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This study focused on the perceptions of Mexican-American male

superintendents in obtaining the position of superintendent in the state of Texas.

This study sought to identify and examine; (a) the experiences of Mexican-

American males as they rose to the position of superintendent in the state of

Texas; (b) the career paths of successful Mexican-American male

superintendents; and (c) skills successful Mexican-American male

superintendents utilize in order to gain the position of superintendent.

This qualitative study utilized the phenomenologic approach, which

focuses on the perceptions and meanings of individuals and specific experiences

they have lived. The participants for this study were five Mexican-American

males in the position of superintendent in a public school district in the state of

Texas and one board member from each of the respective boards that participated
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in hiring the superintendent.  Each member was interviewed and observed to

identify significant factors in their life experiences.

The findings of the study provided notable information in the form of

seven major themes: motivation to make a difference, support, mentors/Anglo

mentors, barriers, career paths, skills, and networking.

The findings of this study indicate that none of the participants entered

education seeking the superintendency, but at some point in their career they

became aware of their desire to pursue the position.   Support was revealed as a

vital factor in the success of the participants.  This support was derived from

family and friends, peers and cohorts, and/or professional mentors.

Mentors were essential in offering support, guidance, and social capital.

The importance of having an Anglo mentor was the ability of the Anglo to

provide the aspirant credibility, and/or introduction into the Anglo dominated

superintendent society.

The findings also revealed the barriers of prejudice and culture as those

faced by Mexican-American males. Career paths, skills, and networking were

revealed as the last major themes in this study as major factors in the pursuit of

the superintendent position.

Finally, the qualitative data revealed that Mexican-American males

perceived support, Anglo mentors, networking, skills, and conquering barriers as

the major assets needed to successfully obtain the position of superintendent in

the state of Texas.
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CHAPTER I

DESCRIPTION OF STUDY

Superintendents’ positions have traditionally been occupied by males,

(Radcliffe, 1998). Information on minority male educational administrators,

specifically Mexican-American male superintendents, is sparse if not absent from

the literature.  Very few studies include Mexican-American males when

examining the careers of minority educational administrators.  It is apparent that

the experiences of Mexican-American male superintendents, who are atypical in

their ethnicity from the majority of those who lead public school districts in

Texas, have not been given due consideration in current research and literature.

The purpose of this study was to describe and examine the perspectives of

Mexican-American male superintendents in obtaining the position of

superintendent in the state of Texas.  This study focused on Mexican-American

male superintendents’ career experiences.  According to the Texas Association of

School Administrators (TASA) 2001 membership registration, it was estimated

that during the 2001 – 2002 school year, there was a total of fifty-three Hispanic

superintendents in Texas; however, how many were of Mexican-American

background was not determined. The small proportion of Mexican-American

males in educational leadership positions, more specifically the position of

superintendent, has not been addressed by recent research.  Thus, there is need to

study the career experiences of Mexican-American male superintendents who

have attained the top executive position.
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The presentation of the context of the study in this introductory chapter

includes a discussion of data regarding public school personnel, particularly those

concerning Mexican-American males and minorities in teaching and

administrative positions.  A rationale for supporting this study, the purpose of the

study, and a delineation of the research questions are provided.  The chapter

concludes with a discussion concerning the significance, scope, definitions and

limitations of the study.

CONTEXT OF THE STUDY

Compared to other groups, Whites have attained 96.1 percent of the

positions of the superintendency, while only 3.9 percent of the 1,714

superintendents nationwide are minorities (Chapman, 1997).  Of the 1,042

districts in Texas, 88 percent of superintendents are males, and 12 percent are

female (TASA, 2001).  Of the males, 79 percent are White, 6 percent Hispanic, 1

percent African-American, less than .3 percent are listed as Other, and not

responding to ethnicity 1 percent.  The total minority personnel account for

approximately 8 percent in of the TASA roster (TASA, 2001).

Almost a decade ago, nine percent of elementary principals and only four

percent of secondary principals in the nation were minorities, both female and

male (Doud, 1989). However, the percentage of ethnic minorities in assistant

superintendent positions had increased from approximately eleven percent in

1982 to fourteen percent in 1993 (Montenegro, 1993, p.8, 12).
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Although recent data indicated that the numbers of minority chief school

officers had increased minimally, data concerning minorities in the

superintendency revealed fewer gains had been made.  Nationally, the number of

ethnic minority superintendents has increased from slightly more than two percent

in 1982 to three and a half percent in 1993 of the more than ten thousand

superintendents in the United States (Montenegro, 1993, p. 4).  During the 1992-

93 school year, thirty-seven states and Washington DC reported the following as

their minority superintendent makeup: Asian/Pacific Islanders 0.1 percent,

African Americans 1.5 percent, Hispanics 1.5 percent, and American Indians 0.5

percent (Montenegro, 1993, p.5).

Superintendents nationwide are not representative of the ethnic make-up

and cultures of their constituents.  While 33 percent of the nation’s public school

students are members of minority groups, only 5 percent of its chief education

executives are minorities, according to a report published in 1998 by

Superintendents Prepared.  If current trends continue, the proportion of minority

students is sure to increase for decades.  It has been predicted that in 2025,

approximately 3 percent of public school teachers in the nation – the pool from

which most superintendents are drawn – will belong to a minority group, as

suggested by prior research (Montenegro, 1993).  “The status of females and

males in higher administrative positions should be a national priority because

wherever you go the students are diverse…and yet the leadership doesn’t reflect

that” (Keller, 1985,p. 17).  The lack of data or information about superintendents’

career paths signals an alarming lack of attention to the problem.  Keeler’s
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acknowledgment of this problem, “We know less about school superintendents

than any other set of chief executives in the nation”, (1985,p. 15) remains.

Unresolved historical patterns and future trends affecting education,

according to Murdock (2000) suggest that the percentage of the population of

Hispanics in Texas will equal 31 percent compared to 55 percent for Anglos for

the year 2010.  Projections also indicate that by the year 2030 the Hispanic

population as a whole will exceed the Anglo population by 9 percent, with

Hispanics accounting for 46 percent and Anglos accounting for 37 percent.

Murdock’s (2000) projections by age and race in Texas list Hispanics as the major

population age group under eighteen at 35 percent for the year 2000, while

Anglos are listed at 23 percent.  His projections for this age group in the year

2030 maintain Hispanics as the majority, at 28 percent with Anglos falling to 18

percent.  With the projections for Hispanic population increasing, especially

within the age group under eighteen years of age which makes up the public

school population, it is important that the head executive position within the

public school systems reflect its’ future population.

Be it the procedures employed by school boards, headhunters, public

opinion, or the attitudes and backgrounds of the superintendent candidates

themselves, the end results merit study and evaluation (Shakeshaft, 1989).

Focusing on life experiences, this research will explore the career paths and

perceptions of Mexican-American males that hold the head executive position in

Texas public school systems.
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Though data indicates the increase in Hispanic population and the minimal

representation of Mexican-American males at the superintendent position, little

research or information on Mexican-American males is included in the vast

amount of research which thus far has focused on the superintendency based on

the majority of Anglo superintendents.  With a need for the head position in

public schools to proportionately represent its’ population, this study will

demonstrate the need to study the perceptions of Mexican-American males who

have successfully obtained the position of superintendent in the state of Texas.

In order to gain better insight into career paths and perceptions of

Mexican-American males or superintendents in general, a person must first be

familiar with the position of superintendent.  The traditionally accepted definition

of the superintendent is that of implementor of policy established by the board of

education (Konnert and Augenstein, 1990).  Researchers also note that beyond the

definition are the dynamics and ever changing relationships with publics such as

parents, community groups, students, school personnel, and state and federal

agencies (Shakeshaft, 1989).  The superintendent, at different times and in

different situations, is a policy maker, politician, sales person, evaluator, and

distributor of resources (Chapman, 1997).  The degree to which this individual is

able to establish a value system, the mission of a school district, and be motivated

to work toward their attainment, determines superintendency success (Konnert

and Augenstein, 1990).

Within the data collected and the analysis, this research offers insights into

factors which may impact the experiences of future candidates for the position of
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the superintendency.  Findings are presented on how Mexican-American males

perceive themselves and the characteristics that have allowed them to arrive to the

position of superintendent. The researcher’s interest was to gain an insight on the

factors that contributed to Mexican-American males achieving the position of

superintendent.  As a main focus, the researcher sought to gain an understanding

of the perception of Mexican-American male superintendents on obtaining the

position of superintendent.  It is Mexican-American male’s perceptions’ that may

contribute to the existing literature about what is required to obtain the position of

superintendent.  It is through perception analysis that one may better gain

knowledge of the life experiences and career paths of Mexican-American male

superintendents in Texas.  By understanding Mexican-American males’

perceptions about the approach employed in attaining the superintendency, one

might better grasp the complexity of factors affecting Mexican-American males.

By gaining insight into Mexican-American males’ perceptions, more Mexican-

American males may be encouraged to pursue major leadership roles such as the

position of superintendent of schools.

This research begins by examining the literature already available in order

to gain an appreciation for factors perceived by Mexican-American male

superintendents as being most influential and perceived to be the most crucial in

reaching the position of superintendent by Mexican-American males already

holding the position of superintendent.

Given the limited literature on Mexican-American male superintendents in

the superintendency and their career experiences, there is a need to better



7

understand the factors that contributed to the success of those Mexican-American

males who became superintendents, from their point of view.  What were the

personal costs?  What career paths did they follow?  What barriers were faced?

What contributed to their success?  What were their priorities?

STATEMENT OF THE PROBLEM

While the demographic trends suggest that Hispanic student population is

increasing, few Mexican-American males are found at the top leadership position

of school districts.  Consequently, there is an imperative need to determine the

factors that contributed to successful attainment of the superintendency from the

perception of Mexican-American male superintendents in the state of Texas.

A preliminary search of current literature revealed that there was little

current data to explain how Mexican-American male candidates have succeeded,

compared to their Anglo counterparts, in their quest to become superintendents.

Instead, the majority of the research tends to focus on how school boards qualify

candidates and also provides strategies in preparing to interview for a

superintendency, etc.  Much information is based on data derived from successful,

affluent Anglo superintendents who were often not representative of the student

population in their school districts.  Therefore, comparable opportunities for

attaining a superintendency or information about career paths is not readily

available to most Mexican-American candidates.  The question is, why do some

Mexican-American male candidates facing the same obstacles Anglo males face

in obtaining the superintendency still succeed?
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PURPOSE OF THE STUDY

The purpose of this study was to identify and examine the factors which

have influenced Mexican-American male aspirants to attain the position of

superintendent in the state of Texas. While there is literature available on the

superintendency, (Norton, Webb, Dlugosh, & Sybouts, 1996, Konnert &

Augenstein, 1995, Hoyle, English, & Steffy, 1998), there is limited evidence on

the factors which Mexican-American males themselves attributed as paramount in

the quest for the superintendent’s position.  According to current literature, the

conditions which exist for attainment and maintenance of the superintenendency

in Texas are typical of the rest of the country.

RESEARCH QUESTIONS

This study was guided by the following questions:

1. What were the experiences of Mexican-American males as they rose to

the position of superintendent in Texas?

2. What were the career paths of successful Mexican-American male

superintendents?

3. What skills do successful Mexican-American male superintendents

utilize in order to gain the position of superintendent?
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SIGNIFICANCE OF THE STUDY

This study attempted to advance the understanding of the life experiences

and career paths of Mexican-American males who have obtained the

superintendent position in the state of Texas.  It will contribute to the research

literature about minority school district leaders and especially add to studies

concerning Mexican-American administrators with a focus on Mexican-American

males in Texas.  This study will enhance the understanding of the career paths of

minority district leaders by including the experiences and perspectives of

Mexican-American male superintendents.  It will also expand the knowledge

about practices in the recruitment of Mexican-American males for educational

administration positions by adding to the literature on Mexican-American male

candidates. Educational administration preparation programs, particularly their

role in developing Mexican-American male school and district leaders, may also

be informed by this study.

This study added to the limited literature on specific factors influencing

Mexican-American males.  Why some Mexican-American males fail is worthy of

study, but most important is to examine how they perceive the skills and methods

that have allowed them to succeed.

SCOPE OF THE STUDY

The study focused only on Mexican-American male superintendents

within the state of Texas and will determine the career experiences of successful

Mexican-American superintendents.
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DEFINITION OF TERMS

A research study should define the terms that are unique or specific to that

study (Gay, 1992).  For the purpose of this study, pertinent terms are defined as:

1. Career-paths:  The general or progression of one’s working life or one’s

professional achievements (American Heritage Dictionary, 1996).

2. CEO (Chief Executive Officer): Will refer to the superintendent of

schools as appointed by an organized school district in Texas.

3. Culture:  A body of beliefs, usage and sanctions which are transmitted

entirely by social means and administered to growing individuals by

example, precept, and discipline...It constitutes the milieu, a body of

influences which are necessary for the development of the individual mind

in such functions as language, spoken and written forms. (Ortiz, 1982

quoting Baldwin, J., 1913a: p. 129-130).

4. Education Preparation: A combination of course work and work

experience designed to train for the purpose of attaining the next higher

level of an organization.

5. Ethnicity: Classification or affiliation of a person based on race and

history.

6. Ethnicity terminology: Based on the Census 2000, a number of choices

may describe what a person considers himself/herself to be, including the

terms:  White, Black, Hispanic, American Indian, Asian, or Pacific

Islander, as well as combination of races. According to the APA Manual,

preference for nouns referring to racial and ethnic groups change often.
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For purposes of this study, the U.S. Bureau of Census Population (2000)

was used a guideline for all with Mexican-American being a more specific

class within the classification of Hispanic.

7. Hispanic: A person of Latin American descent living in the U.S.; one of

Cuban, Mexican, or Puerto Rican origin.

8. Mexican-American:  Any person of Mexican ancestry who is a citizen of

the United States of America.

9. Mid-level Managers: A group of persons occupying managerial positions

intermediate between lower and higher executives.  These positions could

be coordinator, director, assistant, associate, deputy and area

superintendency. (Wolcott, 1973)

10. SBOE:  State Board of Education.

11. School District: A geographic district and the public schools of which are

administered together (American Heritage Dictionary, 1998).

12. Subjectivity:  The conscious and unconscious thoughts and emotions of

the individual, one's sense of self and the ways of understanding one's

relation to the world.  Subjectivity is made possible through the discourses

one has access to, through a life history of being in the world (Davies,

1994, p.3).  Different from the more fixed notion of ‘identity', this idea of

subjectivity allows us to understand how we are confirmed in our position

by discourse.  It suggests the image of a person being molded or formed

by the place he or she occupies in the discourse.  Also implicit, in this

way, is to describe the formation of the self as having different



12

possibilities for the formation of selves which are dependent on whether or

not one is part of the dominant group or a marginal one.  (Grogan, 1996).

13. Superintendent:  The chief executive administrative officer of a school

district who directs and coordinates the educational, administrative, and

counseling activities of that district in accordance with governing board

policy as well as state and federal statutes (U.S. Department of Labor,

1991).

LIMITATIONS

“A limitation is some aspect of a study that the researcher knows may

negatively affect the result, or generalizability of the results, but over which he

probably has no control.” (Gay, 1992, p. 108).  Although the research design for

gathering information was carefully thought out, the following elements were

beyond the researcher’s control: the honesty of each respondent, important

information which participants chose to discuss or withhold, and the subjectivity

in selecting the participating superintendents.  These and other elements may have

influenced the analysis and interpretation of data collected. The researcher, being

aware of these issues, sought to minimize the influence of these elements and

reduce any contaminating factors.  The following specific limitations were

identified for this study.

The first limitation was the level of generalization of the findings of this

study to other populations.  Comparing the experiences of these Mexican-

American males with those of other minority administrators as well as with non-
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minority male administrators were tempting.  The findings of this study could

have accommodated such a comparison.  However, any generalizations to other

minorities remained limited.

The second limitation refers to the sample size used in this study.

Although this study of the experiences of five Mexican-American male

superintendents will yield concentrated engagement with the participants, the

phenomenological description was not representative of the experiences of all

Mexican-American male superintendents, nor of other minority public school

superintendents.

A third limitation of this study was the qualitative research methodology

used to examine and describe the experiences and meaning of those experiences

of Mexican-American males as they attained their superintendent positions.

Qualitative research methods do not lend themselves to ascertain the cause of

certain events or phenomena.

The fourth limitation was the phenomenological approach used in this

study.  It  focused on the meaning of the experiences present at the time of the

study.  The men’s recollection of their experiences and the meanings they

attributed to those experiences may have differed had these men been interviewed

a year earlier or later in their administrative careers.  Also, some translation of

participant responses from face-to-face interviews, on occasion, contained

language that may not appear grammatically correct.  The researcher reported

answers from interviews as the subjects responded; thus reflecting the true

language of those interviewed.
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SUMMARY

This chapter presented the context of the study by highlighting the

significantly larger number of Anglo male superintendents as compared to the

number of Mexican-American superintendents.  It also stressed the need for the

identification of perceived skills and methods used by successful Mexican-

American male superintendents to obtain the position of superintendent in Texas.

Investigating the career experiences of these superintendents will generate

information for other superintendents, prospective candidates, school board

members and community members and the public at large.  The need to identify

the skills and methods needed for Mexican-American males to obtain the position

of superintendent in the public schools of Texas is extremely important.  In

discovering insights to career paths, skills and methods used by current successful

Mexican-American male superintendents, prospective candidates for the position

of superintendent may benefit as they increase their efforts’ to pursue the

superintendency in Texas.

Chapter one contains a description and rationale of the study, including an

overview of the factors influencing the topic of the study and several reasons that

support the study.  An articulation of the purpose and the research questions was

presented.  A discussion on the significance of the study was included as well as a

scope of the study, definitions and the limitations of the study concluded the first

chapter.
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CHAPTER II

REVIEW OF THE LITERATURE

The study of the career perspectives of Mexican-American male

superintendents in obtaining the position of superintendent in the state of Texas

requires an understanding of historical perspectives of the superintendency and

the role and duties of the superintendent as background for the study.  To this end,

the legislative reforms of the last twenty-five years that had an evolutionary

impact on the position of the superintendent were examined.  Competencies,

career paths, and related literature from studies of Hispanic superintendents were

also analyzed in order to gain insight into the position of the superintendent.

HISTORICAL PERSPECTIVE/EVOLUTION OF THE SUPERINTENDENCY

The superintendency was created approximately 160 years ago when it

was realized that the education process had become too demanding for local

boards of education.  But to better appreciate the evolution of the superintendent,

a brief review of the history of education in the United States will be revisited in

order to gain an awareness of how the position evolved to its present state.

