varying levels, of cultural competencies exist among non-Hispanic 

superintendents. Further research should measure non-Hispanic superintendent’s 

cultural competency level by considering the academic achievement of Hispanic 

children in their district. Findings may reveal a need for continued cultural competency 
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development in order to increase the consistency in cultural competency among non-

Hispanics and to eliminate the achievement gap for Hispanic children. A couple of 

superintendents suggested that their preparatory program did not emphasize cultural 

competency and the program particularly did not focus on preparing superintendents to 

work with the growing number of Hispanic students. They describe their continued effort 

and need to learn more. Such statements indicate that cultural competency exists along 

a continuum and further explain why varying levels of cultural competency with 

Hispanics exist among non-Hispanics. 

 The quantitative results indicate that 91.4% (see Table 8) of Hispanic 

superintendents perceive that their race and ethnicity provides them with competencies 

that benefit Hispanic children; the interview results confirm and provide multiple 

examples of competencies and that many Hispanics consistently share similar 

competencies. The quantitative and qualitative findings discussed herein support 

Roman (2007) who suggests that Latinos are genuinely sensitive to the needs of Latino 

students, are able to serve Hispanic students, and are committed to produce outcomes, 

such as programs, which address their needs. The qualitative results also support 

similar findings (Alire, 2001; Campbell-Jones & Avelar-Lasalle, 2000; National 

Collaborative on Diversity in the Teaching Force, 2004; Nevarez, & Wood, 2007). 

Although the study finds that some competencies can be acquired by non-Hispanics, 

this study also finds the majority of Hispanic superintendents believe that these 

competencies are intrinsic and that as Hispanics they provide unique insight. This 

finding is supported further by the observation that most all Hispanics shared many of 

the same competencies.  
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 Two competencies were identified as unique to Hispanics in the qualitative 

analysis. The first is the ability to be a Hispanic role model and the second is best 

explained as being a Hispanic individual whose authentic sense of the Hispanic culture 

and language provides multiple benefits to Hispanics. Although race/ethnicity-related 

factors were not found to most influence ascendancy, the two competencies found in 

the qualitative analysis are somewhat consistent with several race/ethnicity-related 

factors identified in the quantitative analysis. The ability to increase Hispanic Students’ 

academic performance, the ability to serve as a role model to Hispanic student, the 

ability to serve as a role model to Hispanic parents and community, and, the ability to 

speak a second language. This finding supports that Hispanics provide competencies 

that are race/ethnicity related. The competencies, however, do not appear to 

significantly influence a Hispanic’s ability to access the superintendency.  

 

Organizational Outcomes 

 In addition to superintendents’ cultural competencies, this study is also 

concerned with identifying any organizational outcomes resulting from a 

superintendent’s cultural competency. Theorists of cultural competency posit that level 

of cultural competence can be measured by its outcomes, e.g. policies, programs, 

practices, etc. (Benavides, 2008, 2012; Carrizalez, 2010; Cross et al., 1989; Wyatt-

Nichol & Naylor, 2012). Furthermore, these individuals contribute that to be a culturally 

competent organization or individual, outcomes must be responsive and adapted to 

constituents’ needs, effective, efficient, and equitable. The outcomes identified through 

this study are not intended to be a comprehensive list; rather, they are only a glimpse of 
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outcomes shared by superintendents. At a minimum, outcomes demonstrate a basic 

level of cultural competency. The findings will also show that non-Hispanic 

superintendents can acquire cultural competence and achieve many of the same 

outcomes, although some participants argue the extent to which non-Hispanics can 

acquire the same competency. This study does not delve into measuring cultural 

competency such as its effectiveness, efficiency or equity. Further study is needed to 

determine the best method of assessing cultural competency in the context of 

education. Such research would help measure a superintendents or district’s level of 

cultural competence. 

 Outcomes are presented in this chapter as policies, practices, programs, and 

achievements. As with competencies, outcomes, i.e., policies, practices, programs, and 

achievements, can also have overlapping meanings. Where one superintendent may 

regard providing translation services as a practice, another superintendent may have 

implemented a policy that addressed the same service, therefore considering the 

service a policy. In most cases, organizational outcomes could be categorized and are 

therefore presented in these categories.  

 

Policies 

 A comparison between Hispanic and non-Hispanic superintendents' perspective 

on whether policies should be responsive to Hispanic constituents produced conflicting 

results where more superintendents favored the notion that no policy that benefits any 

one particular race or ethnicity should be implemented. Despite the general consensus, 

some superintendents cited specific policy, rules, regulations, or guidelines that were 
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actualized in response to Hispanic constituents' needs, which suggest that policies can 

be responsive to a particular ethnic group. 

 More than half of the superintendents believe that policies should reflect the 

interests or needs of all stakeholders, not of any particular group of constituents. 

Interview responses which reflect this sentiment included statements such as ''if it 

[policy] is good for one, then it is good for all," suggesting that no one policy should 

benefit any particular group of individuals. Consequently, these superintendents did not 

contribute policies that uniquely address Hispanic stakeholders' needs. Some of these 

superintendents refer to or consider policies that do affect individuals of a particular race 

or ethnicity as laws set by the state or federal government, and that school districts do 

not establish policies but rather ensure adherence (e.g. compliance with the equal 

employment opportunity commission and bilingual education provisions). 

Superintendents, in districts where the Hispanic population was reportedly dense, 

contributed that it is not necessary to implement specific policy for Hispanics because 

any policy would naturally affect them. Other superintendents found a need to change 

existing policies because of situational circumstances. For example, in response to a 

federal court order related to desegregation, a superintendent was hyper-sensitive to 

creating any board policy that appeared to favor one race over another. He contributed 

that he was more likely to move away from policies that favored any one race out of fear 

of being noncompliant with the court order. For this reason, the superintendent was 

cautious not to compromise the court order and supported only impartial policy. In 

general, superintendents believed that policy should address all children and/or that 

they did not govern policy.  
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 On the other hand, other Hispanic and non-Hispanic superintendents contribute 

that they implement policy that address Hispanics and provide multiple examples of 

policies at the district level created in response to Hispanics’ needs. Some of these 

superintendents found that existing policies favored or benefited non-Hispanics. To 

begin, these superintendents identified the need to change existing policies that 

disadvantaged Hispanics. For example, disparaging data that reflected Hispanic 

students’ underrepresentation in the talented and gifted program led superintendents to 

find that the manner of identifying gifted students created disparate results and to 

change the guidelines and methods used to identify gifted children. A superintendent 

shared that students were only tested in the English language or that assessment 

instruments and methods used to identify students brought about disparate results. 