Formal education in the United States arose with the colonists of the early

1600’s.  The colonists valued and held an individual’s personal knowledge of the

Bible as an important aspect of their strong religious belief.  Due in large part to
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these religious beliefs, Massachusetts passed the first law that required parents to

send their children to school in 1642.

The law of 1642 mandated school attendance based largely on the court

taking into consideration the great neglect of many parents and masters in training

their children in learning and labor.  The court decreed that in every town the

‘chosen men’ appointed for managing the prudential affairs of the community

shall also stand charged with the education of the children in order that they are

able to read and understand the principles of religion and the capital laws of the

country.  From this came mandated attendance, the genesis of a local school board

and the basis for our education system in the United States.  The subsequent

modifications to this educational model became the foundation of public

education throughout the colonies, and eventually the new republic (Danzberger,

1992).

With the growth and maturity of the nation, individual states utilized the

Tenth Amendment to the United States Constitution in order to become more

involved in education.  The Tenth Amendment states, “powers not delegated to

the United States by the Constitution, or prohibited by it to the states, are reserved

to the states respectively, or to the people.”  The lack of mention of education in

the Constitution entitled the individual state to assume responsibility for education

of their citizens.  States soon began passing laws and allocating funds for the

specific purpose of assisting communities with public education.  As with the

passage of any state law and allocation of state funds, state legislatures demanded

accountability.  In the early nineteenth century, in order to maintain
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accountability, committees were appointed to oversee the allocated education

funds. These appointed oversight committees evolved into what are now generally

known as state boards of education.

  The first reported state superintendency was established in New York in

1812.  This superintendency likely occurred as a result of the increasing number

of communities establishing public schools in the New York area, thus the need

for a position that would oversee these local school systems.  With the rest of the

nation incurring the same development of public schools, other states soon

followed suit, thus the establishment of the state superintendent.

With the population of the United States growing and moving ever

westward, the oversight of local school systems became unrealistic for single state

committees or a single school official.  Responsibilities for local school systems

were soon shifted to local area committees, which soon became county

committees. The county superintendent evolved from these county committees

charged with oversight of local education systems and funding.

In the early nineteenth century, instead of hiring superintendents to direct

schools, boards of trustees attempted to direct the schools and use an

administrator who was a teacher paid only to oversee instruction and advise the

board of trustees (Tyack, 1982).  From the middle to late nineteenth century,

superintendents usually had no formal training as leaders nor were they licensed

in educational administration.  The initial role of the superintendent was to assist

the school board with the day-to-day details of school activities.  These

superintendents were not placed in charge of the education of the children.  They
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maintained and protected school property, allocated supplies, kept records, and

supervised building construction (Good, 1956).

The position of the superintendent took on a different function in the early

1900's.  With the influx of millions of immigrants to the United States, significant

cultural and educational problems to the nation's school system arose.  As the

number of immigrants grew, American citizens relied on public schools to

assimilate immigrant children into their version of Americanism (Gerald, 1986;

Gutek, 1986; Lazerson, 1987).  The period ranging from the early 1900’s through

the 1940’s saw large, centralized, urban school systems develop.  While school

governance in rural districts remained in the hands of elected boards,

superintendents in large urban districts followed the business corporation model

and sought to become educational executives who stressed managerial and

operation efficiency, a model that would shape the early 20th century (Good,

1956).  During this period, superintendents began to move from an efficiency

model of administration to an administration based on scientific knowledge.

Superintendents were perceived as managers who approached education in a

business-like and organized manner (Griffiths, 1966).  During this time, formal

university-based training with master's degrees and licensing was beginning to be

required (Murphy and Hallinger, 1987).

During the latter part of this period and into the 1950's, the superintendent

began emerging as a social agent; the superintendent's program content

background included social foundations and the view of an administrator as a

mediator and sometimes a politician (Cuban, 1988).  At the same time, the
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American public found itself falling behind the Russians with the launch of the

Sputnik in 1957.  The blame for the failure to beat the Russians into space was

blamed squarely on the educational system.  As a result, a widespread demand for

major curriculum reform emerged.  Emphasis quickly shifted to reading, writing,

and arithmetic (Sizer, 1983).

During this period, educational supervision was primarily authoritarian,

but it was slowly moving toward a more democratic perspective.  Superintendents

were to educate those teachers who were being led and involve them in planning,

executing, and evaluating educational practices.  Superintendents were also to

provide direction for curriculum and classroom experiences, and they were to

serve as arbitrators of value and morality (Pajak, 1993).

The 1960's saw the concept of the superintendent evolve into a ‘change

agent’.  The thought was that superintendents should be less concerned about

being democratic and more concerned with whether it was effective in bringing

about change.  The superintendent was to identify problems, priorities, and bring

about change.  This period of time also saw changes in instructional

methodologies, such as expanded uses of team teaching, audiovisual aids, open

classrooms, and textbooks that promoted more positive images of ethnic and

racial minorities (Morris, 1976).

During the 1970's, superintendents found themselves relying on formal

power and technical competence and, as change agents, they were concerned with

changing teacher behavior.  With the creation of the Department of Education in

the late 1970's, superintendents expanded the focus on equity issues, support for
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state and local efforts, research and evaluation, information dissemination, and

federal program accountability (Gutek, 1986).

The American public of the 1980's found it-self alarmed over the declining

quality of American education and urged reforms.  These concerns were based

largely on reports on education such as ‘A Nation at Risk’ (1983).  During this

time educators attempted basic reform through increased state management and

regulations (Crampton, 1990).  Literature related to the nature of leadership and

relevant criteria for evaluating leadership effectiveness arose during this time

period.  Superintendents were then being studied and compared against CEO's of

the business world.

The infusion of two million school-aged immigrant students within the last

two decades changed American schools from biracial to multiracial, multicultural,

and multilingual institutions (Ascher, 1993).  The past decade has witnessed the

need for the superintendent to be multi-skilled and multi-talented, having the

ability to understand the needs of diverse cultures and needs within the

community being served.  Today, the superintendent must be able to forge a

vision with core values that will meet the mission of the education community as

a whole.

The Role of the Superintendent

Superintendents are responsible for the oversight of all phases of the

district’s operation (Heslep, 1997).  The superintendent assumes leadership of the

district through defining and actualizing the district mission statement.  Ethics
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heavily impose upon the mission statement in that ethics express the district’s

philosophy, goals, and expectations; the mission statement defines what is the

desired product of the educational organization.   The superintendent serves as the

professional advisor to the board, communicator to the public, manager of

resources, and leader of reforms (Carter & Cunningham, 1997).

To better understand the superintendent, it is important to look at the

performance areas that define the role of the superintendent.  There are several

studies and publications that have defined and or listed the role and areas of

expertise needed by public school superintendents.  The following three recent

studies describe the performance areas and needed skills of the superintendent.

Sclafani and Collier (1988), using the American Association of School

Administrators (AASA) guidelines for preparation of school administrators, listed

the Texas superintendents’ performance areas as:

•  Finance – manages and is responsible for all school finance issues of

the school district.

•  Climate – establishes and maintains a positive and open learning

environment to bring about the motivation and social integration of

students and staff.

•  Curriculum – develops and delivers an effective curriculum that

expands literacy, competency, and cultural integration to include

advanced technologies, problem solving, and critical thinking.
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•  Evaluation – creates programs of continuous improvement and

evaluation of both staff and program effectiveness as keys to student

learning and development.

•  Management – manages school system operations and facilities to

enhance student learning.

•  Instruction – develops and implements effective models/modes of

instructional delivery to maximize the best use of time, staff, advanced

technologies, community resources, and financial means.

Hoyle, English, and Steffy (1998) in Skills for Successful 21st Century

School Leaders: Standards for Peak Performance, attempt to provide a clear

recitation and description of the standards and related skills school leaders must

master and apply to make the most of their important position.  While no single

theory of leadership accounts adequately for all the leadership dimensions of

successful performance and no single set of administrative standards and related

skills and dispositions will solve every problem facing school leaders today

Hoyle, English and Steffy provide a good starting point by synthesizing the

prevalent research into a set of useful standards and skills.

  The following is a list offered by Hoyle, English and Steffy (1998) of

areas thought to be of major importance for practicing school leaders to

understand and be skilled at in order to be successful:

1. Skills in Visionary Leadership;
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2. Skills in Policy and Governance;

3. Skills in Communication and Community Relations;

4. Skills in Organizational Management;

5. Skills in Curriculum Planning and Development;

6. Skills in Instructional Management;

7. Skills in Staff Evaluation and Personnel Management;

8. Skills in Staff Development;

9. Skills in Educational Research Evaluation, and Planning and;

10. Values and Ethics of Leadership.

The role and duties of the superintendent in the state of Texas are defined

by the Texas Education Code 11.201.  According to this section of the code, the

superintendent is the educational leader and chief executive officer of the school

district.  The following actions are the listed duties of the superintendent in the

state of Texas:

1. Assuming administrative responsibility and leadership for the

planning, operation, supervision, and evaluation of the education

programs, services, and facilities of the district and for the annual

performance appraisal of the district’s staff;

2. Assuming administrative responsibility for the assignment and

evaluation of all personnel of the district other than the superintendent;



24

3. Making recommendations regarding the selection of personnel of the

district other than the superintendent;

4. Initiating the termination or suspension of an employee or the non-

renewal of an employee’s term contract;

5. Managing the day-to-day operations of the district as its administrative

manager;

6. Preparing and submitting to the board of trustees a proposal;

7. Preparing recommendations for policies to be adopted by the board of

trustees and overseeing the implementation of adopted policies;

8. Developing or causing to be developed appropriate administrative

regulations to implement policies established by the board of trustees;

9. Providing leadership for the attainment of student performance in the

district based on the indicators adopted by the State Board of

Education or the district’s board of trustees;

10. Organizing the district’s central administration; and

11. Performing any other duties assigned by action of the board of

trustees.

As observed, the role of the superintendent is diverse and many skills are

needed in order to successfully accomplish the task.  Ovando and Troxell (1997)

state, “skill acquisition is a necessary component in the creation of a competent

individual.  Knowledge, attitudes, and skills provide individuals with an ability to

interact effectively with social and physical surrounding” (p.415).  Konnert and
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Augenstein (1995) argue that the superintendent must be many things to different

people in order to fulfill the role of superintendent. They list the following as the

different roles that the superintendent must fill: divergent thinker, motivator,

empower, communicator, the board’s chief executive officer, strategic planner,

negotiator, business manager, lobbyist, and consultant of specialists.

For the superintendency to survive and flourish into the 21st century,

superintendents will need to serve as role models, demonstrating the high degree

of professionalism necessary to increase their influence in policymaking at the

local and state levels.  They will also need to attract political support by

encouraging needed changes in curriculum and educational technology clearly

aligned to a strategic vision.  A focus on the future, which involves all the players,

both inside and outside the school district, will make the job of the superintendent

that of a master juggler in an increasingly complex organization (Carter &

Cunningham, 1997).

Leadership and the Superintendency

For the final test of a leader is that he leaves behind him in other men the

conviction and the will to carry on... The genius of a good leader is to leave

behind a situation which common sense, without the grace of genius, can deal

with successfully.

(Lippman, Walter, 1945)
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Educational administrative literature offers an abundance of research on

leadership.  Many articles and books have been written on or about educational

leadership (Norton, Webb, Dlugosh, & Sybouts, 1996, Konnert & Augenstein,

1995, Kouzes & Posner, 1995, Sergiovanni, 1992, and Starrat, 1995). These

publications have addressed such topics as managers versus leader, transactional

versus transformational leadership, instructional leadership, empowering

leadership, and moral leadership (Staratt, 1995).

The Greeks, Romans, Egyptians, and Chinese have also recorded

observations regarding the act of leadership.  Despite the varying cultures, the

following attributes of a leader emerged: justice, wisdom, counsel, authority,

valor and judgement.  The search for understanding and defining leadership has

long been sought.  Defining leadership in education, specifically in the

superintendency is no different.

"Leadership is rooted in meaning, meanings that ground our identity as

human beings, both individually and collectively; meanings that are the source for

our deepest values" (Starratt, 1995, p. 14).  Kouzes and Posner define leadership

as "the art of mobilizing others to want to struggle for shared aspirations" (1995,

p. 30).  Sergiovanni asserts that "the true leader is one who builds in substitutes

for ‘follow me' leadership, which enables people to respond from within" (1992,

p. 13).  In summarizing the contributions of all these authorities, a person would

reason that the educational leadership roles of superintendents place them in

situations in which they are extensively involved in ethical issues.



27

Superintendents, like other administrators, face value conflicts daily which

test their ethics. Because superintendents are not just technicians, they must

mediate and resolve such conflicts. Marshall (1992) studied the values that

provided direction to a small group of administrators in resolving ethical

dilemmas.  She identified the following principles upon which these

administrators relied:

1. "guidance from God or from their moral principles inculcated by

church and family" (p. 376)

2. "family background and personal values" (p. 277)

3. "justice, equity...fairness...openness, honesty, and even-handedness"

(p.378)

Marshall (1992), notes, "leaders... bring to the surface our recognition that

values are part of organizations and that leadership is value laden" (p. 382).

The evolution of the role and leadership of the superintendent has been

influenced and shaped by many of the factors and contextual demands of the

position.  Over the last twenty-five years, the position of superintendent has been

shaped by noteworthy legislation. These legislative acts have required the

superintendent to become skilled in a myriad of disciplines.  A key to

conceptualizing the position of superintendent is recognizing the malleability of

the position and the numerous variables that contribute to its evolution.  The

impetus for reform over the past quarter century has derived from major
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legislation.  A review of important legislation will not only clarify it’s impact on

the evolution of the role of superintendent but will also further emphasize the

symbiotic relationship that public school officials have with government entities.

LEGISLATIVE REFORMS

Within the past twenty-five years the state of Texas has witnessed

legislation that has had a major influence on education and thus the position of the

superintendent.  Senate Bill 350, House Bill 246, House Bill 72, and Senate Bill 1

are four major pieces of legislation that illustrated the expanding nature of the job

of the superintendent.  A review of these legislative actions will offer a better

understanding of the complexity of the position of the superintendency and an

appreciation for the effects they have had on both the position of superintendent

and on the education system in Texas.

Senate Bill 350

The 66th State Legislature in 1979 enacted Senate Bill 350.  SB 350

increased the small amount of school finance reform in previous legislation.  The

bill provided for the infusion of approximately $1.174 billion into state

elementary and secondary public school programs, with the majority of funds

being distributed in proportion to district property wealth.  SB 350 provided the

following:
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•  Adjustment of the state estimates of taxable property wealth to reflect

the exemptions which were provided in HB 1060, a newly passed

property tax relief bill;

•  Increased equalization aid by $152 million during the next biennium,

raising the maximum per pupil entitlement to $275 in 1979-80, and

$290 per pupil in 1980-81;

•  Increased compensatory education funding by $48 million; revised the

distribution formula so that funding was based on the number of free

lunch eligible pupils; required school district assessment of basic skill

in selected grades; and required the documentation of efforts to

provide remedial services to students who were underachieving;

•  Provided $5 million for funding demonstration programs for gifted and

talented pupils;

•  Provided supplemental funding for school districts experiencing

significant growth in enrollments through a “fast-growth” allotment;

•  Provided significant increases in maintenance and operation allotments

to help school districts deal with spiraling operating costs;

•  Modified the state transportation funding formula to one based on

linear density which considered the number of pupils transported and

the number of miles traveled, bringing state funding closer to actual

costs; also providing state funds for transporting, within the two-mile

limit, pupils who must cross hazardous areas to get to their schools;
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•  Incorporated minimum aid hold harmless provisions for all school

districts;

•  Rewrote the state’s special education provisions to improve delivery of

services to handicapped pupils, and to bring state law into compliance

with federal law; and

•  Increased teacher salaries by 5.1 percent and added step 14 to the state

salary schedule.

One of the biggest factors coming out of SB 350 was the mandating of one

of the most comprehensive student competency testing in the history of the state.

The Texas Assessment of Basic Skills (TABS) was administered to all fifth and

ninth graders in the state to determine proficiency in reading, writing and

mathematics.  Unfortunately, the legislature failed to provide funds for this

assessment.  Early in 1980 the State Board of Education (SBOE), facing an

accumulated cost of nearly $2 million in the administration of the test decided that

since the test prescription appeared in the compensatory education section of SB

350, the cost should come from compensatory education.  Funds for the

administration of the test were skimmed off the top of compensatory education

allocations, even for tests administered in school districts that had little or no

compensatory education students.  This struck quite a blow for poverty students,

with poverty determined by participation in the federal free and reduced price

lunch program.  The failure of the legislature to finance the testing program, and

the decision by the Texas Education Agency to fund it from compensatory
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education programs, led to a substantial loss in the new equalization funds for low

wealth districts provided by the previous session of the legislature.  The high

wealth districts with little or no poverty students would incur no expense for the

comprehensive testing of their students.

The public results of TABS testing were often used to compare and

critique the effectiveness of public school districts in Texas.  House Bill 72,

which came into effect in 1984, mandated that student testing be extended and the

test title was changed to the Texas Educational Assessment of Minimum Skills

(TEAMS).  The TEAMS became a tool used to measure the effectiveness of

instruction in Texas school districts.  With this statewide assessment, districts in

the state scoring lowest on the assessment were selected for analysis and special

assistance by state accreditation teams.  The TABS/TEAMS tests were constantly

under revision and in 1990 the assessment became the Texas Assessment of

Academic Skills (TAAS).

This legislation made superintendents accountable for securing student

proficiency in reading, writing and mathematics without state funding.  This was

especially difficult for superintendents of low wealth districts.  Making results of

TABS testing available to the public increased public scrutiny placed on the

position of superintendent, thus forcing the superintendent to become skilled not

only in curriculum, but also in finance in order to be able to fund needed

programs to achieve student proficiency in these areas.  Since the inception of the

assessment and the vast amount of attention given to each districts’ assessment
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score, pressure has increased on superintendents to secure high achievement for

all students in his or her district.

House Bill 246

In 1981, the 67th Legislature passed House Bill 246, which authorized the

SBOE to establish 11 general required subject areas for grades K-12, which was

considered a well-balanced curriculum.  School districts still decided what

courses were taught, but for a school district to be accredited, it had to offer

courses in each required subject area.  The State Board was directed to designate

essential elements of instruction for each of the subjects of this well-balanced

curriculum.  The impact of these revisions on school curricula was felt by

superintendents across the state.  Superintendents found themselves having to

revise their districts’ curriculum, develop programs to assist teachers with the

revisions to the curricula, purchase materials, supplies, and even in some

instances construct new facilities.  Superintendents were not experienced in, nor

trained to handle the changes that House Bill 246 imposed.

House Bill 72

The 68th Session saw Governor Mark White call a special session to

consider the recommendations of the Ross Perot headed Select Committee on

Public Education (SCOPE).  When this special session adjourned without school

reform legislation, Governor White called a second special session, which enacted

widespread draconian educational reform legislation under House Bill 72.  Some
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of the key provisions of this bill that had impact on school districts and thus

superintendents were:

•  School District Performance Reports.  This provision required local

school board to make available to the public and to the SBOE an

annual performance report describing the district’s educational

performance and progress, district-wide as well as by grade level and

campus.

•  Teacher Pay.  The bill replaced the pay-grade index in then current law

with an 11-step state minimum salary schedule.  The beginning

minimum salary for new teachers starting in September, 1984, would

be $15,200 annually, up from the then $11,100.  Teachers would

receive a raise of $1,140 annually thereafter until they reached the 11th

step.

•  Career Ladder Plan for Teachers.  The bill established a four-step

career ladder plan for teachers with a requirement that the SBOE seek

the advice and input of teachers in developing the appraisal process

and the performance criteria known as TTAS.  The career ladder plan

offered “supplemental” raises up to $6,00 for extra trained and

outstanding classroom performance.  The bill also mandated at least

two yearly appraisals of the classroom performance of every teacher,

to be conducted by specially trained teams.

•  Competency Testing for Teachers and Administrators.  This provision

required all teachers and administrators to pass a subject area
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competency test as well as a basic skills test.  This “one-time” test, or

EXCET, had to be passed as a condition for further employment.  The

administrator examination had to test administrative skills in addition

to knowledge in subject areas and other matters the SBOE considered

appropriate.  The test could be retaken if failed.  Students preparing to

be educators were required to take an excet test upon graduation from

college.

•  Management Training for Superintendents and Principals.  This

provision directed the SBOE to develop a pilot training course

focusing on management skills or superintendents and principals.  The

pilot project was coordinated between colleges of business and

education.

•  Extracurricular Activities.  This provision, which became effective in

the spring of 1985, allowed the SBOE to limit extracurricular activities

during the school day and the school week by prescribing certain rules.

It required that students be passing all academic courses with at least a

grade of 70 in order to participate in extracurricular activities.

•  Class Size.  This provision stated that school districts may not enroll

more than 22 students in grades K-2 effective in the 1985-86 school

year, nor in grades 3 and 4 effective the 1988-89 school year.
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Senate Bill 1

On June 1, 1990, as the courts were preparing to close down the Texas

public school system, the legislature enacted Senate Bill 1.  This bill came about

as a result of the Supreme Court of Texas decision in the Edgewood v. Kirby case

ordering the legislature to correct a long-standing injustice, the inequity in

funding between the state’s richest and poorest school districts.    The court

decision reaffirmed that drastic differences in property wealth among Texas’ local

school districts existed and resulted in unequal tax revenue, unequal school

funding, and unequal educational opportunities.  Senate Bill was intended to

provide Texas’ school districts with equal access to enough funds to provide

quality educational programs.

The new funding established with SB 1 was channeled through the

Foundation School Program (FSP), which supplies the state aid received by local

school districts.  The new money flowed through two funding systems in the FSP,

known as ‘tiers’.  These tiers were ‘The Basic Program’ and the ‘Guaranteed

Yield Program’.  The Basic Program payment, known as the “Basic Allotment”

was made up of both state and local revenue and were intended to supply local

school districts with the necessary funds to maintain a minimally adequate school

program.  While the Basic allotment payments were made on a per-student basis,

the system allowed for differences in local wealth, by requiring a contribution

from school districts called the local fund assignment.  The second tier of the FSP

was the Guaranteed Yield Program, created by the legislature in 1989 to further

equalize funding among richer and poorer school districts.  This program supplied
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funds to improve and enrich schools beyond the minimum level supplied by the

Basic Program payments.  It also gave more aid to poor districts, to make up for

the fact that the same tax rate could raise different amounts depending on the

value of a district’s property.  The financial impact of SB 1 on individual districts

would depend primarily on how many districts changed their tax rates to earn

more aid under the Guaranteed Yield Program.

Senate Bill 1 enacted a number of changes and new programs.  The Public

Education Development fund established by this bill would pay for several

programs.  The fund would pay for programs to improve academic performances

of low performing students, dropout prevention, bilingual training, magnet

schools, and programs for children whose parents work beyond school hours.  A

new technology fund was also established that would allow an allotment to each

school district.  Another provision effecting districts and superintendents was the

requirement of school districts to send parents an annual report comparing the

district to similar districts within the state.  The report compared the district

through district test scores and dropout rates.

The legislative reforms reviewed impacted education and superintendents

across Texas in many ways.  Superintendents were now required to be experts in

finance in order to secure unfunded mandates for curriculum programs, which

were now tested for student proficiency, and which often caused financial stress

on many districts.  Superintendents were also now required to satisfy and

maintain teacher, administrator and even public morale in the midst of legislative
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mandates, which required added responsibilities from the public education

system.

Legislation established the push for improved curriculum and scores

through training requirements and added responsibilities to teachers and

administrators plus the increased scrutiny of the public placed ever-increasing

burdens on superintendents. This push also created more demanding expectations

and competencies from superintendents.   A look at needed competencies will

offer an insight into what is essential for a superintendent to secure personal

success within the public education system.

COMPETENCIES

The roles and duties of the superintendent as required by statute and

expressed by previous other studies have been reviewed.   As superintendent, he

or she must be competent in knowledge, attitudes, and skills in order to fulfill the

required duties that have been described.  Norton, Webb, Dlugosh and Sybouts

suggest that “the identification of several selected competencies required of the

superintendent serves two purposes.  It provides insight into the responsibilities of

the superintendent, and it emphasizes the personal skills and knowledge required

for the superintendent’s successful performance” (1996, p.304).

According to Norton, Webb, Dlugosh, and Sybouts a “competency refers

to the ability to accomplish a task at a satisfactory level of performance.  To be

competent is to possess sufficient skill and knowledge to meet a stated purpose or

to have the capacity equal to the requirements of the task” (1996, p. 305).  Thus,
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competencies required for the effective leadership of superintendents may include

a combination of needed knowledge, skills, and attitudes to assume a defined role

at a satisfactory level of performance (Norton, Webb, Dlugosh, and Sybouts,

1996).  The more competent a person is, the more capable the individual will be

to interact successfully with his or her social and physical surroundings. A brief

description of knowledge, attitudes, and skill characteristics will offer a better

comprehension of what is needed to be a competent superintendent.

Knowledge

Banks (1994) defines knowledge as a familiarity, awareness, or

understanding gained through experience or study.  Most definitions revolve

around the acquaintance with facts; range of information, awareness, or

understanding.  Although competency implies knowledge, a competency is more

than simply knowing about or how to accomplish some goal (Pearson, 1984).

Attitudes and skills are additional characteristics thought to be needed of the

competent person.

Attitudes

An attitude is the stand an individual holds and cherishes about people,

objects, issues, and institutions (Sherif, Harvey, White, Hood, & Sherif, 1961).

Smolicz (1979) argues that attitudes are the ideological system at a personal level.

From this perspective, attitudes are an individuals potential for a particular course
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of action (Znaniecki, 1968).  An action, however, requires the acquisition of

particular skills.

Skills

A skill is the ability to do something well, arising from talent, training, or

practice.  Skills necessitate the acting out of the latent competency, and they have

the characteristic of an art, which is the unit of technical skill combined with

sensitivity and taste (Ovando & Troxell, 1997).  Hall and Jones (1976)

acknowledge that skills must be acted upon and note that a competency is “greater

than the sum of the individual skills” (p. 29).  According to Ovando and Troxell,

“skill acquisition is a necessary component in the creation of a competent

individual.  Knowledge, attitudes, and skills provide individuals with an ability to

interact effectively with social and physical surroundings” (1997, p. 415).

Konnert and Augenstein (1995) list the following, as needed

superintendent leadership competencies:

1. Divergent thinker;

2. Motivator;

3. Empowerer;

4. Communicator;

5. The board’s chief executive officer;

6. Strategic planner;

7. Negotiator;
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8. Business manager;

9. Lobbyist; and

10. Consulter of specialists.

The competencies listed above are diverse and complex.  Any opportunity

for success will warrant the need for knowledge, attitude, and skill as described

by Norton, Webb, Dlugosh, and Sybouts (1996).  In order to gain insight into the

career perspectives of Mexican-American male superintendents in obtaining the

position of superintendent in the state of Texas, a review of the needed

competencies; knowledge, attitudes, and skills is important to gain insight about

what is needed for success when pursuing superintendent positions by any

candidate regardless of ethnicity or gender.

Reviewing competencies needed for success at the superintendent position

offers an opportunity to investigate these skills and consider if they played an

important role in the career paths of superintendents as they secured and

maintained the superintendent position in the past.  Reviewing the career paths of

superintendents will offer an insight into what has been the norm for

superintendents in general and may offer information into what is needed of

candidates, and more specifically of Mexican-American male candidates, to

obtain the position of superintendent in the future.
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CAREER PATHS

The past ten years have seen a modest shift in career patterns of

superintendents.  More superintendents are spending a number of years as central

office administrators than in the past.  In previous decades, a high number of

superintendents jumped directly into the superintendency from the principalship.

Today, however, 36 percent have been assistant/associate superintendents and

another 32 percent have been districts coordinators (Glass, Bjork, & Brunner, and

Glass, 2000).  This shift to spending more time as central office administrators

rather than jumping right into the superintendency may be attributed to the

existence of fewer small districts, which in the past welcomed new less

experienced candidates into the superintendency, and the increasing complexity of

school district management.

According to the 2000 AASA study by Glass, Bjork, & Brunner, forty-six

percent of superintendents surveyed indicated that they have been high school

principals and fifty-nine percent indicated that they have been high school

teachers.  Historically, the ranks of superintendents have been dominated by

former high school teachers and principals.  The AASA study reported that

superintendents indicated that they have spent more years in the classroom than

those responding to the 1982 and 1992 studies.  Thirty-seven percent reported

spending six to ten years in classroom teaching.  Previous studies indicated that

most superintendents taught about five years; the current group in the AASA

study group reported teaching an average of six to seven years.
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Seventy-six percent of superintendents gain their first administrative

position before they are 35.  This first administrative position is typically assistant

principal or principal.    Fifty-eight percent of the respondents to the 2000 AASA

study have experience in coaching, but very few were former physical education

teachers.  As the study indicated that most superintendents are former teachers in

secondary or middle schools, where a number of coaching positions are available,

it is not surprising that many have had coaching experience.

During the period between 1950 and 2000 the overall median age of

superintendents was 50.  This is not surprising considering the time involved

moving up the ranks, which is found in the typical career path.  Recent studies

claim that fewer young professional educators are aspiring to the superintendency

(Daresh and Plyko,1992).  The typical career track of superintendents has not

changed appreciably over the past decade.  Even though few individuals who

begin their careers as teachers plan to become superintendents, current data point

to two career paths.  The most common career path according to the AASA study

is from teacher to assistant principal or principal to central office administrator to

superintendent.  The second most prevalent path is from teacher to assistant

principal or principal to superintendent.

Data gathered by Glass, Bjork, and Brunner (2000) indicate that during the

past decade aspiring superintendents are spending more time in the ranks before

becoming superintendents.  Each of the above career paths requires additional

years of graduate study and professional experience. The typical career path

significantly increases the average age of superintendents.  Most individuals do



43

not aspire to become a school administrator until mid-career, usually when

serving as an assistant principal or principal.  As indicated before, most

superintendents typically spend six to seven years as a classroom teacher before

obtaining their first administrative position.  A large majority of superintendents

traditionally have become assistant principal or principal between the ages of 25

and 35.  Superintendents obtained their first superintendency an average of 1.4

years after being certified and actively seeking a position, and 56 percent

indicated they served in only one district (Glass, Bjork, & Brunner, 2000).

The AASA study indicates that the typical superintendent begins as a

teacher at the age of 23, before obtaining an assistant principalship or

principalship position in their early 30’s and then securing a central office staff

position in their late 30s.  On average they enter the superintendency in their early

to mid-40s and serve in this position between fifteen and eighteen years.  Most

superintendents hold contracts three to four years in length and are often given

several three-year contracts in the same district.

Ethnic Minority Career Paths

The largest difference between career patterns of minorities and non-

minorities occurs in the path that moves from teacher to principal to

superintendent.  The AASA 2000 study shows that 10 percent more non-

minorities follow this path than do minorities.  Minorities more often follow the

path of teacher, principal, central office, and then superintendent.
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Data recorded by the AASA 2000 study suggests that 57 percent of non-

minorities reported securing a superintendency position with 1 year after

certification, while only 38 percent of minorities reported securing a position in

the same amount of time.  Approximately 13 percent of minorities reported that it

took them five years to secure a superintendent position, while only 8 percent of

non-minorities reported taking five or more years to secure a superintendency

after obtaining certification.   This data indicates that minorities in general take

longer to secure a position of superintendent after securing certification.

However, previous studies do not differentiate career paths within the minority

subgroups.  Investigating the reason for this occurrence my offer some form of

information and assistance that may help Mexican-American males seeking the

superintendency.

While more research than ever before has been conducted on minorities in

educational administration and more specifically on Hispanic females in the

superintendency position, limited research and data on the superintendency

focusing on Mexican-American males has been conducted.  Therefore, it is

important to examine information regarding minorities in educational

administration in order to seek insights on Mexican-American males’ perceptions

on their life experiences and career paths to the superintendency.

NOTEWORTHY STUDIES ON MINORITIES
 AND EDUCATIONAL ADMINISTRATION

Three noteworthy studies of the experiences of racial and ethnic minorities

merit separate discussion.  The first study is an ethnographic investigation of the
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career patterns of women, men, and minorities in public school administration

conducted by Ortiz (1982).  The second study is Ortiz’s (2001) most recent study,

which looks at the use of social capital in interpreting the careers of three Latina

superintendents.  The third is a study conducted by Mendez-Morse (1997) on the

meaning of becoming a superintendent: a phenomenological study of Mexican

American female superintendents.

These three major studies of the experiences of women and minorities in

educational administration are presented separately for several reasons.  First,

these studies are referenced by subsequent studies on women and/or minorities in

educational administration.  Second, the subjects of the studies by Ortiz (1982)

and Mendez-Morse (1997) include overlapping groups of women, minorities, and

minority women.  Third, many of their findings can lend support to the study of

Mexican-American male superintendents in Texas.  These studies are discussed

below.

Oritz (1982)

Ortiz examined the career patterns of women, men, and minorities in

public school administration and asserted that there is a differential interaction

between organizational factors and personal attributes of individuals seeking

administrative positions in public schools.  Ortiz (1982) used socialization and

role theories to explain organizational participation and the mobility patterns of

three hundred fifty school administrators in California.  Data was gathered via

interviews and extensive observations of school sites and administrators in formal
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and informal situations.  She developed a career path theory consisting of three

organizational factors; hierarchy, organizational space, and deposits of

opportunity and power.  She also developed  two types of personal attributes,

ascribed and achieved.  The hierarchy concept consists of differences due to rank

and level.  The concept of organizational space is composed of the working

environment, interpersonal relationships, and professional activities, each with

specific role characteristics.  In the third organizational factor-deposits of

opportunity and power positions, opportunity positions are those with frequent

career reviews, maximum exposure of the position holder (person in an

administrative position), engagement of position holder in projects that require

knowledge and connections of more than one administrative function, and

association of position holder with more senior level individuals.  Power

positions, according to Ortiz (1982), are those that provide the position holder

with informal political influence, access to resources, outside status, and

sponsorship as well as mobility prospects.  The personal attributes used by Ortiz

(1982) were two: ascribed-age, sex, social class, and ethnic origin-and achieved-

training, experience, knowledge, skills, and attitudes.

Ortiz’s (1982) examination established that school administrative

positions contain differentiated characteristics of the three organizational factors:

hierarchy, organizational space, and deposits of opportunity and power.  She

described the administrative hierarchy with regards to these organizational

factors.  The lowest in the rankings of administrative positions is the vice

principalship.  It is generally a physical move out of the classroom to closer
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proximity to the principal.  This position provides the opportunity of gaining

administrative experience by including the vice principal in decision-making

activities concerning school issues and providing increased interactions with the

entire school community as well as exposure to other administrators.  Principals

are second in the administration hierarchy but the elementary principalship is

considered to be below the secondary school principalship.  The elementary

school administrative position has limited opportunities with its confinement to

the campus, while the secondary principal has more access to district-wide

participation and exposure.  Ortiz (1982) maintained that both levels of

principalship generally have unclear supervision and that these individuals find

means for establishing relationships with central office administrators.  The top

ranks of the hierarchy are the administrative positions at the district’s central

office.

Ortiz (1982) divided the central office positions into four groups,

beginning with the highest level of the central office administrative hierarchy.

The first group consists of the superintendent, deputy or assistant superintendents,

and other line positions.  These administrators manage the personnel, financial,

and policy-making aspects of a school district.  The individuals who hold these

positions have the most influence and decision-making power.  Below this group

is the second level of central office administrative hierarchy identified by Ortiz

(1982), the staff positions.   Individuals in staff positions provide support to the

superintendent, deputy or assistant superintendents, and other line position

administrators.  They primarily deal with teachers and principals.  Opportunities
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to participate in decision-making committees, acquire additional administrative

experiences, or demonstrate their skills and competencies are limited for members

of this group.  The third group in the central office administrative hierarchy

identified by Ortiz (1982) is composed of area administrators and are typically

minorities whose main task is to interact with minority community members.

Compared to the staff positions group, this group has less chance of gaining

administrative skills and experience, has minimal visibility to individuals who

could facilitate their career growth, and experience reduced participation in

decision-making situations.  The final group consists of individuals who have

erred in the performance of their duties but cannot be dismissed from the district.

These individuals are basically neglected and have reached the end of their

careers.  Critically important to this study is the fact that Ortiz (1982) also found

that progress through these district administrative positions differed for women,

men, and minorities.