Another example of policies superintendents found that adversely impact Hispanics is 

guidelines used to place immigrant students in particular grade levels and graduation 

programs at the time of enrollment. They found that the policies negatively affected 

Hispanic students by resulting in high dropout rates. These superintendents changed 

the guidelines so that graduation credits were awarded when a commensurate credit 

was awarded in another country. One superintendent shared that his district's policy 

required a valedictorian to attend four years of school in the district. This superintendent 

found that the policy prevented a bright, deserving, and accomplished Hispanic 

immigrant, with only three years in the district, from becoming a valedictorian. He 

shared that such policies, which limit Hispanics’ achievements and academic 

recognition at the secondary level, can possibly affect the student’s post-secondary 

opportunities negatively, such as limiting access to scholarships and college admission. 
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Other policies superintendents implemented included affirmative recruiting and training 

for Hispanics, so they can assume teacher and administrative positions. Additionally, 

requiring that translators are provided as needed at the expense of the district, bilingual 

staff is hired for key reception areas, requiring that school-related literature is provided 

in Spanish, ensuring that music programs are culturally sensitive, and providing that 

Hispanic students have access to Bilingual programs. An important observation is that 

although most superintendents who contributed an opinion about bilingual programs 

were in support of them, one superintendent shared that the Hispanic community in his 

district had a greater need to learn English than to participate in a bilingual program 

where the emphasis was speaking and learning Spanish. Although this practice may be 

viewed as nonresponsive to Hispanics’ right to accessing bilingual programs when the 

Hispanic enrollment meets the required criteria, the superintendent’s policy was based 

on an assessment and is responsive to Hispanics’ needs in his community. This 

superintendent created policy that required early exit where mainstreaming from an ESL 

setting to the general education setting occurs sooner than later. Although the policies 

discussed may be considered or viewed as practices, rather than policies these 

superintendents regard them as policy. 

 

Practices 

 Hispanic and non-Hispanic superintendents equally reported implementing 

practices that responded to Hispanic constituents’ needs. In some cases, practices 

varied from one district to another. Variations were expected because needs can differ 

from one community to another. The results suggest that, unlike superintendents’ 
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general perception that culturally responsive policy cannot be set at the district level or 

is a function of government, superintendents perceive a need and promote practices 

that address Hispanics' unique needs.  

 Most all superintendents cited examples of practices utilized in the district to 

address Hispanic needs. The information gleaned from the interviews revealed 

superintendents' awareness and knowledge of cultural differences between Hispanic 

and non-Hispanic constituents. These differences were recognized as affecting, in some 

cases negatively affecting, Hispanics' access to equal or equitable education. For 

example, a superintendent again recognized that existing practices prohibited 

Hispanics’ identification for the talented and gifted program. As a result, the 

superintendent set out to assess the participation rate of Hispanics in other programs, 

including co-curricular and extra-curricular programs. His analysis, which he referred to 

as a program equity assessment, revealed that Hispanics were under represented in 

programs such as cheerleading, dance, flagcorp, etc. He found that socioeconomics 

was the key contributor and that Hispanics’ lacking resources and the district’s 

budgeting practices perpetuated the underrepresentation. Subsequently, he petitioned 

the board to consider that students were excluded from programs because of 

economics and requested that such programs receive funding so that students who 

lacked financial resources had access to opportunities. The board agreed to place 

programs on a funding cycle. Furthermore, the board also agreed to fund insurance for 

athletes so that the cost of potential injury would not discourage students from 

participating in athletics. This same superintendent conducted a Title IX check of the 

district's alternative education program, discipline rates by ethnicity, and other programs 
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to identify discrepancies elsewhere, specifically among different genders and ethnicities. 

Other superintendent destination imagination and advanced placement courses. One 

other superintendent found that Hispanic parents were underrepresented in school 

programs. This superintendent changed the traditional practice of holding a voluntary 

open house, which Hispanic parents did not attend, to an obligatory parent conference 

where translators were also provided. This superintendent shared that his knowledge of 

the Hispanic culture and his awareness of the unlikelihood that parents attend an event 

where no translations were provided compels him to implement practices that engage 

parents. This superintendent also makes it a practice to provide opportunities to teach 

parents about school and district policy, etiquette and civility, and educational 

expectations in the United States. Superintendents employ other practices such as 

appointing rather than electing a Hispanic individual to the school board to ensure 

representation exists and by establishing a Hispanic advisory council to ensure that the 

Hispanic perspective is considered on key issues. Other superintendents elected to 

focus on improving ESL instruction by sending staff to conferences (e.g., Texas 

association of bilingual educators) with the following goals in mind:- Learning more 

about bilingual education and eliminating discriminatory practices that prevent Hispanic 

students from being approved for interdistrict transfers; conducting home visits in 

Hispanic communities; soliciting Hispanic businesses to provide support for Hispanic 

students' education; partnering with church organizations (e.g., Hispanic ministry 

alliance) to gain support for Hispanic students' education; seeking financial support for 

scholarships from the local Hispanic chamber of commerce or LULAC council; 

partnering with local college and universities to address Hispanic student needs and 
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their success in college; providing translators at school events; providing hiring 

opportunities for Hispanics in positions ranging from support staff to teacher to central 

administrative leaders; diversifying interview committees to avoid discriminatory 

practices in the selection process; implementing dual language programs; educating 

board members in areas such as, knowing the needs of a Hispanic graduate so they are 

able to view proposed programs as benefiting students rather than not watering down 

content; providing sundry services such as notary services, ensuring that district 

programs are culturally sensitive and engage Hispanic stakeholders; providing 

programs for Hispanic parents.  

 An important observation is that four superintendents, two Hispanic and two 

African American, did not contribute any practices for varied reasons. Two of these 

individuals reported that ethnicity and race are secondary to other characteristics and 

did not entertain any notion that organizational outcomes could result from being 

Hispanic. One African American superintendent adamantly contributed that no practice 

should address any particular race. This superintendent contended that today 

addressing the needs of all children, particularly their instructional needs, is most 

important. He regarded implementing practices that addresses any ethnic group as old 

school and considers discussion about ethnicity or race as a distraction to educating 

children. Another African American superintendent referenced affirmative action in 

relation to hiring practices. He contributed that Affirmative Action in hiring practices once 

served a purpose but may no longer be appropriate. This superintendent shared that a 

great superintendent, regardless of his race or ethnicity, can address any constituents' 

needs; the constituents’ ability and willingness to communicate those needs is a factor 
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that determines whether nor not the needs are addressed. Regardless of these 

contributions, these individuals provided examples of policy, practices, and programs 

that they have implemented during their superintendency that affect Hispanics; 

however, the catalyst for implementing these policies, practices and programs did not 

stem from recognizing a need as culturally related or a need related to ethnicity. The 

catalyst was that a need existed. For example, one African American superintendent 

recognized a need for early childhood education and implemented policy that provided 

for a full day pre-kindergarten program. Although the program predominantly serves 

Hispanic children, the impetus for establishing the program was not based on needs 

related to constituents’ race or ethnicity. 

 In addition to the aforementioned African American superintendents, two 

Hispanic superintendents did not contribute practices related to Hispanic constituent 

needs. Incidentally, both superintendents worked in districts where the Hispanic 

population was small and in regions of the state where no other Hispanic 

superintendents worked. Each was the only Hispanic superintendent in the region and 

among the minority in his or her community. Neither believed their race or ethnicity 

provided them with competencies leading to any outcomes benefitting Hispanic 

constituents in their district. 