The results of her study indicated that combinations of personal attributes

(such as gender and ethnic origin) interact with organizational factors (such as

position sequence and access to opportunity positions) in complex ways but with

inequitable effect.  For example, Ortiz (1982) described women who succeed in

administrative positions as “women who view themselves professionally, who

have had much experience working with men, and who are personally motivated

to be successful in these types of settings” (p. 83).  She contended that minority

administrators in general are placed in positions that serve to control and contain

minority students.  She found that few minorities were employed in professional
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positions, such as teachers or administrators, and those who were working in such

positions were assigned to schools or districts with high percentages of minority

students.  In addition, Ortiz (1982) reported that minorities in professional

positions did not have equitable access to all the positions available in districts,

were relegated to specific curricular areas (such as Black teachers required to

teach Black history classes), and were assigned to schools with high proportions

of low-achieving students as well as significant faculty and community discontent

with the school’s performance.  She concluded that

[i]t can therefore be said that the organization does not try in an
equitable manner to prepare individuals from three groups to
become superintendents. Instead it prepares White males to
administer and manage adults, women to instruct children, and
minorities to direct and contain other minorities. (p. 147)

Ortiz (2001)

Flora Ida Ortiz continues to study Latinas and minorities in the

superintendency.  In her latest study, “Using Social Capital in Interpreting the

Careers of Three Latina Superintendents” (2001), she studies the notion of social

capital in the context of the experiences of three Latina superintendents and is

able to show how the appointment and establishment of a career in the

superintendency takes place.  Ortiz (2001) found that social capital, defined as the

structure of social relations in communities, is what allows superintendents to

perhaps gain and remain in one position over an extended period of time.  She

concluded that if the position of superintendent does not include ‘social capital’, it
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is then often viewed as a position of technician or of a “fix it” position and thus,

when the district is fixed the community begins to look for other types of

superintendents.

Though interesting and insightful for minorities and most specifically

Latina females, her studies do not add to the research and literature of Mexican-

American male superintendents.

Mendez-Morse (1997)

The third major study worthy of separate discussion is the

phenomenologic examination conducted by Mendez-Morse (1997).  She

examined the meaning of becoming a superintendent: a phenomenological study

of Mexican-American female superintendents.  The purpose of her study was to

describe and examine the experiences of Mexican-American women as they

attainted their superintendency positions.  In particular, it was designed to

describe the meaning these experiences had for these women.  Using a

phenomenological qualitative research approach, the study answered the question:

What was the essence of the experiences of Mexican-American females in

becoming a superintendent?

Using a phenomenological oriented reflective examination of their

experiences, the study described the experiences as well as the meaning of those

experiences from the perspective of the four Mexican-American female

superintendents.  It provided a description of the behaviors, emotions, choices,

and worldviews, which comprised the total experience of becoming a Mexican-
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American female superintendent within the world of educational administration, a

world consisting primarily of White males.

Mendez-Morse (1997) provided a phenomenological description of the

experiences and stories of four Mexican-American female superintendents, which

included descriptions of their background, administrative career, and focused on

their experiences in becoming a superintendent.

The study by Mendez-Morse (1997) described the eight common

attributes of the experiences of becoming a superintendent in the women’s

administrative careers.  The eight attributes discovered were:

1. Inspiration/Provocation: each woman experienced a moment or an event

that inspired or provoked her to arrive at a conscious, deliberate decision

to become a superintendent.

2. Application:  (a) a period of alertness to superintendency vacancies; (b) an

assessment of their readiness for the selection process of a

superintendency position; (c) a determination of themselves as capable of

doing the job; (d) an assessment of the district and indication of their

interest in leading that particular district; and (e) the assumption that their

application would lead to an interview.

3. Preparation:  the preparation experience involved the two distinct types of

actions taken in readying themselves for the interview: (a) obtaining more

comprehensive district information; and (b) getting themselves ready with



52

either an extensive or an informal, reflective process, or a combination of

the two.

4. Conversation:  interviewing for a superintendency position was the most

intensive and demanding experience and shared five characteristics.

These were: (a) an initial nervousness and anxiety that quickly changed

into a sense of calm and confidence; (b) the interview became more of a

conversation, a mutual exchange of ideas, between the women and the

interviewing group; (c) the women’s recognition that the interviewers

were ready to consider a woman as the district’s superintendent; (d)

careful assertions of their personal concerns; and (e) the women believed

they had successfully presented themselves as potential superintendents.

5. Anticipation:  the anticipation phase was the interval between the

interview and the notification that they had been selected for the position.

6. Selection:  the selection experience was their most rewarding phase and

contained three characteristics.  These were: (a) most learned through

informal, unofficial sources and subsequent official notification that they

had been chosen; (b) a strong sense of elation and validation when they

were offered the district leadership position; and (c) a clear realization of

accepting a major responsibility by agreeing to be a superintendent.

7. Negotiation:  the negotiation experience included the reaching of an

agreement between the women and the hiring school district regarding

salary, conditions, and other terms for accepting the position.
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8. Transformation:  there was a transformational experience in becoming a

superintendent.

Along with the above eight themes in the experiences in becoming a

superintendent, there were five over-riding themes that spanned their

administrative careers.  These were:

1. The women experienced gender stereotyping or discrimination as they

became a district leader or earlier in their administrative career.

2. The women had the support of their husbands throughout their

administrative careers.

3. The women made role accommodations in order to fulfill their goal of

becoming a superintendent or during their tenure as a district leader in

order to meet their responsibilities as a wife and mother and an

administrator.

4. The women had non-traditional career paths.

5. The women had a semblance of mentoring, which came primarily

from males.

Mendez-Morse (1997) presented a brief discussion of the above findings

that contributed to understanding what it meant to become a Mexican-American

female superintendent.  She found that five experiences held the same meaning:

decision, preparation, interviews, selection, and transformation.  Three



54

experiences which held different meanings for the women were the application,

anticipation, and negotiation experience.

Mendez-Morse (1997) found that for these participants, becoming a

Mexican American female superintendent was more than meeting a goal they had

set for themselves.  Achieving this goal brought the women a great self of

satisfaction.  But it was more than this; it was the women accepting themselves as

women capable of leading a public school system, and acknowledging that they

were role models for other Hispanic women aspiring to become educational

administrators.  Being a female Mexican -American district leader, they knew that

they were representatives of minority women’s abilities to be a district leader.

More importantly, having become a district leader was a public acceptance of

Mexican American women as superintendents.

Mendez-Morse (1997) found that for the four Mexican-American women

studied, becoming a superintendent meant redefining themselves.  It was changing

how a person views herself and how they view the superintendency.  This

includes privately acknowledging their competence to lead a public school

system, publicly asserting their capabilities to be a district leader, accepting that

once they have attained this administrative position that they have accepted a

major responsibility, realizing that their interactions with others have changed,

and acknowledging that they have become that title merely by having assumed the

mantle of this position.
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Mendez-Morse (1997) found that her study demonstrated that there were

several implications and recommendations pertinent to the practice of preparing

educational administrators in general and superintendents in particular.

First, the finding that these women had limited mentoring indicated that

there is a need for increasing the availability of mentors that are active in

supporting and encouraging minority women to enter the ranks of educational

administration, and especially the superintendency.

Second, findings demonstrated that there was a need for individuals who

do not follow a traditional career path or who are unable to access the traditional

steps that lead to a superintendency to examine how their experiences provide

alternatives that circumvent the need to follow the established standard career

patterns.

Third, Mendez-Morse’s (1997) findings revealed that there was a need for

training future administrators in the negotiation processes used when securing a

superintendency.  She found that this would be particularly helpful to women and

minority individuals who historically have been excluded from the ranks of

district leadership positions and who, because of their scarce numbers, have

limited, if not negligible, models and experiences in negotiating mutually

agreeable superintendency contracts.

Fourth, individuals and institutions preparing female educational

administration need to have conversations about the continued practice of gender

discrimination and stereotyping that these women may or may not confront.
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Although there is substantial research on White male and female

superintendents, the findings by Mendez-Morse (1997) clearly indicated that more

research on these populations and the inclusion of minority female and male

superintendents is necessary for understanding this phenomena.  It is not clear if

the findings of these studies can influence or add to the study of Mexican-

American males and their experiences and career paths.  These studies do

exemplify the lack of research and data and the need for research specifically

investigating Mexican-American males and the superintendency.

SUMMARY AND IMPLICATIONS FOR FURTHER RESEARCH

Previous studies on educational administration have focused on the

general population.  Within these studies of educational administration few

studies have addressed Hispanic males and more specifically Mexican-American

males.  That there are gaps in the research concerning the professional and

personal experiences of Mexican-American males in educational administration is

clear from this literature review.  Filling in these gaps will assist in expanding

theory and research to include the perspectives of a growing population of

educational administrators.  Additional and more in-depth demographic analyses

are needed, and it is evident that the Mexican-American male administrative

population of Texas has been neglected.  Studies of the contributions of

exceptional Mexican-American male educational administrators are limited if not

absent from scholarly literature.  The current form and status of the barriers

encountered by Mexican-American men in educational administration and the
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strategies used in overcoming these obstacles remain undefined, and the

perspectives of these men themselves remain largely unheard.  Documentation of

their experiences would supply the basis for formulating additional challenges and

alternatives to standard administrative theories, concepts, and models.  The

consequences of disregarding the experiences of Mexican-American male

educational administrators are synonymous to silencing a segment of the

educational community whose potential for enriching and expanding the

understanding of organizational behavior remains untapped.
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CHAPTER III

METHODOLOGY

Chapter III contains an overview of the research methodology and design

used for this study.  The purpose of this study was to examine and describe the

experiences of five Mexican-American males as they attained their superintendent

positions.  The choice of qualitative research methods and the applicability of

such an approach to the purpose of this study is discussed.  Information

concerning phenomenology, the specific qualitative study approach used in this

study, is included.  This information is followed by sections that speak to the

sample selection process, data gathering instruments, procedures for the collection

and analysis of data, and a discussion of the measures taken to secure the

requirement of trustworthiness in qualitative research.

QUALITATIVE RESEARCH

“Research is a process of trying to gain a better understanding of the

complexities of human interactions” (Marshall & Rossman, 1989, p. 21).

Inquiries into these complexities of human interactions vary in philosophical

approaches, strategies, data collection and analysis methods.  When a qualitative

approach is used the focus is upon an intimate and in-depth understanding of ‘the

complexities of human interactions.’  A qualitative research perspective offers

several advantages for researchers concerned with insights into the complex
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nature of humans and their lives. The review of qualitative research literature

indicates six characteristics that describe the advantages of qualitative research for

gaining an in-depth understanding of the complexities of human life.

Perhaps the most distinguishing characteristic of qualitative research is its

emphasis on understanding (Bogadan & Bilken, 1992; Lincoln & Guba, 1985;

Marshall & Rossman, 1989; Patton, 1990; Van Manen, 1990).  Qualitative

researchers do not begin with a hypothesis to prove or disprove, but rather attempt

to uncover, explain, describe, and comprehend the meaning of a situation or

occurrence from the perspective of the individuals participating in it.  According

to Marshall and Rossman (1989), qualitative research “values the participants’

perspectives on their worlds and seeks to discover those perspectives” (p. 11).

Qualitative researchers try to understand the meaning of a situation to the persons

involved in the phenomena being examined; meaning is, thus, a primary concern

of qualitative research.  “By learning the perspectives of the participants,

qualitative research illuminates the inner dynamics of situations – dynamics that

are often invisible to the outsider” (Bogdan & Bilken 1992, p.32).

A second characteristic of qualitative studies is that they take place in their

natural setting (Bogdan & Bilken, 1992; Kirk & Miller, 1986; Lincoln & Guba,

1985; Marshall & Rossman, 1989; Patton, 1990).  “Qualitative researchers

assume that human behavior is significantly influenced by the setting in which it

occurs, and whenever possible, they go to that location” (Bogdan & Bilken, 1992,

p.30).  The natural setting and the participants are considered to be the direct

source of data.  Researchers using a qualitative approach begin with a phenomena,
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which they seek to understand and go directly to the source to collect data

regarding their area of interest.  This attribute of qualitative studies influences the

methods used for gathering data, the third benefit of qualitative research.

A third characteristic of qualitative studies is the use of appropriate

strategies that will assist a qualitative researcher in gaining insights about the

relationships, circumstances, or events, which are the focus of the study.  The

most common methods used to discover the meanings and perspectives are

participant observation and in-depth interviewing (Bogdan & Bilken, 1992;

Lincoln & Guba, 1985; Marshall & Rossman, 1989; Patton 1990).  Participant

observation typically involves the qualitative researcher’s presence in the day-to-

day activities of the individuals being investigated.  In-depth interviewing is often

used to obtain directly from the study participants their responses to questions

asked by the researcher.  It is not uncommon for qualitative researchers to use a

combination of these two methods when studying their phenomena of interest.

These two primary means of collecting data are closely associated with an

additional focus in qualitative inquires – the researcher as the research instrument.

The researcher as the primary research instrument is a fourth characteristic

of qualitative studies (Bogdan & Bilken, 1992; Lincoln & Guba, 1985; Marshal &

Rossman, 1989; McCraken, 1988; Patton, 1990).  By using methods such as

participant observation or in-depth interviewing, the qualitative researcher himself

is the tool for gathering data.  The qualitative researcher determines not only the

methods to be used for gathering data but decides what events will be observed,

what questions will be asked, and who will be interviewed.  However, qualitative
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investigators attempt to “capture perspectives accurately” and “set up strategies

and procedures to enable them to consider experiences from the informants’

perspectives” (Bogdan & Bilken 1992, p. 32).  A qualitative researcher may use

recording devices to gather data; however, what is captured on audio or videotape

or written in field notes is influenced by what specific events the researcher

attends or the questions asked.  A qualitative researcher must deal with the issues

of subjectivity and credibility due to the fact that the researcher himself is the

main investigative instrument in the qualitative study.

To address the concern for subjectivity, the influence of a researcher's

biases and assumptions, a qualitative researcher explicitly states beliefs and

perspectives about the phenomena to be studied before embarking on the study

itself (Bogdan & Bilken, 1992; Lincoln & Guba, 1985; Marshall & Rossman,

1989; Patton, 1990).  Moreover, qualitative investigators continue to make known

their predilections to themselves during the data collection and analysis processes.

Commenting on the issues of subjectivity and objectivity, Patton (1990) asserted

that the "investigator's commitment is to understand the world as it is, to be true to

complexities and multiple perspectives as they emerge, and to be balanced in

reporting both confirming and disconfirming evidence" (p.55).  Because it is

important to be faithful to what emerges from the data and reporting the findings,

qualitative researchers must make themselves aware of their biases and

assumptions, not only before the study begins and during the data gathering and

analysis process, but also these predilections should be included when writing

qualitative study reports.
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In addition to measures taken to address the influence of an investigator's

predilections, qualitative researchers use various strategies to strengthen the

credibility of observational and interview data as well as their interpretations of

the data.  A frequent approach employed by qualitative researchers is

triangulation.  Triangulation is the use of more than one data source.  Denzin

(1978) proposed the use of various and multiple methods, sources, researchers,

and theories to assist qualitative investigators in establishing credible findings and

interpretations.  Lincoln and Guba (1985) listed several strategies, such as

prolonged engagement, persistent observation, peer debriefing, negative case

analysis, and member checks, as methods that can be included in qualitative

studies to ascertain credible findings.  Qualitative researchers, thus, document

their assumptions and biases prior to as well as during their study and use a

variety of strategies, such as triangulation and member checks, to address the

issues of subjectivity and credibility.  These measures are also employed during

the analysis of data in qualitative investigations.

A fifth characteristic of qualitative studies is that qualitative researchers

analyze their data inductively (Bogdan & Bilken, 1992; Lincoln & Guba, 1985;

Patton 1990; Strauss & Corbin, 1990).  Qualitative researchers use analytical

methods that allow them to "inductively and holistically understand human

experience" (Patton 19990, p. 37).  The inductive analysis of data is related to the

first advantage - seeking understanding.  Because qualitative researchers do not

begin with a hypothesis to test, their analysis of data is instead a search for themes

or patterns that can be found to explain and describe the phenomena being
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studied.  The discovered themes or patterns can be used to formulate theories

concerning the situation studied.  According to Bogdan and Bilken (1992),

theories or abstractions concerning the phenomena under study emerge "from the

bottom up" (p.31).  "Qualitative data analysis is thus a search for general

statements about relationships among categories of data" (Marshall & Rossman,

1989, p. 112).  In other words, the theories surface from the data itself and are not

imposed hypotheses of the researcher.  These theories are typically labeled

grounded theory in qualitative studies (Bogdan & Bilken, 1992; Lincoln & Guba,

1985; Patton, 1990; Strauss & Corbin, 1990).

The final characteristic of qualitative research is that it is descriptive

(Bogdan & Bilken, 1992; Lincon & Guba, 1985; Marshall & Rossman, 1989;

Patton, 1990).  The findings of qualitative studies are rich with in-depth data and

details, which contribute a more defined explanation of the phenomena studied.

Qualitative researchers "do not reduce the pages upon pages of narration and

other data to numerical symbols" (Bogdan & Bilken, 1992, p.30).  Instead, they

use quotations from the data to illustrate and substantiate their findings.  The

inclusion of quotations and details makes the reports of qualitative studies rich in

description about the phenomena studied.

The emphasis in qualitative research studies on gaining understanding,

going to the source of the data, collecting data through participant observation and

in-depth interviewing, using the researcher as the investigative instrument,

analyzing the data inductively, and providing rich descriptions of the phenomena

examined provides a strong methodology for this study.  This methodology is to
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examine and describe both the experiences and the meaning of those experiences

of Mexican-American males as they attained the position of superintendent.

Recognizing that the attainment of the superintendent position is a complex and

long-term process and that the individuals who have achieved this administrative

position may have been influenced and impacted by personal characteristics and

organizational factors, learning about the experiences and understanding the

meaning those experiences have had on Mexican-American male superintendents

will be appropriately achieved using a qualitative research approach.  Moreover,

the specific qualitative research approach called phenomenology was particularly

appropriated for this study.

PHENOMENOLOGY

From what rests on the surface one is led into the depths.

- Husserl (1936)

Phenomenology is a form of research that focuses on the perceptions and

meanings of individuals and specific experiences they have lived.  This qualitative

research perspective attempts to understand how people describe their world and

their experiences in the world. Edmund Husserl, considered the founder of

phenomenology, searched for absolute certainty in science and strove to refute the

claims of positivism and psychologist.  He maintained that in order to attain

certainty a researcher needed to go "to the things themselves" and concluded that

"all knowledge is in human consciousness...[and therefore] all knowledge is
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fundamentally, but not exclusively, subjective" (Mitchell, 1990, p.255).

According to Husserl, to gain the certainty or knowledge of human life,

researchers need to examine the experiences, the 'lived world' of the individual

(1999b).