 The four superintendents’ divergent perspectives are important to include in this 

discussion for at least three reasons. For one, the findings disclose the beliefs that 

acting superintendents hold with regard to cultural competency and outcomes that 

reflect some level of cultural competency. These findings may indicate a need for 

professional development on cultural competency with the goal of equipping 
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superintendents with a concept that may help them address any future growth in the 

Hispanic population within their district and the needs that accompany the growth. 

Secondly, the findings identify a need for research that examines how or if affirmative 

action relates to cultural competency. Finally, the findings identify a need to research 

the relationship between a district’s Hispanic student population and the 

superintendent’s culturally competency; findings suggest that an inverse relationship 

exist. 

 

Programs 

 In response to an inquiry regarding programs implemented by superintendents in 

response to Hispanic stakeholders’ needs, most Hispanic and non-Hispanic 

superintendents report implementing programs for all students, not for any particular 

ethnic group. Most superintendents believe that programs should be for all students. 

The idea behind this is that by implementing programs in this manner, Hispanics as well 

as students in all other ethnic groups are affected. Some superintendents however, 

share that widely implemented programs are not always available or open to all 

students as may be intended. These superintendents commit themselves to truly 

providing access to all students. In line with the discussion regarding responsive policy, 

superintendents share that students’ access to programs can be inhibited by district 

policy and practices, and students' inability to access the programs because of their 

socioeconomic status.  

 The following is a non-comprehensive list of programs referenced by both 

Hispanic and non-Hispanic superintendents. As stated, generally these programs are 
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administered widely throughout their districts with an intended purpose of affecting 

Hispanics as well as all other students. The programs are categorized as, student, 

parent/adult, and other support programs.  

 
Student Programs 

• Advancement via Individual Determination (AVID) - focus on college 

readiness 

• Ballet Folklorico - focus on providing a culturally sensitive dance program 

• Bilingual, ESL, and dual language programs – focus on second language 

acquisition 

• Character education programs - focus on building character traits among all 

children, particularly students of low socioeconomic background and Hispanic children. 

• Choice program - focus on students who choose to graduate early and 

students who have failed to earn their required graduation hours  

• College days - no additional information provided 

• Dual credit program - students earn high school and college credit 

simultaneously 

• Dropout recovery high school - focus on re-enrolling dropout students and 

identifying students that are drop-out risks 

• Early college high school - focus on first generation college goers, students 

earn high school and college credits simultaneously 

• Gaining early awareness and readiness for undergraduate programs (GEAR 

UP) - focus on college readiness  
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• Help center - focus on helping students with college-related information 

gathering and admission tasks 

• Instructional and curricular programs - focus on language and vocabulary 

development 

• Mariachi - focus on providing a culturally sensitive music program 

• Prekindergarten - focus on education for three and four year old students 

• Student ambassador program - focus on providing leadership opportunities 

for students and parents 

 

Parent/Adult Programs 

• Adult ESL classes/Spanish classes - focus on parent and employee second 

language acquisition  

• Dia de la educacion - joint venture with State university systems to provide 

awareness of higher education opportunities for parents and student 

• Parent involvement programs - focus on increasing parental engagement 

• Spanish curriculum nights - no additional information provided 

• Watch dog program - focus on engaging fathers in their child's education 

 

Other Support Programs 

• Bilingual attendance officer- focus on truancy and ensuring attendance 

• Community building events (i. e. family night, Thanksgiving dinners, 

Christmas dinners) 

• Police force in schools - no additional information provided 
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• Social worker/liaison - focus on recruiting Hispanic parent volunteers, 

recruiting support from local businesses, assisting with Hispanic family needs 

 Further research may provide more detailed or any desired information on each 

program. For example, this research does not provide the need(s) that each program 

addresses, how needs were identified or prioritized, how funding is secured and 

sustained, the human resources needed to maintain the programs, orthe effectiveness 

measures for each program.  

As previously stated, some superintendents share that no policy, practices, or 

programs are, or should be created for the benefit of any single ethnic or racial group. A 

potentially significant reason may be that there is no need to discriminate outcomes 

when the Hispanic student population in the district is already the ethnic majority. 

Providing responsive outcomes would be antithetical to a belief reflecting otherwise. 

This finding may indicate that there is no need to differentiate policy, practices, or 

programs for Hispanics when a program that is widely implemented for all students also 

would affect them as a result. Still, situations exist where the Hispanic population is not 

a majority and the superintendent, Hispanic or non-Hispanic, also believes that no 

program should be provided specifically for any one ethnic or racial group.  

 This study solely provides examples of programs - defined as outcomes - that 

demonstrate superintendents' responsiveness to Hispanic constituents for assessing 

how or if a superintendent’s cultural competency with the Hispanic population translates 

to responsive outcomes. Further research should determine the extent to which the 

widely administered programs identified in this study are tailored in any significant or 

insignificant way to meet Hispanics' unique needs. Such research would provide further 
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indication of cultural competency. Future research may also help determine whether a 

widely implemented program intended for all students is a one-size-fits-all program or if 

the program has a focus on meeting Hispanic needs, as superintendents suggest. Such 

findings would help determine if the level of cultural competency is one of "cultural 

blindness" where color and culture is irrelevant (Cross et al., 1989). This level of cultural 

competency would reflect an adverse state of competency.  

 

Achievements 

Superintendents were asked to identify achievements related to Hispanics, which 

resulted from their competence in working with the Hispanic community. In most cases, 

Hispanic and non-Hispanic superintendents shared achievements related to all 

students. Examples of such achievements include achieving recognition for students' 

performance on state assessments such as a recognized or exemplary rating. Similar 

achievements that relate to performance on state assessments are having campuses 

named as Higher Performing Schools by the National Center for Education and Title 1 - 

Distinguished Performance Schools by the Texas Education Agency. One district cited 

earning the Gaston Caperton Award for improved academic environments and helping 

underserved students achieve equitable access to higher education by the College 

Board, a committee of 12 colleges and universities whose purpose is to expand access 

to higher education and bring equity to the higher education application process. Other 

superintendents cite improving the district's adequate yearly progress (AYP), which 

measures the district and schools' academic performance under the no child left Behind 

act. Some superintendents also shared that all students benefited from district programs 
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such as the science, technology, engineering and math (STEM) program, and college 

and career readiness and career technology programs. In districts where the Hispanic 

student population is the ethnic majority contribute, superintendents share that district 

wide accomplishments are inclusive of Hispanic achievements as well. One 

superintendent, whose district is composed of over 98% Hispanic students, shares that 

over 1000 certifications were awarded in the previous school year as a part of the 

district's career readiness initiative. Many of the certifications were awarded to Hispanic 

students because these students represent the major. Another superintendent in a 

predominantly Hispanic community shares that a great achievement was establishing 

the district's first football program. He believes that the football program brings 

opportunity to students and community in the district, the majority who are Hispanic. 