There are basically four basic premises of phenomenology.  The first is

that consciousness constitutes the meaning and the reality of any experience or

phenomena (Curtis, 1978; Mitchell, 1990; Patton, 1990; Taylor & Bogdan, 1984;

Thévenaz, 1962; Van Manen, 1990).  "Consciousness does not simply record

phenomena passively; it is an act of constituting the experiences into meaningful

wholes" (Mitchell, 1990, p. 264).  Husserl (1999) described this concept as the

'intentionality of consciousness' and maintained that what was real was not "how

things are but how they appear to each individual and to each individual's

awareness of them" (Husserl quoted in Mitchell, 1990, p. 256).  Taylor and

Bogdan (1984) asserted that phenomenological approaches to research seek to

understand "social phenomena from the actor's own perspective...The important

reality is what people perceive it to be" (p. 1 - 2).  This premise of

phenomenology, consciousness as bestowing meaning and reality, is the

foundation of a research approach that seeks the meaning of a phenomenon being

examined.  Phenomenology therefore focuses attention on the phenomena as it

presents itself to consciousness and the meaning such a phenomena has for the

individual.

The second premise is that all forms of knowledge are valid (Mitchell,

1990; Patton, 1990; Thévenaz, 1962; Van Manen, 1990).  Husserl (1999)
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asserting the need to go "to the things themselves," combined the objective and

subjective aspects of human consciousness and considered this as the source of

knowledge.  Because knowledge is found in the human consciousness, it "is not

limited to those things which are known by sense experience, but include all

forms of knowledge which enter consciousness: sense data, mathematical

concepts, attitudes, values, intentions, melodies, moods, dreams, fantasies,

feelings, illusions, wishes, and motives" (Mitchell, 1990, p.255).  Anything

present to consciousness is of interest to a phenomenological researcher.

The third premise of phenomenology is that learning the meaning a certain

phenomena or experience has to an individual can be gained through reflection

(Curtis, 1978; Mitchell, 1990; Patton, 1990; Van Manen, 1990).  People cannot

reflect on an experience while they are experiencing it.  It is when a person has

taken time and think back on an experience that he or she has lived that the

meaning of the experience begins to emerge and become understood.  For

phenomenologists, reflection is retrospective reflection of an experience as it

presents itself to the persons’ realization.  "Reflection on lived experience is

always recollective; it is reflection on experience that is already passed or lived

through" (Van Manen, 1990, p. 10).  Reflection on an experience includes

individuals interpreting their experiences to have certain meanings.  As a result,

reflection in phenomenology focuses on how individual translates the experience

and attends to the meaning the experience had for the individual.

The fourth premise of phenomenology is that there are essential structures

that underlie phenomena (Curtis, 1978; Mitchell, 1990; Patton, 1990;
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Polkinghorne, 1989; Thévenaz, 1962; Van Manen, 1990).  Patton (1990) asserted

that phenomenology answers the question of what is the structure and essence of

an experience of a certain phenomenon for those individuals involved.  The use of

reflection facilitates that the essences of a phenomenon be ascertained by moving

beyond an individual's natural attitude, the "tacit faith ordinary people have in the

reality of their world, the assumption that the shared world of everyday life is

indeed the same for all normal individuals" (Mitchell, 1990, p. 262).

Phenomenological research seeks to distinguish the real meaning of the

phenomena through an insightful examination of experiences that individuals

have.

The discovery of the essential structures of phenomena is achieved with an

analytical approach described as reduction (Mitchell, 1990; Patton, 1990; Van

Manen, 1990).  "Reduction for Hussel is a method of pulling apart the phenomena

of consciousness in order to describe and analyzed the content and structure of

consciousness, but the various aspects of consciousness are not considered as

totally separate entities" (Mitchell, 1990,p. 259).  This approach requires that the

researcher set aside assumptions, biases, and frames of reference concerning the

phenomena being examined.  This suspension of judgement was labeled

'bracketing' by Husserl (Mitchell, 1990; Patton, 1990; Van Manen, 1990).

Holding assumptions, biases, and frames of reference at abeyance allows the

phenomenological researcher to examine the phenomena repeatedly and from

various perspectives in order to arrive at the meaning, the essential structures, of

the experience.
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The result of such an analytical process is a description of phenomena that

communicates the basic nature and meaning of an experience in such manner that

it "reawakens or shows us the lived quality and significance of the experience in a

fuller or deeper manner" (Van Manen, 1990, p.10).  A phenomenological

description contains the essential structures of an experience that reflection on the

experience yielded, "so that in the words, or perhaps in spite of the words, we find

"memories" that paradoxically we never thought or felt before" (Van Manen,

1990, p. 13).  Thus, a phenomenological description will not contain a summary

or conclusion of the phenomena examined but instead present the lived

experience as it was for those participating in it and in a manner that those reading

the description can gain deeper understanding of that experience.

The phenomenological description, with its presentation of 'lived quality

and significance,' is achieved with an interviewing style that differs from

qualitative interviewing.  During a phenomenological interview, the thrust is to

obtain a comprehensive description of the phenomena as they present themselves

to the consciousness of those who experienced it.  it requires a return to the

original nature of the experience.  The focus is to have the individual describe the

phenomena as if they were living them in the presence of the interviewer.  It

requires moving beyond the natural attitude the individual has about the

phenomena (the assumption that what he or she experienced is the 'same or all')

and allow an experience be "just what it is and to come to know it as it presents

itself" (Moustakes, 1994, p. 86).  This interviewing form thus discloses the

complexities of phenomena.
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This qualitative research study, using a multiple case study with a

phenomenological approach, answers the question: What is the meaning of

becoming a superintendent for Mexican-American male superintendents?  Using a

reflective examination of their experiences, it describes the essential structures of

the experiences and reveals the meaning of those experiences from the

perspective of the Mexican-American male superintendents themselves.  By

attending to what is presented in the consciousness of these Mexican-American

males when they described their experiences, it will evoke the lived quality - the

actions, beliefs, behaviors, intentions, emotions, choices, hopes, aspirations, and

worldviews - which comprised the total experience of becoming a Mexican-

American male superintendent within the world of educational administration, a

world consisting primarily of White males.

A phenomenological, multiple case study of Mexican-American male

superintendents will not explain the experiences of minority men and women in

educational administration in general.  Nor will it discount contributions made by

other studies, but it will provide additional insights concerning the nature and

meaning of becoming a superintendent in a public school system.  A

phenomenological, multiple case study approach to studying the administrative

careers of Mexican-American male superintendents will provide a view of career

paths, personal attributes, and other factors based on the Mexican-American male

administrators.  This will challenge the assumptions and influences of other

studies concerning Mexican-American administrators by considering the

subjective data other methods have overlooked or neglected.  It is a study that
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focuses on what it means to become a Mexican-American male superintendent

from the perspectives of these men.

SELECTION OF PARTICIPANTS

The sampling strategy used in this study was purposeful sampling.  "The

purpose of purposeful sampling is to select information-rich cases whose study

will illuminate the questions under study" (Patton, 1990, p. 169).  Since the

purpose of this study was to examine and describe the experiences of Mexican-

American male superintendents, the participants were men of Mexican-American

ancestry employed as superintendents in a public school system in Texas.

The participants for this study were five Mexican-American males in the

position of superintendent in a public school district in the state of Texas.  A

board member that was on the hiring board of each superintendent were also

participants in the study.  The selection criterion for superintendent participants

was limited for several reasons.  The first reason was that the state's ethnic

classification systems identify individuals as Hispanic and not Mexican-

American.  Consequently, there were men on the states' rosters that are Hispanic -

such as Puerto Rican, Cuban, or South American - but not of Mexican ancestry.

This study focuses on the experiences of Mexican American men superintendents.

The second reason for a limited sample size was that the number of Hispanic

(states' classification) male superintendents in Texas was limited; during the 2001

-2002 school year there were fifty-three Hispanic males reported employed as

superintendents.  A third selection criteria was that participants for this study were
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to be from each of the state's five classifications based on attendance size.  These

classifications are established and used by the University Intercollegiate League

(UIL) for interscholastic competition in Texas.  Public school districts are

classified by the total number of students enrolled at each individual secondary

school within the district.  Districts and their size are distinguished by the number

of the letter "A's" assigned each school district, 5-A being the largest and 1-A

being the smallest.

TABLE I, UIL  SCHOOL SIZE CLASSIFICATION

School District Number of students
AAAAA (5 – A) 1865 – and up
AAAA    (4 – A) 845 – 1864
AAA       (3 – A) 345 – 844
AA          (2 – A) 170 – 344
A             (1 – A) 169 – and below

A fourth selection criteria was that participants for this study had

experienced employment as a superintendent at more than one school district in

Texas. The participants for this study were first sought from a listing of Hispanic

school district superintendents produced by TASA, from its’ membership list for

the year 2001-2002.  TASA produced a listing of membership that included fifty-

three Hispanic males that were currently employed as superintendents.  However,

it was understood that this process did not yield an accurate list of possible

participants due to it’s listing of members as Hispanic, not Mexican-American.

Therefore, it was only the first step in locating study participants. An alternative
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process that was applied for locating study participants was the use of more

informal approaches.  Men who had been located through the review of TASA's

roster were asked to nominate any other Hispanic (Mexican-American) male

superintendents they knew of who could be contacted to be a possible study

participant.  Professors and Head-Hunters were also asked for nominations of

Hispanic male superintendents they knew of who fit the criteria for possible study

participants. The individuals identified with these processes were contacted via a

letter describing this study, the procedure by which their names were selected, an

invitation to participate in the study, and a request for their self-identification

concerning their ethnicity.  A return, addressed, and stamped envelope was

included with the letter to facilitate correspondence between the researcher and

these men.  Five Mexican American male superintendents were selected on the

basis of the specific criteria, the size of their school district and the geographic

location of their school district.  This was done in order to assure representation of

administrative responsibilities these men have as superintendents in the varied

sized school districts in Texas.

Selection criteria for board member participation were not as rigorous.

Criteria for participation were that the board members have actually been a voting

member on the actual board that hired the Mexican-American male

superintendent.  Neither ethnicity nor gender was a disqualifying factor in

participation for board members in this study.  It was hoped that the board

president of each district would fit the criteria and be willing or able to

participate.  In four of the five cases the president of the board did meet the
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criteria of being a board member while the superintendent was being hired.  In the

fifth case the board president, which met the criteria was unable to participate,

however, another member which also met the criteria was able and agreed to

participate.

DATA GATHERING INSTRUMENTS

  "We cannot observe how people have organized the world and the

meanings they attach to what goes on in the world.  We have to ask people

questions about those things" (Patton, 1990, p.278).  In-depth semi-structured

interviewing was used to ask questions of Mexican American male

superintendents about their experiences and the meaning of these experiences

following a phenomenological approach.  The purpose in phenomenology is to

obtain a comprehensive description of the experiences and to "determine what an

experience means for the persons who have had the experience" (Moustakas,

1994, p.13).  Thus, the intent is to enter into the perspective of these men, to

discover what their experiences were as they attained their superintendency

positions, and to understand what meaning these experiences have had for these

men. "The phenomenological interview involves an informal, interactive process

and utilizes open-ended comments and questions" (Moustakas, 1994, p. 114).

Consequently, the interviews were more of a conversation focusing on

discovering the participants' perspectives concerning their administrative careers

and experiences than a structured dialogue.  Because of the phenomenological

premise that consciousness constitutes the meaning and the reality of any
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experience and attends to the phenomena as it presents itself to consciousness and

the meaning such a phenomena has for the individual, obtaining the participants'

personal descriptions of their experiences in their own terms was extremely

important.  Another phenomenological perspective that influences the interview

format is that experiences are incorporated into a ‘meaningful whole.'  Therefore,

the interviews were guided by a set of categories to be discussed but not restricted

to only those categories of the interview.  In addition, the questions of the

interview were not sequenced in any particular order, but the actual wording of

questions would be determined in advance to serve as a guide.  This allowed the

participants to describe their experiences in the order they wish and for the

interview to proceed in an open-ended and flexible manner.  The

phenomenological premise is that all forms of knowledge are valid and thus, they

can effect the interview content.  According to this phenomenological premise,

knowledge can be sense data, values, emotions, motives, and moods.

Consequently, the interview process per se was more of a basic checklist of

categories, such as history of administrative positions previously held, that guided

the discussion of these men's administrative careers and experiences.  Because it

was the intent of this phenomenological study to learn the nature and meaning of

the experiences of Mexican-American male superintendents, flexibility for

ordering the categories was explored and probed for additional information

needed as part of the interviewing process.  Therefore, an interview set of rules

was not used, but instead an interview guide provided a framework for the

conversation.  Although this guide contained "questions aimed at evoking a
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comprehensive account of the person's experience of the phenomena, these may

be varied, altered, or not used at all" when the study participants share their story

(Moustakas, 1994, 114).

PROCEDURES

The study proceeded in three main phases, each following specific steps.

The first phase involved the exploration and statement of the researcher's

assumptions, biases, and beliefs concerning the study.  The second phase included

the development and testing of an interview guide.  The third phase involved the

interviewing of the study participants as well as the data analysis.  Each phase is

described in the following sections.

Phase One

Following the practice of qualitative researchers, the researcher stated his

beliefs, assumptions, biases, and hunches concerning the participants and their

experiences in becoming a superintendent.  The researcher explored many of the

components of an administrative career and considered what the review of the

literature revealed about men in educational administration to begin listing the

researcher’s predilections about the study.  This identification of assumptions

assisted in applying the phenomenological practice of ‘bracketing', holding biases

and judgments in suspension, which is needed throughout the analysis processes

of this study.  The researcher had the assistance of two other individuals familiar

with the purpose of this study and the methodology being used to search for and
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discover as many beliefs, assumptions, biases, and hunches the researcher had

concerning this study. These beliefs, assumptions, etc. will be referred to

frequently throughout the study, before and after interviews and especially during

the data analysis and the writing of the research findings.

Phase Two

The second phase was the development of a pilot interview guide.  This

was conducted in five steps.  The first step was a review of an interview the

researcher conducted previously with a Mexican American male administrator in

the state of Texas.  Reviewing, examining, and analyzing this interview assisted

in determining the possible categories for the pilot interview guide.  The second

step was testing this pilot interview guide with a Mexican American male who

was a former superintendent in Texas.  The selection of this individual was based

on the availability of the individual to the researcher and the knowledge that the

individual met the professional criteria being sought in reference to this study.

The third step involved an analysis of the interview experience and the pilot

interview guide.  The researcher, with the help of individuals familiar with the

purpose of this study and the methodology being employed, analyzed the

interview to ascertain the usefulness of the pilot interview guide and make any

necessary changes.  The fourth step was a phenomenological analysis of the

interview content to determine if the pilot interview guide elicited data useful for

learning the meaning of experiences.  The premises of phenomenology that

reflection on a lived experience allows the meaning of the experience to emerge
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and that there are essential structures of lived experience will guide this analysis.

It will include the practice of phenomenology to repeatedly examine the

experience from various perspectives and to bracket judgements and assumptions

in order to determine the essential structure and meaning of the experience.  The

final step will involve a re-examination of the previous four steps and the

researcher’s assumptions, which were stated during the first phase of this study,

which led to development of the study's interview guide.

Phase Three

The third phase was conducting the study.  This phase involved five major

steps: 1) the identification of Five Mexican American male superintendents and

their board members,  2) the scheduling and conducting of the first interview,  3)

the transcribing and analyzing of the first interviews to prepare for a second

interview if necessary, 4)  member check, by obtaining the participants’ feedback

on the data sent concerning the first interview and arranging and conducting the

second interviews, if required, and 5) the data analysis of the participant's

interviews.  Each of these steps is discussed in the following text.

The first step was the selection of the study participants. This was done by

comparing the states' demographic data of public school administrators and

rosters listing these administrators, focusing on those individuals in the

superintendency position. Specific men were selected following the procedure

described in the selection of sample section of this chapter.
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The second step was scheduling the first interview with the selected study

participants.  Scheduling the first interview was arranged through a telephone

conversation with the participant and followed with a letter verifying the location,

time, and date of first interview.  The first interview followed the interview guide

developed during the pilot study phase of this study.  As described in the data

gathering instruments section of this chapter, the interview was more of a

conversation than a structured dialogue.  It followed the phenomenological

approach of this study to discover the participants' perspectives - their personal

descriptions of their administrative careers and experiences - guided by, but not

restricted to the categories of the interview guide and did not include all forms of

knowledge that described the men's reality of their experiences.  All interviews

were conducted in person and audio taped with each participant's permission.

The third step was the transcription and analysis of the first interview.

The transcription consisted of a verbatim written document of the interview itself

with notations on pauses, changes of inflection, facial and body gestures.  The

first interviews were an analysis focusing on ascertaining a comprehensive

description of their experiences in becoming a superintendent.  The

phenomenological premise that there are essential structures that underlie

phenomena guided the analysis of the interview as well as the phenomenological

emphasis on repeated examination and bracketing in order to discover essential

structures.  The procedure used a combination of recommendations for analysis of

qualitative research interviews and/or phenomenological data analysis
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(Polkinghorne, 1989, Van Manen, 1990).  The following data analysis procedure

involving seven steps was used for this study.

1. Read the entire interview transcription to gain a sense of the whole.

2. Delineate all of the meaning units throughout the entire interview.

Meaning units were defined as “constituents of the experience that

retained their identity” as parts of a person's specific experience(s)

(Polkinghorne, 1989).

3. Determine which of the meaning units were relevant to the research

questions of the study.

4. State the meaning units in the researcher's words.

5. Scrutinize each meaning unit as described by the researcher and

determine its relevance to the research question(s).

6. Eliminate the redundant elements and cluster the meaning units into

general themes.

7. Synthesize the general themes into written descriptions of each man's

experiences.

These seven steps were applied to the data four different times.  The first

application was used with the first interviews and focused on the specific

question: What were the experiences of Mexican-American males’, as they

became superintendents?  The second and third applications of these data analysis

procedures were used on the second interviews and centered on the questions: Is
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there a shared experience perspective for these men? What did these experiences

mean to these men?  The fourth use of the seven steps process was used with both

the first and second interviews and attention was given to the question: What did

these experiences mean to these men?

  The analysis included re-examining and re-visiting my assumptions,

beliefs, and biases stated during the first phase of this study in order to ‘bracket,'

hold in suspension, these predilections during the analysis of the first interviews

so that it is examined from various perspectives.  "As the research begins, the

investigator is open to whatever emerges from the data...as the inquiry reveals

patterns and major dimensions of interest, the investigator will begin to focus on

verifying and elucidating what appears to be emerging" (Patton 1990, p.59).  The

first application of the seven-step data analysis procedure resulted in a written

description of each participant's experiences in becoming a superintendent and

became the basis of the second interview.