Where some achievements reflect achievements related to all students, 

superintendents provide examples that highlight achievement specifically among 

Hispanic students. Superintendent’s shared, that Hispanic students within their district 

demonstrated improved academic performance, as demonstrated by achievements 

such as: increasing enrollment in higher education, having students become first time 

high school graduates the first family member to attend college, becoming class 

valedictorian and national merit finalists, earning national merit scholarships, becoming 

Gate scholars, baccalaureate students and, earning academic recognition with local 

universities like the University of North Texas, where Hispanic students have been 

recognized as Emerald Scholars. Superintendents point to Hispanics' increased 

enrollment in Advanced Placement (AP) courses in their districts. One superintendent 

shared that his district was recognized as having the top Advance Placement programs 
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in the country, as demonstrated by receiving the Gaston Caperton Award. Other 

achievements include improving the student attendance and graduation rate for 

Hispanic students.  

Provided not all accomplishments are directly related to students, 

superintendents also cite examples of achievements that benefit students indirectly. For 

example, a superintendent views having an appointed Hispanic board member as an 

achievement because the board members' ability to represents in his district. Similarly, 

a superintendent shared that his ability to hire a Hispanic cabinet member has helped 

him recruit other Hispanics to the district. He states that having a Hispanic cabinet 

member helps create a pathway for other Hispanics in the district. Another 

superintendent views his personal selection to be on the Educational Service Center 

Region Board as an accomplishment for all Hispanics in his district. He believes serving 

on such a board provides his predominantly Hispanic community with a voice at the 

state level. A general increase in hiring Hispanic staff was cited as an accomplishment 

as well. Although a superintendent prefaced his statements by providing his belief that 

there is no place for affirmative hiring today, he points out that he has increased the 

number of minority applicants in the hiring pool making them eligible for hire. He views a 

diverse applicant pool as an accomplishment but adds that placement in the pool does 

not guarantee that the applicant will be hired because hiring is based on merit. One 

superintendent shared that an achievement in his district is no longer having the 

Hispanic population ignored as it had been prior to his appointment to the district.  
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CHAPTER 5  

CONCLUSIONS AND RECOMMENDATIONS 

Overview of the Study 

 This study considered prior research related to factors that influence Hispanics’ 

ability to access the superintendency. The objective was to assess factors identified 

through prior research and to determine the most salient factors. Hispanic 

superintendents were asked to respond to the question, “What factors influence 

Hispanics’ ascendency to the superintendent role?” The process for identifying the most 

salient factors employed a quantitative online survey that also gathered demographic 

data of Hispanic superintendents in Texas. The demographic data were used to 

compare Hispanic superintendents in Texas and superintendents throughout the United 

States (U.S.). Data from The American School Superintendent: 2010 Decennial Study 

by Kowalski, McCord, Petersen, Young, and Ellerson (2011) was used as a benchmark 

for comparison. This study also sought to challenge the notion that Hispanic 

representation in the superintendency matters. I had to determine if Hispanic 

superintendents possessed any perceived unique knowledge, skills, abilities, or other 

characteristics that would benefit all students, particularly Hispanic students that now 

represent the largest percentage of all students in Texas. Superintendents were asked 

to respond to the question, “What are Hispanic superintendents’ perceived 

competencies?” A one-on-one qualitative interview process was employed for 

identifying knowledge, skills, and abilities. Given that knowledge, skills, and abilities 

used to meet constituents’ needs are constructs related to cultural competency, the 

study considered the cultural competence that Hispanic superintendents enlist to serve 
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Hispanic students in Texas. Provided that scholars, such as Ross et al. (1989), believe 

that organizations achieve a heightened level of cultural competency, referred to as 

cultural proficiency, when outcomes are produced, this study sought to identify 

organizational outcomes. Therefore, superintendents were asked to respond to the 

question, “What are the organizational outcomes that Hispanic superintendents 

perceive result from these competencies?” Incidentally, and on a much broader scope, 

this study introduces or contributes to a body of knowledge that provides guidance on 

how best to meet the needs of what is considered the nations’ largest, poorest, and 

most underperforming student population, the Hispanic student. 

 

Overview of Findings 

 The qualitative findings reveal, in general, that superintendents, regardless of 

race or ethnicity, agree with the notion that Hispanics bring unique knowledge, skills, 

and ability to the superintendency that provide many benefits for Hispanics as reflected 

in the policies, practices, and programs that they implement. This finding indicates that 

one’s race and ethnicity can make a difference through the representation they provide. 

A superintendent’s race or ethnicity can result in outcomes that benefit constituents of 

the same race or ethnicity. In other words, descriptive representation can lead to active 

representation. These findings are significant, again, because of a growing demand to 

address needs related to the Hispanic population in the U. S. This study suggests that 

Hispanic superintendents may possess the ability to meet the demands related to the 

Hispanic community so long as they have maintained a sense of their culture and their 

native language. Foremost, they must be effective with all students, regardless of their 
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own race or ethnicity. To access the superintendency, they must first have a positive 

perception of: 1) self perception/self efficacy, 2) ability to communicate, and 3) level of 

overall preparedness. The secondary factors that have shown to influence their 

ascendancy, albeit to a lesser degree, are: 1) Ability to serve as a role model to 

Hispanic students, 2) Ability to Increase Hispanic student’s academic performance, and 

3) Ability to serve as a role model to Hispanic parents/community.  

 The consensus that non-Hispanic superintendents can acquire competencies 

considered unique to Hispanics, however, is also an important finding. This study found 

that non-Hispanic superintendents demonstrate varying levels of competency with the 

Hispanic community. Where one superintendent may have spent his career working 

with the Hispanic community and understanding the Hispanic culture, values, second 

language acquisition, instructional strategies for teaching English as a second language 

(ESL) students, etc., another superintendent may have only limited or no experiences. 

This finding supports the work of Cross et al. (1989), which posits that cultural 

competence can be acquired and exists across a continuum of cultural blindness to 

cultural proficiency. The finding that some non-Hispanic superintendents engage in 

responding to Hispanic issues by becoming culturally competent is also significant. 

These individuals demonstrate that today’s superintendent has found it necessary to 

lead culturally competent organizations because of the challenges with cultures such as 

with Hispanics. Like Benavides (2008, 2012) and Norman-Major and Gooden (2012), 

today’s superintendent recognizes that their district must be informed about the cultures 

they serve in order to deliver effective services, meaning that the services are adaptive 
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and responsive to varying needs. These superintendents recognize that a one-size fits 

all is inappropriate.  

 

Areas for Future Research 

Race and Non-Hispanic Communities 

This study addressed the notion that a superintendent’s race or ethnicity may 

possibly have a negative influence on Hispanic representation in the superintendency. 

To challenge this notion, three data points were taken to gain an understanding of the 

interplay between race or ethnicity and representation. Using three data points provided 

the opportunity to address the lack of Hispanic superintendents from three perspectives, 

thus providing a measure of triangulation. To collect the initial data point, this study 

asked Hispanic superintendents the extent to which they perceived their race or 

ethnicity negatively or positively influenced their ability to access the superintendency. 

Second, superintendents were asked if they ever perceived experiencing discrimination. 