  The fourth step involved obtaining comments from each participant on

the analysis of their individual interview and description.  It was the

phenomenological premise that reflection on a lived experience will lead to

learning the meaning of the experience that necessitates this step.  Reflection in

phenomenology focuses on how individuals interpret their experiences and

attends to the meaning the experience of a certain phenomena has for the

individual.  Prior to the second interview, each man received a copy of the

interview transcript, the written description of his experiences in becoming as
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superintendent, and a blank cassette tape to record any comments he may have

had about the materials they received.

  The fifth step was the analysis of the second interviews.  The

phenomenological premise of reflection leading to meaning also influences this

step of the study.  By taking a second look at the ‘reflecting on my descriptions’

of their experiences shared during the first interview, the need to further examine

and expand on comments made during the first interview emerged.  The second

interviews were a means of member checking to establish the validity of the

written descriptions of their experiences provided to each man.  The initial

question for each second interview was how does my written description compare

with your experience?

 This question served as a vehicle for each man to comment on the

description as a whole and to elaborate on, add to, or emphasize any specific part

of their written description.  The second interview proceeded to discuss in detail

each section of the written description of their experiences.  This resulted in the

participants reflecting on the described experience, thus verifying the accuracy of

the description, and occasionally providing more information.  In addition, the

discussion of each section of the written description allowed for further probing

and a more in-depth consideration of their experiences.

  After the second interviews were completed, the interviews were then

transcribed and the second interview data was used for a second and third

implementation of the seven step analysis procedure previously described.  The

second interviews were analyzed twice, each time with a different focus.  The first
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emphasis was to determine if there was a shared experience perspective for these

men?  If a shared group perspective was found, it was sent to the participants in

this study to obtain their comments on the shared group perspective.  Because of

the phenomenological premise that reflection allows for the meaning of an

experience to emerge, individual reflection on a shared group perspective allowed

each man to accept or reject the collective group perspective.  Individual

reflection on shared group perspectives should allow these men to move beyond

their natural attitude and assist in learning if the shared group perspective is

indeed valid for each participant.  The second application of the seven steps to the

second interview centered on discerning if there was a shared meaning of the

experiences.

  The fourth application of the data analysis procedures focused on the

research question: What did these experiences mean to these men?  In addition to

using the data from the second interviews, data from the first interviews were

reviewed to ascertain the meaning of becoming a superintendent from the

perspective of these Mexican-American male district leaders.

  To conclude the description of the data analysis procedures implemented

in this qualitative study, the statements of Marshall and Rossman are befitting.

"Data analysis is the process of bringing order, structure, and meaning...It is a

messy, ambiguous, time-consuming, creative, and fascinating process.  It does not

proceed in a linear fashion; it is not neat" (1989, p.112).  It is fitting to consider

this description of qualitative data analysis because in addition to the four

application of the seven steps for analyzing the data, each participant's interview,
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both first and second, was listened to a minimum of four times.  Also, it is

important to mention that the seven steps served as a strong guide but often steps

were repeated more than once before concluding a complete seven-step data

analysis procedure for each interview.  Furthermore, although the description

above of how the data analysis steps were implemented presents a somewhat

linear process, the numerous applications of the seven steps are indeed non-linear,

certainly "messy," definitely "time-consuming," and contributed to finding the

whole adventure "fascinating."  The findings of this study are a phenomenological

description of the experiences of these men and these descriptions "show us the

lived quality and significance of the experience' and provide a deeper

understanding of what it meant to become a Mexican-American male

superintendent.

TRUSTWORTHINESS

Measures taken to address the issue of trustworthiness of this study

included five strategies used by the researcher throughout this study.  The first

was applying the qualitative research practice of explicitly stating my

predilections about the study and its participants before the study began and re-

examining and re-visiting them during the data collection and analysis.  Similar to

this was the researcher's second strategy of applying the phenomenology practice

of ‘bracketing', which was used throughout the four analysis processes of the

study.  The use of both strategies insured trustworthiness because the application

of both facilitated that the researcher remain faithful to what emerged from the
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data and present descriptions of the participant's experiences from their

perspective and not that of the researcher. The third strategy used was the

phenomenological analysis of the data four different times during the study in

order to repeatedly examine the data from various perspectives.  This strategy

promoted an extensive and comprehensive examination of data that lead to the

identification of the essential structure, the meaning, of the men's experiences and

contribute to the trustworthiness of the findings of this study.

A fourth measure taken to establish trustworthiness was the inclusion of

members of the research community in the exploration and identification of my

assumptions regarding the study as well as during the development of the study

interview guide.  These interactions with other researchers insured trustworthiness

because they provided a procedure for me to not only examine my bias and

prejudices, but assist in elaborating on what they were specifically, and thus I

arrived at a more thorough identification of my assumptions.

The fifth strategy used was the practice of member checking.  It was done

on three occasions: feedback on the analysis of the first interview, further in-depth

discussion during the second interview, and feedback on the assumed shared

group perspective. Participants had these opportunities to comment, reflect,

correct, and expand on my analysis and interpretation of their interviews. Their

participation insured that the researcher’s analyses and descriptions were valid

and added to the trustworthiness of this study.

The final strategy used was that of triangulation.  Triangulation was

accomplished by interviewing board members that were members of the board
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that hired each participant.  These board members were interviewed and asked

many of the same questions posed to the superintendent participants.  Board

members were also asked questions about their participants.  Board member’s

responses were reviewed for consistency with that of their participating

superintendent. The combined use of these strategies contributed to the

trustworthiness of this study.

LIMITATIONS

There were several limitations of this study.  The first was the sample size

used in this study.  Although this study of the experiences of five Mexican-

American male superintendents yielded rich, detailed descriptions of these men's

experiences, it cannot be assumed that this phenomenological description is

representative of the experiences of all Mexican-American male superintendents

nor of other minority public superintendents.

The second limitation related to the inability to generalize the findings of

this study to other populations.  It was tempting to compare the experiences of

these Mexican- American males with those of other minority administrators as

well as with non-minority male educational administrators.  However, the size of

the sampling made such a comparison restrictive and problematic.

A third limitation of this study was the qualitative research methodology

used to examine and describe the experiences and the meaning of the experiences

of Mexican-American males as they attained their superintendent positions.

Qualitative research methods are limited by their lack of ability to duplicate a
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study in different settings or with different participants.  In addition, qualitative

studies are limited in their ability to ascertain the cause of certain events or

phenomena.  Furthermore, even though in this qualitative investigation the

researcher stated explicitly his bias, assumptions, and prejudices concerning the

study, the influence of such assumptions and biases were difficult to completely

eliminate, both while the study was being conducted and in the reporting of

findings.

The fourth limitation was the phenomenological, multiple case study

approach used in this study.  It focused on the meaning of the experiences of these

participants from their personal perspective at the time of the interviews.

However, it can not be assumed that the meaning of their experiences remained

unchanged.  The participant's recollection of their experiences and the meanings

they attribute to those experiences may have been different, if these participants

were interviewed earlier or later in their administrative careers.

The fifth limitation of this study was the limitations of the researcher

himself.  The researcher repeated examination of the data from various

perspectives was not completely comprehensive because it was beyond my ability

to consider all possible perspectives.  A different researcher may have used a

different perspective other than mine.

This chapter focused on the research methodology and design used in this

study.  A discussion of the characteristics of qualitative research, specifically a

phenomenological, multiple case study approach, as an appropriate methodology

for the purpose of this study was presented.  Sections on sample selection, data
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gathering instruments, procedures for collecting and analyzing data, measures to

be taken to insure trustworthiness and limitations of the study have been included.
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CHAPTER IV

PRESENTATION AND ANALYSIS OF DATA

The purpose of this chapter is to present the analysis of the data collected.

The first section presents descriptive data characterizing each of the respondents

of the study, including the school district, school board and the community.  The

second section presents findings of the study in respect to each of the research

questions.  The third section offers a summary of the chapter.

DESCRIPTION OF THE SAMPLE

The participants for this study were five Mexican-American males in the

position of superintendent in a public school district in the state of Texas and a

member of the respective school board that participated in each superintendent’s

hiring.  The selection of participants was limited for several reasons.  The first

reason was that the state’s ethnic classification systems identify individuals as

Hispanic and not Mexican-American.  Consequently, there were men on the

state’s rosters that are Hispanic, but are not of Mexican decent.  This study

focuses on the experiences of Mexican-American male superintendents.  The

second reason for a limited sample size was that the number of Hispanic male

superintendents in Texas was limited; during the 2001 – 2002 school year there

are fifty-three Hispanic males reported employed as superintendents.  The third

reason was the selection criterion, which was that participants for this study were
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to be males; of Mexican-American decent, have been employed previously as a

superintendent in another school district in Texas, and be  from each of the state’s

five size classifications.  These classifications are established and used by the

University Interscholastic League (UIL) for interscholastic competition in Texas.

Public school districts and/or their secondary schools are classified by the total

number of students in attendance at each individual secondary school.  Districts

and their size are distinguished by the number of  “A’s” assigned each secondary

school or district.  The largest schools being assigned five “A’s” or “5-A” and the

smallest schools receiving one “A” or “1-A”.

A member of the board that selected the superintendent was also

interviewed for several reasons.  Board members were interviewed in order to

obtain a second perspective of the superintendent, school district, school board,

and the community.  It was also believed that the board member would have

insight why this particular superintendent was selected and what skills made the

superintendent more attractive than other superintendent candidates.  Board

members were also interviewed as a means of triangulation.

CHARACTERISTICS OF SUPERINTENDENT RESPONDENTS, SCHOOL
DISTRICTS, SCHOOL BOARDS AND COMMUNITIES

In an effort to uphold confidentiality, the names of all participants, schools

and towns were changed.  Table II identifies each participant, their school, its size

and each participant’s board member.
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TABLE II,  PARTICIPANTS, SCHOOLS, AND BOARD MEMBER LEGEND

School Size Superintendent School Name Board Member
1-A Mr. Jose Feliz Fort Babcock Mrs. Yoli Espinosa
2-A Mr. Albert Otero Scarlet Mr. Robert Cruz
3-A Mr. Manny Soto Sombria Dr. Oscar Garcia
4-A Dr. Steve Peña Clank Mr. James Pender
5-A Dr. Marshall Hidalgo Hines Dr. Todd Brand

Though nothing can replace an in-person experience in gaining an

impression of a person or group, it is with hope that these brief descriptions and

comments by superintendents and board members give the reader a better

impression of characteristics and the mindset of the superintendents, boards and

communities that hired Mexican-American males as their superintendent of

schools.

Characteristics of each respondent, their school district, school board and

their community is presented as five individual cases.  Each case presents

information that offers the reader an insight into the environment in which each

participant exist and how this environment has helped create each participants’

perception on obtaining the position of superintendent.

1-A

Superintendent

On first meeting Mr. Jose Feliz, at a small house that now substitutes for

the school’s central office in his small quiet farming community in Far West
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Texas, the researcher noticed Mr. Feliz appeared very much at ease.  His level of

comfort was not that born of confidence, but more of someone relaxed,

welcoming you into their home, rather than that of a superintendent welcoming

someone into their place of business.  Mr. Feliz, is a healthy looking young man

in his early 40's, approximately 5'8, not slender, but not over-weight.  He is dark-

skinned and sports a thin beard and goatee below a thinning hairline. Mr. Feliz

grew-up in this same small town for which he is now superintendent of schools.

He is a married father of a 16-year-old son and lives in a town forty-five minutes

away from his school district.  Mr. Feliz received his Bachelors and Masters

degree from a nearby university, which is considered a teacher's college located in

another small West Texas town about two hours from his school district.  He

spent the first 12 years of his career employed in his hometown school district, the

first three as a science teacher and coach and the last nine years as a counselor.

Mr. Feliz then received and accepted a job offer at another small town in Far West

Texas approximately an hour from his hometown as an elementary principal.  He

actually began his administrative career before receiving his mid-management

certification, which he soon obtained after employment as an administrator. By

mid-year he was offered and accepted the high school principal's job in the same

district. Before completing that first year as principal he was offered and accepted

the job of superintendent, again before completing his certification for the

superintendency. After two years as superintendent in this district, his hometown

superintendent's job became open and Mr. Feliz, applied and was hired.  He has

been there for the past two years.
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When asked what he thought would be an important career path for

superintendents, Mr. Feliz responded, "If I could write a curriculum for the

superintendency, I would require everybody to have a counseling degree. Well, I

think they ought to at least have some exposure to every one of those (teacher,

counselor, elementary principal, high school principal) areas."  He expressed that

experience at each of these levels would strengthen and develop competence for a

person to be successful at the superintendency. He also emphasized the

counseling to improve communication skills.  When asked about his motivation

for pursuing the superintendency he responded, "I think that I was frustrated at all

the other positions because I think I had a lot of ideas that had to be approved by

the chain of command, and I think that in this position, I'm able to make the

difference."

Mr. Feliz is perceived by his school board as an honest, fair, and hard

working man whose concern is for achieving the best for all the children

regardless of their race.  Mrs. Yoli Espinosa, a current member and member of the

board which hired Mr. Feliz described him as, "He's a very fair man, very fair

man.  And he makes the Hispanic children feel just as important as any Anglo.

He does not distinguish between races, is what I see.  It doesn't matter what color

you are.  He's going to help those kids."  When asked what she thinks makes Mr.

Feliz exceptional, Mrs. Espinosa responded, "I think it's the way he presents the

problems to people, to his staff. He does not intimidate.  He does not demand.  It's

like he'll make suggestions and almost makes them feel that it was coming from

them.  He expects so much of his administrators, but he lets them know in a way
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where they do not feel intimidated or angry.  He has this way of presenting things

to people that makes them feel good and proud."

DISTRICT 1-A

District Name: Fort Babcock
Accountability Rating: ACADEMICALLY ACCEPTABLE
Attendance Rate
1999-2000 95.8%
1998-1999 95.6%

Annual Dropout Rate (Gr. 7-12)
1999-2000 0.0
1998-1999 2.9

Ethnic Distribution: Count Percent
African American 0 0.0 %
Hispanic 519 94.4 %
White 29 5.3 %
Asian/Pacific Islander 2 0.4 %
Native American 0 0.0 %
Total Students: 550

Economically Disadvantaged 492 89.5 %

Limited English Proficient (LEP) 266 48.4 %

Number of Students per Teacher: 12.6

Adopted Tax Rate (Cal. Yr. 2000) $1.280

Per Pupil Expenditures: District State
Total Expenditures $6,584 $6,638

The 1-A district is simple and small, made up of a single campus.  Three

buildings standing around a new smaller building make up this campus and

district.  The high school has recently been renovated and a separate building with
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matching brick makes up the new central library, which the superintendent

proudly pointed out.  The superintendent was quick to point out the improvements

made during his tenure and the pride that these improvements have brought the

students, parents and community.  When asked to describe the school district the

superintendent responded that the district was geographically quite large, covering

about 1,700 square miles.  However, as far as a population, it’s very sparse.  He

indicated that of the approximately 560 students enrolled, about ninety-eight

percent were Hispanic and about eighty percent were on the free and/or reduced

federal lunch program.  He indicated that the district is considered a poor district,

but they’ve managed to do the best with their resources.

When describing student progress, Superintendent Feliz stated, “Currently

our students are performing not where we need them to be, but definitely a lot

better than most districts with our same demographics.”  He indicated that he

thought that approximately seventy percent were passing all three of the TAAS

tests.

Board member Yoli Espinosa had a much more personal, subjective

description of the school district.  Mrs. Espinosa described the district as, “The

school district – I think it’s wonderful.  I see nothing but positive things

happening.  Like I said, especially within the last two or three years.  The scores

on the children, on the testing, are going up.  I see big improvement in our school

district. And it’s growing tremendously.”  When asked to elaborate on what she

meant by growing tremendously, Mrs. Espinosa described how the district used to

have only one of each grade, but now they have two of each grade.  She also told
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of how the average graduating class was about twenty-two students, but last year

they had around thirty-five or forty students graduate.

The district has seen much growth or re-growth since Superintendent Feliz

has taken over.  The refurbishing of a old and faltering high school and the

building of a small, but state of the art library, has resuscitated this small

community and given both its’ students and the members of the community

practically a new school system to be proud of.  This is very evident in talking to

both the superintendent and board members.

School Board

The 1-A school board, belonging to the smallest classification school,

located in a Far West Texas farming community was made up of four Hispanics

and three Anglos, six males and one female.  Six of the members attended and

graduated from the local high school.  The majority of the board members were

local farmers.  Mrs. Yoli Espinosa stated, “We work well together, very well.”

She also described the board as having no division or dominating faction.   This

unification of the board was attributed to struggles encountered while the previous

superintendent was on duty.  The previous superintendent was described as an

older Anglo man who had been with the district for some time.  While the

previous superintendent was in office the district held a near nine million-dollar

fund balance, many of the school buildings were in disrepair and morale was low.

The sentiment was that the previous superintendent had become complacent,

waiting for retirement, and simply did not have the desire or energy to undertake
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new challenges.  Mrs. Espinosa summed up her emotions on the past experience

and hope for the future when she proclaimed, “you just get tired of seeing, we’re

not going to let anybody divide us anymore, and this is our town and our school,

and we love our children and we’re going to make it work.”

The board was described as looking for someone who was not only good

with finances, but also whose main concern was for the children, someone who

was fair to all the children.  This board may best be described as a board made up

of long time locals brought together by adversity and hopes of providing a better

learning environment for their children.

Community

The 1-A school district community is located approximately fifty miles

outside a major city in Far West Texas.  The small community is a farming

community with its’ major crop being cotton.  The other major economic forces in

this community are the Texas Highway Department and the school district itself.

It is a close-knit community in which a handful of families have actually made up

the population for several decades.  Mrs. Yoli Espinosa, school board member,

expressed her sentiment of the town and its’ beliefs when she described the

community as, “I think just about everybody that I know believes in the Lord and

we guide our children in that direction.  And I think we have very good values.”

The political and economic power in this small community has been and

continues to be controlled by Anglos.   It is the agriculture that determines the

economic status of the community and since the Anglos own most if not all the
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farms in the area, they hold a higher status and wield more power.  Mrs. Espinosa

stated that there has always been a struggle between the Anglos and Hispanics,

she attributed this to the Anglos having the better jobs and/or opportunities.  “I

feel like their (Anglos) status is a little bit higher.  Naturally, because of the

farmers.  But I see where it’s been minimized a whole lot.  The power struggle is

not what it used to be.”