To assess this notion further, superintendents were asked to share their success with 

interviews in predominantly Hispanic communities compared to their interviews in non-

Hispanic communities. Superintendents report the percentage of Hispanic and non-

Hispanic students in the districts in which they have interviewed and if they were offered 

the position in those districts. Generally, the findings from all three data points indicate 

that Hispanic superintendents do not perceive that their race or ethnicity influenced their 

ability to access the superintendency. This finding can be interpreted to infer that their 

race and ethnicity did not assist or prevent them in securing a position. In fact, Hispanic 

superintendents report that they do not experience racial discrimination at all and most 
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do not report that their race or ethnicity had a negative influence. The data showing that 

Hispanics more often seek interviews in Hispanic populated districts rather than non-

Hispanic communities is interesting because it may explain why Hispanic 

superintendents are predominantly employed in school districts where the Hispanic 

student population is greater. On the other hand, there exists a possibility that Hispanics 

do not experience discrimination because they generally tend to interview in Hispanic 

populated areas and generally do not interview in non-Hispanic populated areas where 

discrimination may exist. The data does not definitively support that Hispanic 

superintendents are offered positions any less in school districts where the non-

Hispanic student population is greater because very few Hispanic superintendents 

interview in those school districts to draw a conclusion. However, the finding that 

Hispanics are employed more often in school districts populated by Hispanics presents 

a curious phenomenon. There appears to be some relationship between a 

superintendent’s ethnicity and the districts they serve; the relationship is not wholly 

understood and this study’s findings do not support any notion that the phenomenon is 

based on racial discrimination. In fact, this study found that Hispanics perceive their 

ability to communicate, self efficacy, and their perceived level of overall preparation 

most influence their ability to access the superintendency. Future studies should seek to 

fill a gap in the literature by determining the reason(s) that Hispanics are not found in 

districts where the student population is not Hispanic. Questions to pose include: (1) 

Does discrimination exist in non-Hispanic populated districts; (2) Are Hispanics drawn 

only to serve Hispanic populated school districts; (3) Do Hispanic superintendents fear 

or feel less comfortable serving districts where there are little or no Hispanics in the 
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community; (4) Are search firms tracking superintendents by matching a 

superintendent’s race or ethnicity to district’s demographic makeup; or (5) Are school 

boards in non-Hispanic districts failing to recognize the benefits that can come from 

having a superintendent that does not match their district’s demographic makeup? A 

participant in this study shared that most Hispanic aspirants are told they must move to 

South Texas in order to become a superintendent. Comments such as this one identify 

a need for more research for important and varied reasons. For one, a superintendent is 

no more or less qualified in any part of the State simply because of their race or 

ethnicity. Hispanics too can possess the knowledge, skills, and ability to serve in any 

community within the State. Hispanics should not be tracked but encouraged to serve 

non-Hispanic communities, and all communities should seek them. Any community can 

benefit from diversity. Students especially benefit from diversity, Hispanic and non-

Hispanic alike, because every student’s future will be a diverse one and students 

require immediate exposure to people of all backgrounds especially if their own 

community is not diverse and students must acquire cultural competency (knowledge, 

skills, and ability) in order to effectively navigate through and respond to their diverse 

world.  

 

Measuring Cultural Competency 

This study solicited Hispanic superintendents’ perceptions about the outcomes 

that result from their cultural competency. Recent scholars of cultural competency have 

focused on how constituents benefit from an organization’s or individual’s cultural 

competency. The benefits of cultural competency speak to why Hispanic representation, 
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which is coupled by cultural competency matters and why it is important in the context 

of changing demographics. Scholars in other fields, such as public administration, have 

similarly concluded that understanding other cultures and ethic differences helps local 

governments respond to the communities they serve. Benavides (2006), for example, 

found that Hispanic city managers can bring an understanding of the Hispanic culture 

which helps to better serve Hispanics in the community without compromising serving 

the general public and discusses how Hispanics have a dual obligation in serving the 

general public and the Hispanic community. This study identifies how Hispanic 

superintendents provide benefits to the growing Hispanic population. Specifically, the 

study found that Hispanic superintendents potentially bring unique cultural 

competencies if they retain their native language and a sense of their culture. 

Naysayers may question this study’s results and may suggest that qualitative findings 

based on perception do not provide acceptable or sufficient evidence that would prove 

cultural competency leads to measurable outcomes. This study solely introduced the 

idea that cultural competency can lead to measurable outcomes and provides important 

groundwork to future studies. Future studies should attempt to measure the outcomes 

of cultural competency by using measurement methods such as those provided in the 

literature review. Future researchers should also consider measuring the impact of 

cultural competency on student achievement by using dependent variables such as 

students’ performance on standardized assessments and dropout rates. Studies that 

measure outcomes are important, particularly for Hispanic students because the 

existing educational policies and practices have done little to provide educational 

attainment as is evident by the inflated Hispanic dropout rate. Accepting individual 
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differences in language, experiences, and culture as reasons for not reaching Hispanic 

students is inexcusable and irresponsible particularly to our nation’s financial stability, 

security, and global standing.  

 

Implications of the Study 

Managing Diversity 

This study provides that Hispanics believe they have successfully accessed the 

superintendency, in part because of their ability to communicate, overall level of 

preparation, and self efficacy. These findings support Callahan, Drucker, and Kowalski 

(as cited in Kowalski et al., 2011) who have identified that today’s superintendent must 

be an effective communicator. If communication is a quintessential role of today’s 

superintendent, educational institutions, e.g., school districts and universities, seeking to 

develop tomorrow’s leaders must ensure that aspiring superintendents recognize the 

importance of effective communication; and, institutions must help them develop this 

skill. Universities, for example, can help their students develop these skills through their 

program of studies. School districts and universities must also provide aspiring 

superintendents, particularly those of underrepresented ethnic or racial groups, with 

opportunities for growth in communication, develop in them a strong sense of 

preparedness and confidence. Recognizing or identifying diversity, engaging people of 

diversity in the organization, and growing their talents is diversity management. A 

systematic and purposeful approach to managing diversity within our school systems is 

critical to ensuring that minorities, particularly Hispanics, develop strong communication 
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skills and overall sense of preparedness so that they have can successfully ascend to 

the superintendent role.  

 

Bilingualism and Biculturalism 

This study found that Hispanic superintendents can potentially bring unique 

competencies to the superintendency, which in turn produce outcomes that benefit the 

needs of an expanding Hispanic population. The key word in these findings is 

potentially. Most non-Hispanic superintendents share that they recognize their personal 

challenges with the Hispanic community. These challenges have led them to respond 

by making linguistic accommodations and learning more about the Hispanic culture. Of 

the nine non-Hispanic superintendents selected for personal interviews, none spoke 

Spanish. Although not having the ability to speak Spanish, this did not impede non-

Hispanic superintendents from engaging with Hispanics using a translator. Non-

Hispanic superintendents described how they have learned about the Hispanic culture 

from personal experiences such as teaching and how they have used their knowledge 

to work with the Hispanic community. All Hispanic interview participants spoke Spanish 

and 90.6% of Hispanic superintendents who responded to the online survey reported 

that they are able to speak Spanish. Hispanic superintendents who worked in Hispanic 

communities share how their ability to speak Spanish and know their own culture 

provide leverage in working with the Hispanic community. For both Hispanics and non-

Hispanics, bilingualism and biculturalism was described as critical to effectively working 

with the Hispanic community. The implications are endless. Some implications include 

ensuring that students at all levels are encouraged to retain their language and be 
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provided with opportunities to practice and develop it. Implications also include 

providing students at all secondary and post secondary levels, through the program of 

studies, with an opportunity to learn about the Hispanic culture. These skills are not only 

desirable but are also required to most effectively respond to the needs of the Hispanic 

community.  