A struggle between the majority Hispanic school board and the previous

superintendent parallel the communities changing power structure in several

ways.  While there was no open and/or public struggle or fight between them the

school board became unsatisfied with the previous superintendent who was Anglo

and had held the position for many years.   The superintendent had increased the

fund balance, but had not recently done anything to improve the educational

environment for its’ constituents.  The Hispanic majority school board unified and

replaced the superintendent with someone who was Hispanic and an advocate for

renewal and equity.  While the actual power may still be held by the local Anglo

farmers, the Hispanic community has become more active and taken a larger role

in the decision making process.

The community is far enough from the city and familiar enough with its’

citizens to maintain a family atmosphere and avoid many of today’s political and

moral tensions.
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2-A

Superintendent

Mr. Otero is a 54-year-old husband, father, and grandfather who was born

and raised in the same county in which he presently works.  He is currently the

Superintendent of Schools of a small farming and ranching community just south

of San Antonio.  Mr. Otero was born to parents from Mexico who migrated to

Texas in the 1930's.  He is the oldest of four children, all of which attended and

graduated from college. Mr. Otero graduated high school from a town

approximately 26 miles from the town in which he is now superintendent.  He is a

healthy looking man, short on stature and on the verge of muscular.  He is a very

confident, opinionated man who is always sharply dressed.  He is confident that

he is in the loop on what's going on politically, both in education and in politics

and that he has either established Hispanics or has been involved in establishing

Hispanics in prominent positions within the area.

After graduating from high school Mr. Otero left to attend college at

Texas A & I in Kingsville, Texas.  After one year, he dropped out of college for a

year.  During this time he worked with his father driving trucks hauling cattle.

After a year out of school, Mr. Otero returned to college at South West Texas

University in San Marcos were he received his Bachelors degree.  After receiving

his degree he returned to his hometown were he taught for three years as an

elementary teacher.  It was at this time that he was awarded a grant and

scholarship to attend San Diego State University and obtain his masters degree.

Upon completion of his masters degree at San Diego State, Mr. Otero returned
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and accepted a job as assistant superintendent in charge of federal programs at a

nearby 2-A school district about 16 miles from his hometown.  After six months

at this small town he took an assistant superintendents job at another nearby town,

which was a class larger and offered more money.  He remained at this position

for about eight months and then returned to the previous school district as

superintendent where he remained for eight years.  After eight years Mr. Otero

resigned due to illness and later took a job at the Texas Education Agency (TEA)

as a program specialist in the division of accreditation.  After less than a year at

TEA, he applied and accepted the job as superintendent in a school district in the

Texas Valley near Weslaco and Mercedes.  After approximately six years at this

district and becoming deathly ill he left the superintendency with the intentions of

not working as a superintendent any longer, but as he stated, "I kept running into

them".  Mr. Otero accepted a job at another valley school district closer to his

hometown and his dying mother where he stayed for approximately two years

until his mother passed away.  Mr. Otero, then looking to obtain a job with less

stress and time requirements took a Directors job in nearby San Antonio.  He

remained at this job for a little over a year until he accepted his current job where

he has been superintendent of schools for the past two years.

The researcher’s first impression of Mr. Albert Otero was that of a

reserved somewhat tense man, but that may have been due to the location of our

initial meeting, which was in his old hometown high school, which may have

seemed foreign ground to him as an administrator.  During our interview he was

very informative and assured, describing his career and telling stories that gave
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somewhat a sense of hearing someone tell battle stories.  Even thought he was

very confident and ready in answering all questions posed, he gave the impression

that he had his guard up.  This was not the case when the researcher met him at

his administrative office, where the researcher went to interview his board

member.  At his office Mr. Otero was very much at ease, welcoming and friendly.

Mr. Otero is perceived as a very confident, experienced, fair man that does

what is right for all involved.  In interviewing Mr. Robert Cruz, board president

and member of the board that hired Mr. Otero, he expressed the boards’ main

criteria in hiring a superintendent was that the candidate has had successful

experience.  Mr. Cruz stated, "The main thing is the way he talked."  The board

was very impressed with the way he communicated and the confidence he

exuded.  Mr. Cruz also informed the researcher that while the board was

determined to go with the best candidate regardless of race, they did hope it

would be a Hispanic to match their majority student population.  Mr. Cruz also

shared that he felt Mr. Otero’s ethnicity had been an advantage, "I think for him

it's been an advantage, especially here.  The community now, I can tell, likes him,

even the Anglos, because he has, he's the type that goes with what's right. And he

tries to be fair, so the community is very satisfied with him."
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DISTRICT 2-A

District Name: Scarlet
Accountability Rating: RECOGNIZED
Attendance Rate
1999-2000 95.8 %
1998-1999 95.1 %

Annual Dropout Rate (Gr. 7-12)
1999-2000 0.9 %
1998-1999 0.9 %

Ethnic Distribution: Count Percent
African American 0 0.0 %
Hispanic 405 83.2 %
White 81 16.6 %
Asian/Pacific Islander 0 0.0 %
Native American 1 0.2 %
Total Students: 487

Economically Disadvantaged 380 78.0 %

Limited English Proficient (LEP) 28 5.7 %

Number of Students per Teacher: 11.7

Adopted Tax Rate (Cal. Yr. 2000) $1.450

Per Pupil Expenditures: District State
Total Expenditures $8,888 $6,638

The 2-A district is a very rural district, which has not experienced any

growth in some time.  Superintendent Otero approximated about 500 kids in the

district of which he figured that approximately eighty-two percent were

economically deprived.   He went on to say that the majority of the students were

Hispanic and that at least half of the parents of these students would, occupation-

wise, be considered ranchers, ranch hands, farmers or oil riggers.  Mr. Otero went
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on to describe the community as a rural community and its’ students as not

exposed to urban settings.  “The kids here are well-behaved and respectful,”

stated Mr. Otero.

Board member Mr. Cruz described the school district as looking very

promising.  He contributed much of the promise to federal loans the district has

been granted.  Mr. Cruz expressed his opinion that the district needed to do some

more building.  “We need buildings…, We’re kind of short on room, on space.

And right now I think we could say we’re about eighty to ninety percent average,”

exclaimed Mr. Cruz.

School Board

The 2-A school board of whose district is located south of San Antonio in

an area dominated by ranching and farming held a somewhat different sentiment

besides the desire to hire the best candidate for the job.  While this board, made

up of five Hispanics and two Anglos, of which five are male and two female,

never openly discussed purposely seeking a superintendent that would match their

majority Hispanic population.  The president of the board expressed that he

thought the board held a bias when searching for it’s new superintendent.  Mr.

Robert Cruz stated, “being us Mexican-Americans, we kind of leaned toward the

Mexican-American.”  Mr. Cruz also confessed his personal desire to hire a

Mexican-American superintendent when he declared, “Well, mostly because the

students are Mexican-Americans, and when you’ve been treated the way I was

treated when I was in high school, well – you know – you don’t forget.”
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While all boards admitted to hoping the best candidate would also match

their majority population, this board seemed to hold the desire to hire a Mexican-

American superintendent first to satisfy past resentment and secondly to best meet

the needs of their students.

This board’s sentiment maybe attributed to it’s going through a transition

in its’ board make-up which altered the power structure both within the school

system and within the community.  Just prior to Mr. Otero’s hiring as the new

superintendent, the board went from a five – two Anglo board to a five – two

Hispanic board.  Mr. Cruz, Board President, elaborating on Mr. Otero’s hiring as

superintendent, “…the reason he’s on the Board is because we were Mexicanos,

otherwise I don’t think he would have gotten on here.”

Community

The 2-A community resembles the smaller 1-A community in many ways.

The 2-A community is located approximately fifty miles outside a large city in

south central Texas.  The population is largely Hispanic.  Currently the make-up

is approximately eighty percent Hispanic and twenty percent Anglo.  The school

board president, Mr. Robert Cruz informed the researcher that twenty years ago

the ethnic population make-up was closer to fifty-fifty, Hispanic and Anglos.

Economically, the town which relies on ranching and farming would be

classified as  “low” in terms of social economic standards.  Twenty years ago oil

was a large economic factor in this community, but that is no longer the case.

With Anglos owning most of the land in the area, they also maintain much of the
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power within the community.  When asked about the power structure and who

runs the community, Mr. Cruz responded, “Well, politically right now, we

(Hispanics) have the power because it’s eighty – twenty and we go out there and

talk to the people to vote.  That’s the main thing, to vote.  And a lot of Hispanics,

you almost have to go and take them by the hand to vote.  Anglos, you don’t have

to take them.  If they know they’ve got to go vote, they go vote.”   When asked if

the Anglo landowners have as much power as they did in the past, he answered,

“Well, not any more because – they have a lot of power, but I don’t think as much

as they used to ten – fifteen years ago.”  When asked specifically who currently

runs the community, he responded, “The community right now, you could say is

run mostly by Anglos.”

The community went through what was described as a “minor racial

revolustion” approximately five years ago.  The community struggle seemed to

carry over into the school board election.  It was at this time when the board

changed from a five Anglo-two Hispanic board to a five Hispanic-two Anglo

board.  When asked what was the issue that brought about this struggle, Mr. Cruz

described it as more of a balancing of power.  He did express some resentment for

past treatment by Anglos, but seemed satisfied with the current power structure.

When the researcher asked an Anglo administrator of the struggle and what issue

specifically brought it about.  She could not specifically point out an issue, but did

express that it (the struggle) never entered the school system or affected the

children or teachers.
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The Hispanic population in this community seems to be maturing as

voting citizens and taking advantage of the voting process.  The Hispanic

population is looking for equity for their children and all children, but is not yet

able to forget past inequities suffered by Hispanics.

3-A

Superintendent

Manny Soto is the superintendent of a class 3-A school district located

approximately fifty miles south of San Antonio.  He is 54 years of age, married

with children and grandchildren.  Mr. Soto grew up in a border town, which is

located about two hours south and west from his current school district.  Mr. Soto

graduated from a segregated minority high school that no longer exists in his

hometown. After his graduation from high school he worked at varied jobs and

did not continue his schooling for five years.  It was after these five years that he

returned to school, attending and graduating from Sul Ross State University in

Alpine, Texas, which is about three hours from his hometown.  He graduated

from Sul Ross after two and one half years with a Bachelors degree in Spanish

and Biology.  After graduating college Mr. Soto was offered and accepted a

teaching job in the same town of Alpine, were he taught high school for four

years.  It was during his tenure at Alpine High that he continued his education and

received both his mid-management and superintendent certifications.  After

teaching for four years Mr. Soto accepted a principals job at a small town located

in the same West Texas area.  At this very small class 1-A school district, Mr.
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Soto was the principal in charge of all grade levels. After two years at this

position he accepted an elementary principals job in Sonora, Texas.  After three

years as elementary principal he was promoted to Assistant Superintendent, a

position he held for five years.  Mr. Soto stated that it was after holding the

assistant superintendent position for five years, he felt he was ready for the

superintendents’ job and applied and received his first superintendency at Van

Horn, Texas, a small, rural class 2-A school district in Far West Texas.  After four

years as superintendent at Van Horn, he left to take the superintendents job at

Carrizo Springs, Texas were he stayed on for eight months before taking the

superintendents job in Pecos, Texas, a class 4-A school district in the West Texas

Permian Basin.  Mr. Soto remained at Pecos I.S.D. for four years before taking

the superintendents job in the Valley at Edinburg, Texas, for three years.  After

his three years in the Valley, he decided to retire which he did only to accept and

complete two interim superintendent jobs in school districts in and around the

Valley.  On his third interim job the school board was able to convince Mr. Soto

to accept the full time job as superintendent. He currently serves as superintendent

for this class 3-A school district located in this small farming and ranching

community.  He enjoys the luxury of being retired and re-hired, receiving both his

retirement pension and his superintendent's salary.

Mr. Soto is short in stature and slightly balding.  He is a very sharp

dresser, bright, energetic, but most of all Mr. Soto is an excellent communicator.

He is confident, yet friendly and charismatic.  Perhaps the term best used to

describe Mr.Soto would be 'disarming'.  He is a very easy person to talk to due to
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the sense of 'openness' and 'honesty', which he exudes, giving the listener a sense

of ease.  Mr. Soto is very plain spoken and down to earth.  Sincere and to the

point, a very ‘common sense’ kind of person that gets the job done.  He is

confident in himself and understands his own strengths and weaknesses.  Mr. Soto

gives you a sense of his understanding and acceptance of the world around him

and not letting the negative things get in the way of accomplishing the positive.

When asked what he thought of hurdles and/or deficits Mexican-American male

superintendents have to overcome, specifically prejudice he answered, "I think

I've been real lucky, but I'm naïve when it comes to that (prejudice). I think that

because of my personality, I'm real easy to get along with..."

Mr. Soto's school board president stated that the board perceived him as a

good communicator and easy to get along with and someone who will get the job

done.  When interviewing Dr. Oscar Garcia, president and member of the board

that hired Mr. Soto, Dr. Garcia stated, "We saw in him (Mr. Soto) that he was a

person that was not paying attention to whether you're Anglo or you're Hispanic, I

mean his main concern is what are you going to do for my school here and how

are you going to perform".  Mr. Soto was also described by Dr. Garcia as, “right

off the bat”, communicating very well with the board, very sincere, and, “this guy

is upfront.”

Throughout the interview process, Mr. Soto was always very positive and

supportive of the researcher's efforts to obtain the doctoral degree.  I believe it is

these types of sincere supportive comments towards others that disarm people and
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open up lines of communication.  His self-confidence is what this researcher

believes allows him to help and support others.

DISTRICT 3-A

District Name: Sombria
Accountability Rating: RECOGNIZED
Attendance Rate
1999-2000 95.7 %
1998-1999 95.4 %

Annual Dropout Rate (Gr. 7-12)
1999-2000 0.4 %
1998-1999 1.7 %

Ethnic Distribution: Count Percent
African American 14 0.6 %
Hispanic 1,991 87.9 %
White 255 11.3 %
Asian/Pacific Islander 4 0.2 %
Native American 0 0.0 %
Total Students: 2,264

Economically Disadvantaged 1,706 75.4 %

Limited English Proficient (LEP) 289 12.8 %

Number of Students per Teacher: 13.3

Adopted Tax Rate (Cal. Yr. 2000) $1.440

Per Pupil Expenditures: District State
Total Expenditures $6,437 $6,638

The 3-A district is a very stable district which is not experiencing growth.

It consists of four campuses, an elementary, intermediate, middle school and a

high school.  The high school has been refurbished and looks practically new,
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while the intermediate is in desperate need of repair.  Superintendent Soto

explained how the community and the school had previously been larger.  He

explained how during the seventies and eighties with the oil boom the school had

been classified as a larger 4-A school, but with the decline of oil production the

enrollment had decreased to approximately 2,300 students.  Superintendent Soto

guessed that of the 2300 students eighty-five to eighty-seven percent were

Hispanic and that around seventy percent were classified as low

socioeconomically.

Board President Dr. Garcia described the school as being much like most

small South Texas schools, basically Hispanic and low income.  He stated that

despite having many parents that are not college-educated or even high school

educated the students give a valiant effort to gain their education and succeed.

School Board

The School Board governing this district is located in a small rural town

just south of San Antonio.  The Board itself is made up of four Hispanics and

three Anglos.  Gender-wise, this was the only board that held a majority female

membership.  The 3-A Board was made up of four females and three males.

The Board was looking for certain characteristics in its new

superintendent, in a large part to combat or avoid what had been occurring with

the previous Superintendent and his administration.  Dr. Oscar Garcia, the

Board’s President, spoke of how the previous superintendent had brought in and

replaced people within the district with family members and in-laws, ostracizing
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and isolating both the administration and the school board from the community.

Dr. Garcia stated, “We (school board) were shutting ourselves out, the

administration was shutting themselves out, and the community basically wasn’t

allowed to participate.”   This main concern was the basis for the ideal

characteristics being sought in their new superintendent.  “We wanted somebody

that was going to be able to come in and interact with everybody and not just a

certain group of people,” declared the president of the 3A school board.

When asked if the board felt it was important that their new superintendent

match the majority of their student population ethnically, Dr. Garcia responded, “I

think all along most of us (board members), I think even the two Anglos on the

board knew that probably most likely we probably would want to have a Hispanic

if we could.”   While the Board President felt that the Board as a whole might

have wanted a Hispanic to be hired as their new Superintendent, his main concern

was still that the best candidate be hired for the position.  This was evident when

he expressed his concerns by stating, “I say to myself, you know, if you hire a

Hispanic and he’s not qualified, you’ve done a disservice to your kids, to the kids

that you’re supposed to be serving.”

The main characteristics being sought by this 3-A Board in their new

Superintendent were; someone with an open mind that could get rid of the stigma

that the previous superintendent had brought on, someone with experience and

someone that could evaluate people on their merits. Perhaps the characteristic

most sought was, as Dr. Garcia put it, “somebody that was going to be able to

come in and interact with everybody and not just a certain group of people.”
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Community

The small community of approximately eight thousand is located south of

a major city in South-Central Texas.  The community was well described by the

President of the school board, Dr. Oscar Garcia;

“Basically the community is like most communities in south
Texas, basically of course Hispanic.  Low income.  I wouldn’t say
poverty or very low.  But I would say the poverty level is high
compared to, of course, as you go up further North.  Probably,
education-wise here, we have probably a lot of the parents that are
not college-educated and probably some of them are not even high
school educated.  So education-wise, it’s not very good, but I think
it’s probably the same as most south Texas towns.  As far as
primary business, I think mostly here we have farming.  The other
employment that –other employers would be, of course, the school
system, the county, and the city.”

This community, like many rural towns, once prospered from the oil

business, but now relies on the farming of peanuts and potatoes for it’s economic

survival.  Up until the past decade the Anglos have dominated the power structure

within this community.   The shift of power from the Anglos to Hispanics is

contributed mainly to the population shift.  The community is currently

approximately eighty percent Hispanic.  The Anglos are described as still playing

a role, but there simply is not enough for them to make a major impact.  Dr.

Garcia explained, “I think it’s just being elected as ethnicity.  I think people now,

if they’re in the election process, they feel that if they’re Hispanics and a Hispanic

is running and they think they know them, they think they’re better represented by

them than by an Anglo.”  He went on to say that he thought it is was not so much
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a matter of race as a matter of feeling more at ease with the candidate and feeling

that they would be better represented.

This community is in a different situation than the previous two

communities discussed in that the adversity previously faced by this community

did not center on a race issue.  The adversity affecting the community had to due

with the previous superintendent and administration hiring and replacing school

personnel with family members, thus cutting off the community from having any

input.  This struggle affected both Anglos and Hispanics and to some effect

seemed to bring the two races together to find the best superintendent candidate

that would insure that everyone had input and was evaluated on their own merits.