 

Professional Development 

Discussions related to minority representation in leadership roles are often 

misunderstood. One superintendent misinterpreted this study as one focused on 

affirmative action and shared that affirmative action once served a purpose and no 

longer has that same purpose today. Minority representation should extend beyond 

descriptive representation. Minority representation should not be equated to affirmative 

action. Leaders should not simply look like their constituents; today, leaders must 

provide active representation and respond to constituent’s unique needs. Hispanic 

superintendents may uniquely identify, relate to, and respond to Hispanics needs 

whereas non-Hispanic superintendents who participated in this study spoke to the 

challenges in the Hispanic culture that they faced, overcame, or in some cases have yet 

to overcome. This research demonstrated that Hispanics can potentially respond to 

Hispanic constituent needs in a unique and effective manner if they have retained their 

language and culture. Not all Hispanics, Blacks, or Whites will make great 

superintendents solely because of their race or ethnicity. The prospect, however, that 

Hispanics can uniquely provide benefits to all students, particularly for Hispanic 

students is promising, provided that Hispanics have opportunity for professional growth 
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and development. The evolved concept of cultural competency, which includes an 

emphasis on outcomes, must be shared with all decision makers who influence 

superintendent selection. Decision makers must come to know why Hispanic 

representation matters, and most importantly, they must know and recognize the 

possible benefits. This research captures, at a glimpse, a few of the outcomes that are 

possible. Decision makers should be provided an opportunity to learn the new meaning 

of cultural competency and how the concept is relevant to education, particularly in the 

superintendency. Professional development is needed for all educators, particularly 

those who influence education, to clarify misunderstandings that lead people to frown 

on terms such as diversity management and cultural competency by mistaking these 

terms to refer to affirmative action.  

 

State Competencies and Job Descriptions 

For decades, scholars have recognized that the superintendent role is an 

evolving one. The role has demonstrated sensitivity to such external factors, e.g., 

religion, politics. Today, the superintendency must be sensitive to demographic shifts, 

such as the growing Hispanic population. Today’s superintendent, if truly an 

instructional leader, must have an understanding of second language acquisition and 

the impact of not acquiring the English language on student learning. Today’s 

superintendent must be an effective communicator with a community who may speak 

another language, such as Spanish. Today’s superintendent must understand the 

values and norms of diverse cultures to build relationships with them and engage them 

in their children’s education. Today’s superintendent must be quick to identify and 
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respond the needs that accompany diverse cultures. Today’s superintendent must have 

a tool bag of policy and practices that when implemented result in students’ success 

and educational attainment. Today’s superintendent must have a vision for Hispanic 

achievement. Most importantly, the superintendent must recognize the full impact on 

our nations’ future if the needs of diverse populations are not met with differentiated 

outcomes. The expectations for superintendents, as outlined in the Texas 

superintendent competencies are not wholly aligned with the reality and demands 

placed on superintendents in Texas today. This research is a call for change in 

expectations. State-mandated competencies for certification and locally developed job 

description reflect what is valued most by those entities but not what is necessary to 

work effectively with diverse cultures, such as the Hispanic community. State 

competencies and local job descriptions should include items such as - the 

superintendent must demonstrate the cultural competency (i.e., knowledge, skills, and 

ability) to effectively respond through policy, programs, and practices to the diverse 

needs of students, staff, and community from all cultures. 

 

Final Statements 

 Changes in demographics, particularly among the student population, often 

cause fear, worry, anxiety, and for some individuals changes in demographics present 

them with a challenge and opportunity for growth. Many of these feelings and 

sentiments come from not knowing how to meet the growing needs that accompany the 

demographic changes. Hispanic educators, namely Hispanic superintendents, are often 

sought in communities where the Hispanic population has grown significantly such as in 
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Texas, particularly south Texas. Like in many parts of the country, Hispanic 

superintendents are nearly nonexistent and represent only a small fraction of the overall 

superintendent population. Scholars have sought to understand why there exists such 

little representation. Research has identified possible causes such as familial 

influences, a limited pipeline resulting from a low number of Hispanic students pursuing 

higher education, low number of college graduates seeking to choose education as a 

profession, lack of mentors to Hispanics, a lack of role models, discrimination, etc. The 

supposed factors are many. This study is unique because it poses Hispanic 

superintendents with factors from other studies associated with Hispanics’ ability to 

access the superintendency. This study sought to know which of these factors were 

most influential and found that although many factors are significant, some are more 

significant. Furthermore, this study identified the most influential factors related to race 

and ethnicity as well as those that are unrelated to race or ethnicity. Three factors, 

unrelated to race or ethnicity emerged that had the highest mean scores were Ability to 

Communicate (M = 1.67, SD = .58), Level of Overall Preparedness (M = 1.65, SD = 

.54), and Self-Perception/Self Efficacy (M = 1.54, SD = .56). Two factors with high 

percentages of positive influence emerged. These factors were Level of Overall 

Preparedness (94.4%) and Self Perception/Self Efficacy (94.4%). Three factors with a 

lessened degree of influence on Hispanic’s ability to ascend also emerged. These 

factors are of particular interest because they are related to race or ethnicity. The two 

race/ethnicity-related factors with the highest mean scores are Ability to Serve as a Role 

Model to Hispanic Students (M = 1.24, SD = .82) and Ability to Increase Hispanic 

Student’s Academic Performance (M =1.15, SD = .74). Race/ethnicity-related factors 
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with high percentages of positive influence also emerged. These factors were ability to 

increase Hispanic student’s academic performance (75%), ability to serve as a role 

model to Hispanic students (72.2%), and ability to speak a second language (69.4%). 

All of these findings are important because they provide a different and unique focus to 

identifying and developing future Hispanic superintendents. While knowing these factors 

is important to Hispanics’ ability to ascend, this knowledge does not address why 

Hispanic representation is significant or why it matters. The findings in this study 

support the idea that Hispanic superintendents, through their knowledge, skills, and 

ability - can potentially impact policy and practices such that Hispanic student access to 

educational opportunity is improved. This study demonstrates that non-Hispanic 

superintendents can also achieve similar outcomes to the extent that they work towards 

cultural proficiency. 

 As in past years, the educational system is challenged by changes in society. 

Today, changing demographics presents a unique opportunity for our educators. The 

minority population in the U.S. is quickly growing and Hispanics represent the largest 

proportion of that growth. The immediate challenge in education is addressing the 

growing needs of a divergent student population, the Hispanic population, which is 

beset in linguistic and cultural differences. Today, the superintendency is intended for 

individuals who recognize the need to be culturally competent and engage in becoming 

culturally competent. Learning how cultural competency helps to recognize differences 

and meet accompanying needs is incredibly important; and this paradigm shift involves 

redefining the role of all educators, particularly the leader of them all, the 

superintendent. Beyond addressing the growing Hispanic community – an immediate 
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challenge – is the fact that the U.S. will need to address the growth of other minority 

populations as well. Cultural competency provides the framework for understanding and 

responding to all ethnic and racial groups. Further professional development is needed 

in the area of cultural competency for all educators and educational leaders, such that 

the significant impact of cultural competency can be understood and desired by all 

institutions. Cultural competency provides the leverage needed to meet the needs of all 

students.  
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Fernando Medina 
xxxxxxxxxxxxxxxx 
xxxxxxxxxxxxxxxx 
 
[Date] 
 
[Recipient Name] 
[Title] 
[Company Name] 
[Street Address] 
[City, ST  ZIP Code] 

Dear [Recipient Name]: 

As a Hispanic serving in the capacity of Superintendent in Texas, you have been 
selected to participate in a study titled “Hispanic Representation in the Superintendency: 
Perceived Competencies and Organizational Outcomes that Benefit School Districts.” 
Over the next two weeks, you will receive an email inviting you to participate in an 
online survey. I highly encourage you to share your experiences by participating in this 
survey. As a doctoral student at the University of North Texas, my goal is to learn about 
the cultural competencies that you bring to the superintendency and how the school 
districts can benefit from your leadership. 
 
This study builds on previous studies which examine the factors that influence 
Hispanics’ ascendancy to the superintendent position and determines the extent that 
known factors are relevant today. Furthermore, this study examines why your 
leadership is important by identifying the cultural competencies that you bring to the 
superintendency. Two additional questions are addressed: What are Hispanics’ 
perceived competencies (knowledge, skills, abilities, and other characteristics)? What 
are the organizational outcomes that Hispanic superintendents perceive result from 
these competencies? 
 
Participation involves completing a 20-30 minute online survey. Your participation is 
voluntary and implies consent to include your responses in the study. Some individuals 
will be invited to participate further in a personal interview. The data gathered from the 
interview will help increase the validity of the online survey results. You may receive, 
upon request, the finalized dissertation once it has been published. 
 
Ensuring confidentiality is paramount. Only responses will be saved and IP addresses 
will not be saved. The IP address will solely be used to prevent you from receiving 
additional request to complete the survey. Additionally, all data that is collected will be 
shred in three years from the date that the dissertation is published as required by 
university standards. 
 
Your contributions are important because they have the potential to inform leaders in 
education about a need to increase Hispanic representation in the superintendency so 
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as to benefit a quickly growing Hispanic population in Texas and throughout the country. 
More importantly, this research will inform educational leaders about the unique cultural 
competencies that you possess and the benefits that these competencies bring to 
education. 
 
If you have any questions about the study, you may contact me at XXX-XXX-XXXX, or 
by email XXXXXX. You may also contact my faculty advisor, Dr. William Camp, at XXX 
XXX-XXXX or at College of Education Department of Teacher Education and 
Administration, University of North Texas, 218-A Matthews Hall, 1155 Union Circle 
#310740 Denton, TX 76203-5017. 
 
Your immediate participation is appreciated. The survey will close on November 30, 
2012. Thank you in advance for your personal support and contributions to this 
important study. 
 
Sincerely, 
 
 
 
Fernando Medina, Doctoral Candidate 
University of North Texas 
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Fernando Medina 
xxxxxxxxxxxxxxxx 
xxxxxxxxxxxxxxxx 
 
[Date] 
 
[Recipient Name] 
[Title] 
[Company Name] 
[Street Address] 
[City, ST  ZIP Code] 

Dear [Recipient Name]: 

I am a student at the University of North Texas. In partial fulfillment of the doctoral 
program requirements, I am conducting a study, which considers personal and 
professional experiences of Hispanic superintendents in Texas. You were purposefully 
selected to participate in this study because you are a member of the target population 
and have volunteered to participate in a one-on-one interview. 
 
The purpose of the study is to examine three questions: 1. What factors influence 
Hispanics’ ascendency to the superintendent role? 2. What are Hispanic 
superintendents’ perceived competencies? 3. What are the organizational outcomes 
that Hispanic superintendents perceive result from these competencies? 
 
The personal interview will last approximately 30-40 minutes. Your participation is 
voluntary and you may opt to refrain from responding to any questions. The data 
gathered from the interview will help increase the validity of the online survey results. 
You may receive, upon request, the finalized dissertation once it has been published. 
 
Ensuring confidentiality is paramount to me. Your anonymity will be maintained by using 
pseudonyms in place of your actual name. Your responses will only be paraphrased 
and not recorded electronically. All data will be filed and kept locked in my home as well 
as on the UNT campus throughout the study. The data will only be accessed by me and 
the Supervising Investigator. Additionally, the data that I collect will be shredded in three 
years from the date that the dissertation is published as required by university 
standards. 
 
Your contributions are important because they have the potential to inform leaders in 
education about the cultural competencies you bring to a quickly growing Hispanic 
population in Texas and throughout the country. The study will also inform leaders 
about the factors that continue to influence Hispanics’ ability to assume the 
superintendent position. 
 
If you have any questions about the study, you may contact me at XXX-XXX-XXXX, by 
email, or at the address provided. You may also contact my faculty advisor, Dr. William 
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Camp, at (XXX-XXX-XXXX or at College of Education Department of Teacher 
Education and Administration, University of North Texas, 218-A Matthews Hall, 1155 
Union Circle #310740 Denton, TX 76203-5017. 
 
The following is the date, time, and location of the personal interview. 
 
Date: 
Time: 
Location: 
 
Thank you in advance for your personal support and contributions to this important 
study. 
 
Sincerely, 
 
 
 
Fernando Medina, Doctoral Candidate 
University of North Texas 
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Before agreeing to participate in this research study, it is important that you read and 
understand the following explanation of the purpose, benefits and risks of the study and 
how it will be conducted. 

Title of Study: Hispanic/Latino Representation in the Superintendency: Perceived 
Competencies and Benefits to School Districts 

Student Investigator: Fernando Medina, University of North Texas (UNT) Department 
of Education. 

Supervising Investigator: Dr. William Camp. 

Purpose of the Study: You are being asked to participate in a research study which 
considers that influence Hispanics’ ascendency to the superintendent role. The purpose 
of the study is to assess if known factors, as identified by prior research, still exist today. 
This study also aims at identifying competencies (knowledge, skills, abilities and other 
characteristics) that Hispanic superintendents perceive they possess and the benefits 
that these competencies provide the school district. 

Study Procedures: You will be asked to complete a survey that will take about 20-30 
minutes of your time. Following the survey, you will be asked to participate in a one-on-
one interview which will be conducted to gain a more in-depth understanding of the 
participants’ perceptions. The interview is expected to be approximately one hour in 
length. 

Foreseeable Risks: No foreseeable risks are involved. 
Benefits to the Subjects or Others: We expect that by sharing your personal 
experiences, you feel a sense of giving and shared purpose. Your personal story will tell 
other Hispanics, and minorities, that they are not alone, that obstacles can be 
overcome, and that they may inherently have unique competencies from which all 
children can benefit, especially a quickly immerging Hispanic student population. 
Others, such as those individuals who have influence within universities, school boards, 
preparation programs, and the like, will benefit from learning how Hispanic 
superintendents may potentially help school districts achieve higher levels of success 
with all children.  
Compensation for Participants: None 
Procedures for Maintaining Confidentiality of Research Records: The 
confidentiality of your individual information will be maintained in any publications or 
presentations regarding this study. Any paraphrased notes taken during the interview 
and the survey responses will be destroyed after three years from the date that the 
research is completed. 

Questions about the Study: If you have any questions about the study, you may 
contact Fernando Medina or Dr. William Camp at the University of North Texas 218-A 
Matthews Hall 1155 Union Circle #310740 Denton, TX 76203-5017, Phone: XXX- XXX-
XXXX 
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Review for the Protection of Participants: This research study has been reviewed 
and approved by the UNT Institutional Review Board (IRB). The UNT IRB can be 
contacted at (940) 565-3940 with any questions regarding the rights of research 
subjects.  

Research Participants’ Rights: 

Your signature below indicates that you have read or have had read to you all of the 
above and that you confirm all of the following:  

• Fernando Medina has explained the study to you and answered all of your 
questions. You have been told the possible benefits and the potential risks 
and/or discomforts of the study.  

• You understand that you do not have to take part in this study, and your 
refusal to participate or your decision to withdraw will involve no penalty or 
loss of rights or benefits. The study personnel may choose to stop your 
participation at any time.  

• You understand why the study is being conducted and how it will be 
performed.  

• You understand your rights as a research participant and you voluntarily 
consent to participate in this study.  

• You have been told you will receive a copy of this form.  

              

Printed Name of Participant 

   

Signature of Participant    Date 

For the Student Investigator or Designee: 

I certify that I have reviewed the contents of this form with the subject signing above. I 
have explained the possible benefits and the potential risks and/or discomforts of the 
study. It is my opinion that the participant understood the explanation.  

   

Signature of Student Investigator   Date 
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Interviewee: _________________________ Date: _____________________ 

Following a brief description of the study and its purpose, interviewees will be asked to 
respond to the following questions. Interviewees will be allowed to opt out of questions 
as they deem appropriate. 
 
Perceptions about Competencies: 
The following questions address your knowledge, skills, and abilities as they 
relate to serving Hispanic stakeholders. The purpose of these questions to gain a 
deep understanding of the competencies that you possess which may benefit the 
district. 
Do you believe that Hispanic superintendents bring unique competencies (knowledge, 
skills, abilities, and/or other characteristics) that benefit school districts? Explain. 
Is it possible for all superintendents, regardless of ethnicity, to acquire competencies 
needed to serve Hispanic stakeholders? 
What knowledge do you possess that benefits school districts, particularly Hispanic 
stakeholders? 
What skills you possess that benefits school districts, particularly Hispanic 
stakeholders? 
What abilities do you possess that benefits school districts, particularly Hispanic 
stakeholders? 
Are there any other characteristics that you possess which benefit school districts, 
particularly Hispanic stakeholders? 
 
Perceptions about Organizational Outcomes: 
The following questions address outcomes that resulted from your cultural 
competence in working with the Hispanic community. The purpose of these 
questions is to identify outcomes that are related to cultural competence. 
What district policies that are responsive to Hispanic stakeholders have you 
implemented or plan to implement? 
What district practices that are responsive to Hispanic stakeholders have you 
implemented or plan to implement? 
What district programs that are responsive to Hispanic stakeholders have you 
implemented or plan to implement? 
What achievements related to Hispanic stakeholders has your district experienced? 
Did these policies, practices, programs, and achievements result from your competence 
(knowledge, skills, and abilities) in working with Hispanics? Explain. 
Did these policies, practices, programs and achievements result from a formal or 
informal needs assessment of Hispanic stakeholders? Describe the assessment. 
Perceptions about Hispanic representation and leadership: 
In your opinion, does a superintendent’s race or ethnicity matter? Explain. 
In your opinion, is it important to increase the Hispanic representation in the 
superintendency? Explain. 
In your opinion, does Hispanic leadership make a difference? Explain. 
How do students benefit from Hispanic superintendents? 
How do teachers benefit from Hispanic superintendents? 
How do administrators benefit from Hispanic superintendents? 
How does the community benefit from Hispanic superintendents? 
 
Other comments: 
Are there any other comments that you would like to provide that speak to 
Hispanic representation in the superintendency? 
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Are they any other comments that you would like to provide that address this 
study? 
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Fernando Medina 
xxxxxxxxxxxxxxxx 
xxxxxxxxxxxxxxxx 
 
[Date] 

[Recipient Name] 
[Title] 
[Company Name] 
[Street Address] 
[City, ST  ZIP Code] 

Dear [Recipient Name]: 

Thank you for willingness to participate in and the time you devoted to my study of 
Hispanic representation in the superintendency. Your support is of great importance to 
me on a personal level and I am certain it will provide valuable information to all who 
read it.  
 
Again, as previously communicated, your responses will be confidentially maintained. If 
you have a desire to have an electronic version of the study upon its completion, I am 
more than willing to provide it upon your request. 
 
If you have any further questions about or contributions to the study, you may contact 
me at XXX-XXX-XXXX, or by email XXXXXXXXXXXXX, or at the address provided. 
You may also contact my faculty advisor, Dr. William Camp, at XXX-XXX-XXXX or at 
College of Education Department of Teacher Education and Administration, University 
of North Texas, 218-A Matthews Hall, 1155 Union Circle #310740 Denton, TX 76203-
5017. 
 
Best wishes on a successful and very purposeful career. 
 
 
Sincerely, 
 
 
 
Fernando Medina 
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Themes identified from the transcribed one-on-one interviews are coded as follows: 
 PCC = Theme related to Perceived Competencies 
 POO = Theme related to Perceived Organizational Outcomes 
Participants’ One-on-one Interview Responses are organized and coded: 
Perceived Competencies 
 
 
 
 
 
 
PC1 = ____; PC2 = ____; PC3 = ____; PC4= ____ 

Perceived Organizational Outcomes 
 
 
 
 
 
 

POO1 = ____; POO2 = ____; POO3 = ____; POO4= ____ 

 

 

 Int. 1 Int. 2 Int. 3 Int. 4 Int. 5 Int. 6 Int. 7 Int. 8 

C1         

C2         

C3         

C4         

  Int. 1 Int. 2 Int. 3 Int. 4 Int. 5 Int. 6 Int. 7 Int. 8 

OO1         

OO2         

OO3         

OO4         
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