4-A

Superintendent

Dr. Steve Peña is a self-described 52 years young married man with two

grown children.  He grew up in South San Antonio where he graduated from

Harlandale High in 1967.  Dr. Peña stated that he could trace his roots all the way

back to South Texas to even before it was actually part of the United States.  He

informed the researcher that he was born to parents from rural South Texas, his

mother, to this day, illiterate and his father with only an eighth grade education.

After graduating from Harlandale High, Dr. Peña worked and attended

Junior College for one semester before enrolling at New Mexico Highlands from

which he received his Bachelors degree.  Dr. Peña also attended Texas A & I at
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Kingsville and Texas A & M at College Station from which he received his

Educational Doctorate.

Dr. Peña is a tall physically attractive man with a slender athletic

physique.   He is dark skinned and a very sharp dresser with features that some

may mistake for European rather than Mexican-American.  He is a confidant and

friendly man who is comfortable speaking to both the lay person and the

professional.  Dr. Peña is articulate and well spoken in both English and Spanish.

He is a former coach and athletic director and proud of both, which is made

obvious by the numerous honorary athletic plaques hanging on the walls of his

superintendent office.  Dr. Peña’s career path began as a teacher/coach then onto

Assistant Principal at a middle school to Assistant Principal at a high school to

Athletic Director, Executive Director to the Superintendent, and then to High

school Principal at a large class 5A school in San Antonio.  He then applied and

received the position of superintendent of schools at a class 3-A school district

near Corpus Christi.  After three years at this district, Dr. Peña applied and

received the superintendent’s position, which he currently holds at the class 4-A

school district in Far West Texas near El Paso.

Dr. Peña had everything the district was looking for in a new

superintendent.  In interviewing Mr. James Pender, the board president and a

member of the board that hired Dr. Peña, Mr. Pender stated, “We thought it would

be good to show the community that we were not the good ol’ boys who wanted

to put our buddies in office, but we wanted to put a professional in”.  Mr. Pender

stated that the board was looking for someone who had some experience with
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growth, someone who the entire community could relate to, a superintendent who

was bilingual, and preferably Hispanic.  Dr. Peña met all of the requirements

being sought.  Mr. Pender informed the researcher that Dr. Peña was charismatic,

very professional and ambitious, a former coach and he had always gotten along

with coaches very well.  Mr. Pender felt Dr. Peña could assemble a good team and

everyone liked him and “just felt good with him”.

This researcher first met Dr. Peña at his office where the researcher waited

for him to arrive from lunch on a very hot summer day.  As this researcher sat

waiting he heard someone enter the front doorway, which was not visible to the

researcher.  The person who entered had a strong clear voice and was saying a

very friendly hello to everyone and asking the maintenance workers, who were

completing a project, how they were doing and how the project was going, the

person who entered was Dr. Peña.  He seemed very confident, friendly and

genuine in his salutations, just as he did in the interview.  Dr. Peña was very

positive in all his comments both about his job and his life.  He seemed very

confident and insightful about his position professionally and personally.  Dr.

Peña stated, “Every job I’ve ever gotten has been the best job of my life”.  This

positive attitude, confidence and his ability to communicate well with everyone

are surely some of the factors that make him charismatic.

On that hot summer day Dr. Peña was sharply dressed in black and never

seemed to notice the heat, his confidence and positive attitude seemed to defeat

the hot West Texas sun.  It was easy to understand how a school board could find

this candidate attractive.  It was his charisma that not only highlighted his self-



115

confidence but also seemed to empower the listener.  Dr. Peña was very

supportive and encouraging of the researcher’s efforts to gain the doctorate.  His

support and encouragement to complete the doctorate and “enter the union” as he

put it, did indeed empower this researcher to have a more positive outlook on both

completing the doctorate and on life in general.

DISTRICT 4-A

District Name: Clank
Accountability Rating: RECOGNIZED
Attendance Rate
1999-2000 96.0 %
1998-1999 96.0 %

Annual Dropout Rate (Gr. 7-12)
1999-2000 1.2 %
1998-1999 1.8 %

Ethnic Distribution: Count Percent
African American 48 0.6 %
Hispanic 7,139 94.0 %
White 395 5.2 %
Asian/Pacific Islander 4 0.1 %
Native American 6 0.1 %
Total Students: 7,592

Economically Disadvantaged 6,516 85.8 %

Limited English Proficient (LEP) 3,536 46.6 %

Number of Students per Teacher: 14.2

Adopted Tax Rate (Cal. Yr. 2000) $1.420

Per Pupil Expenditures: District State
Total Expenditures $6,906 $6,638
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Opposed to the 2-A and 3-A school districts, this 4-A district is

experiencing rapid growth.  Superintendent Peña stated, “the district has almost

8,000 kids and it’s a very fast-growing school district.  It’s one of the largest,

actually the largest in the county, covering almost 400 square miles.”  He went on

to describe the district as geographically being bordered by New Mexico to the

North and the Rio Grande River to the South.  The district consists of two high

schools, both 4-A schools, which are about twenty-five miles apart, and eight

other lower grade level schools.  He also stated that the district is made up of a

diverse population of which approximately eighty percent is economically

disadvantaged.  Much of the populations’ diversity can be contributed to the three

distinct communities that make up the district.  The three areas consist of farmers,

suburbanites and the poorer colonia members.

Board President James Pender echoed the Superintendent’s description

when asked to describe the district.  He stated, “we’re a medium-sized district,

approaching 8,000 students.  We have ten campuses – two high schools, three

middle schools, and six elementary schools. We’re growing very fast in all areas.”

He went on to say that projections for the district show that within five years the

district would be up to around 15,000 students.  “Unfortunately, we don’t have

much tax base.  We have lots of houses, lots of low-income houses in the

Colonias, and we don’t really have the tax base.  So we’re struggling financially,”

explained Mr. Pender.
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School Board

The 4-A district school board governs over a very large area.  The district

itself has three areas or towns with two high schools serving the population of

each area.  All three areas are located just outside a major city along the border in

West Texas.

The school board’s ethnical make-up when Dr. Peña was hired was four

Anglos and three Hispanics.  Gender-wise the make-up consisted of six males and

one female.  All members of the Board are from the more established area, which

has the original high school and has historically been the power structure for

electing board members.

The Anglo farmers and ranchers of the older area have historically

represented this 4-A district.  Board President, Mr. James Pender described the

Anglo farmers and ranchers as the ones who have been there for generations and

whose parents were on the Board who helped found the schools, so they took

more interest. Mr. Pender stated,  “It wasn’t a racial issue.  It was just that they

were the ones who decided to run for the Board and they represented everyone,

and people were happy with them.  There wasn’t any reason to complain about

either race or ethnicity.”

Mr. Pender described the type of superintendent the Board was looking for

as someone who had experience dealing with the growth and the problems

associated with growth such as a low or no tax base.  They were also looking for

someone who the entire community could relate to. Someone who was bilingual,

preferably Hispanic, who could relate to ninety-five percent of their district.
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When asked if the board had specifically looked to hire a Hispanic, Mr. Pender

stated, “That was in the back of everyone’s mind.  Yeah.  We weren’t definitely

going to hire him just because he was Hispanic, but we thought it would be good

to show the community that we were not good ol’ boys who wanted to put our

buddies in office, but we wanted to put a professional in.”

Community

This 4-A community is unique in that it is made up of three different

communities located in different areas of this large school district.  The original

community in which the first school was founded is located on the Rio Grande

River Valley twenty miles from a large city in Far West Texas.  This area has

historically been a farming community, which politically and economically has

been controlled by the Anglos.  The other two areas that make up this district

evolved due in a large part to the growth of the nearby city.  Both areas are

physically and politically removed from the original township.  One area has

actually grown and met the city growth to become a suburb.  This area, as well as

the other two, are predominately Hispanic and economically disadvantaged.  The

other area divides what is a middle class area developed approximately fifteen

miles outside the city for people wanting to escape the city life for a quieter golf

course setting.  This area has also grown due to both suburbanites and to the

development of colonias in the surrounding areas.  Neither of the two newer areas

carries much tax base.  Mr. James Pender described the power structure,

“Everyone on the board is from the original township.  And the original



119

township’s always been the power structure as far as electing the Board members

because the people get out and vote.  That’s where it all started, in Clank (original

township).  The other areas have more people and they have more registered

voters, but they don’t seem to get involved that much in the politics.”

The president of the local school board, Mr. Pender is an Anglo with some

Hispanic heritage.  He offered his view of the political power structure of the area

as;

“Historically it’s been represented by the Anglos of the original
township - the farmers, ranchers in that area.  They were the ones
who had been there for generations.  They’re the ones whose
parents were on the Board, who helped found the schools, so they
took more interest.  But it really wasn’t a racial issue.  It was just
that they were the one who decided to run for the Board and they
represented everyone, and people were happy with them.  There
wasn’t any reason to complain about either race or ethnicity.”

Due to the fast growth and low tax base the communities as well as the

school district is going through a tremendous transition and struggle.  As far as

racial adversity, racial relations have not been a problem within the community.

The only racial adversity that Mr. Pender could recall was what he described as a

“flare-up” that took place a couple of years ago.  He recalled how a Hispanic

women in the community tried to make an issue of race by making accusations

that some of the Anglo Board members had said things about the Hispanic people,

he stated that the statements were not true and the adversity soon died off.

The community has historically had very good racial relations.  This may

be in large part due to the fact that the Anglos have always treated the Hispanic
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community well.  But may also be because the Hispanics, for the most part in this

community, have always maintained subservient positions and attitudes as

laborers.

5-A

Superintendent

Always dressed in a dark suit with a solemn look on his face, his dark

features and demeanor give the impression of someone who should not be

approached.  Though not a social magnet, Dr. Marshall Hidalgo is far from the

unapproachable type, in fact, once the researcher began the interview, Dr. Hidalgo

took off with antidotes and stories of his life in education.

Dr. Hidalgo is a forty-five year old husband and father of two young boys.

He was the eighth of ten children born to a mother who achieved only a third

grade education and a father who was a preacher with a fourth grade education.

Dr. Hidalgo was the last of his parent's children born in Mexico.  He was three

years old when his family moved to Lubbock, Texas, where his father received a

church to shepherd.  It was in Lubbock were they lived for six years that Dr.

Hidalgo began school not able to speak English.  Dr. Hidalgo described how his

first name evolved from his given name of Eliu Misel to Marshall when his Anglo

teachers could not pronounce his name. The teachers started calling him Mitchell

because it was easier to pronounce. This worked in the first grade, but in second

grade there were already two other children named Mitchell so the name changed

again, this time to Marshall, which has stuck ever since.  It was during Dr.
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Hidalgo's third grade that his family moved to Dallas, which is where he grew up

and graduated from Sunset High School.

After graduating from high school Dr. Hidalgo returned to Lubbock to

attend Texas Tech University, from which he graduated and received his degree

four years later.  As soon as he graduated he returned back to Dallas to teach and

coach in his old neighborhood where he remained for eight years.  At the age of

twenty-six, he became the only Hispanic head basketball coach in Dallas.  After

eight years of teaching and coaching Dr. Hidalgo moved to Grand Prairie as the

assistant principal at Grand Prairie High, again becoming the first Hispanic, this

time as administrator at Grand Prairie.  After three years as assistant principal, in

what he described as a need by the district to recruit more minorities, he was

named director of personnel, thus skipping the principalship.  He remained at this

position for nine months before being moved to assistant superintendent for

personnel, he was thirty-three years old.  After becoming assistant superintendent,

Dr. Hidalgo stated that he became aware of his desire to become a superintendent

and began applying for jobs.  Though he was applying, he stated that he was

having difficulty receiving interviews, in part because of the high salary he was

receiving as an assistant superintendent and also because he felt he was limiting

himself to the North Central Texas area.  It was not until he was offered and

received the superintendents' job in a Far West Texas border town near El Paso,

that he received a superintendent’s position.  After staying at this position for one

year, he took a job as the Regional Service Center Director in El Paso for three

years before arriving at his present job.  For the past four years, Dr. Hidalgo has
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been the superintendent of schools for a large class 5-A district in Central Texas

on the IH-35 corridor.

Dr. Hidalgo is quiet, but confident, both in himself and his ability to excel

at running a school district.  He is driven and serious about being the best and

holds himself and others around him to that same standard.  One of the assets his

school board was looking for when they were hiring a superintendent was

experience.  Dr. Hidalgo has a wide variety of experiences, which is to his benefit,

both as an asset and as something that helps give him his assuredness.  Dr. Todd

Brand, Dr. Hidalgo’s board President, described Dr. Hidalgo as, “a dynamic

individual with global perspective, someone who is highly trained, gets things

done, hard working, optimistic, articulate and a person with a lot of energy.”  This

researcher was given the impression that as satisfied as the board may be, they

may at times see Dr. Hidalgo as a little too driven or ambitious.  This was stated

as a complement by Dr. Brand when he stated, "I like to think of him as a

thoroughbred racehorse in that he's strong-minded and he's got his own ideas and

he expects to be able to carry them out ...once in a while we have say whoa, wait a

minute."

When talking to Dr. Hidalgo you can see the fire in his eyes.  He becomes

excited when talking about his school and the plans he has for further

improvement and victory.  This fire is infectious and gives the listener a sense of

excitement and desire to be on this man's team.  Dr. Brand captured this in stating,

"I think just his passion is the one thing that people pick up on.  That his
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unrelenting pursuit of excellence and improvement."  If any characteristic best

defines Dr. Hidalgo, it would certainly be 'passionate'.

DISTRICT 5-A

District Name: Hines
Accountability Rating: ACADEMICALLY ACCEPTABLE
Attendance Rate
1999-2000 95.6 %
1998-1999 95.0 %

Annual Dropout Rate (Gr. 7-12)
1999-2000 0.4 %
1998-1999 0.3 %

Ethnic Distribution: Count Percent
African American 229 3.1 %
Hispanic 3,598 48.6 %
White 3,528 47.7 %
Asian/Pacific Islander 30 0.4 %
Native American 17 0.2 %
Total Students: 7,402

Economically Disadvantaged 2,567 34.7 %

Limited English Proficient (LEP) 549 7.4 %

Number of Students per Teacher: 15.6

Adopted Tax Rate (Cal. Yr. 2000) $1.515

Per Pupil Expenditures: District State
Total Expenditures $6,785 $6,638

This 5-A district has several things in common with the previous 4-A

district.  They both are located near a large metropolis and are experiencing rapid

growth.  This district is also very large geographically, it is described by its’
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superintendent, Marshall Hidalgo as, “all spread out.”  The district covers

approximately 209 square miles, several small communities and two separate and

distinct cultures.  Located between two very large central Texas cities, Dr.

Hidalgo described the district as being divided in half, north and south, with each

half holding the culture and values of the city it’s nearest.

The district just opened three new schools and two are already at capacity.

The districts’ student projections show the district having approximately 21,000

students by the year 2010.  Dr. Hidalgo informed the researcher of the districts’

approval to build a second high school and plans to build a third within five years

after the second high schools completion.

Dr. Brand, the 5-A board president, described the district as somewhere

between the second and fifth largest–fastest–growing district in the state.  He

stated that the district itself has been around since the late 1960’s when two

different smaller districts were consolidated.  Mr. Brand also spoke of the rapid

growth and hurry to build buildings to keep up with the growth.  He went on to

add that this soon to be suburb was a fairly property poor district.  “We get, I

believe, close to sixty percent of our income from the state, there’s still a lot of

poor enclaves of people who live below the poverty level.  I think some of our

areas have a quite high percentage of people who live below the poverty level,”

stated Dr. Brand.

Each district is distinct in its’ own way, but many, if not all, have

commonalties.   The districts, regardless of size, if located near a large city are

growing and becoming to some extent suburbs of the cities, while the districts
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located outside a fifty-mile radius from a larger city seem to be stagnating,

growth-wise. The districts inside the fifty-mile radius are gaining in growth.  In

fact the closer to the city the district is the more rapid the growth occurred.  All

districts are property poor due to low tax bases and were struggling to build new

buildings needed to service new students.

The more rural districts observed in this study were not experiencing any

growth, yet the districts seemed to need refurbishing or rebuilding in order to have

a sense of growth and prosperity.  It was this type of renovation that appeared to

give these district populations and the communities their sense of pride and

accomplishment.

For the most part neither the superintendents or the board members were

precise in their statistical information on ethnicity or socioeconomic status.  While

both were usually off only a few points, this difference in point of view of the

district by each member may be a good indication of each persons perception of

the school and its’ population.   In most of the cases both superintendents and

board members indicated that their district held a higher poverty rate than they

actually had.  This may be attributed to the constant battle to find needed funds.

School Board

This 5-A school board represents a district found just outside the city of

Austin.  At the time Superintendent Hidalgo was hired the board was a majority

Anglo and male board.  The make-up of the board was six Anglos and one
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Hispanic with one of the Anglos being female.  The Board was described as an

educated and professional one with two members holding Doctoral degrees.

When asked about the make-up of the board, the president of the board,

Dr. Todd Brand described it as historically having always had decent Hispanic

representation.  He stated that there had been times when there were three

Hispanics on the board and even a short time, he believed, when there was four

Hispanics on the Board.

When asked about his perception of who holds or dictates the power

within the board, Dr. Brand stated, “Maybe I’m being naïve because I’m the

president and I see it as my job to see that everybody gets equal say in everything.

But I think that’s what happens.  There’s nobody who pushes anybody around.”

The 5-A school board hired the Texas Association of School Boards

(TASB) to conduct the superintendent search.  When asked to describe what

characteristics the board was looking for when instructing TASB in their search

for their new superintendent, Dr. Brand stated that the board felt it was important

that the new superintendent had experience.  Not only experience in general, but

also experience in dealing with a district that had a high percentage of minority

students.  These were the only characteristics offered to TASB other than finding

the ‘best’ candidate.

When asked if the board had thought it important that the new

superintendent ethnically match the majority population of the district, Dr. Brand

replied, “It was not my feeling, nor did I hear anybody on the Board say well,
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we’re going to be a Hispanic majority so therefore we should hire a Hispanic.  I

don’t think anybody at any point said that.”

While stating that a superintendent matching the major population was not

a priority, Dr. Brand was asked that if in hindsight he now thought it was

important?  He expressed that he thought it would be really advantageous to have

a Hispanic because of the high overlap of Hispanic and low socioeconomic status

of the students.  Dr. Brand went on to state, “I think given the special needs of our

Hispanic population in our district, that it would be an advantage.  All other things

being equal, I would probably give the nod to a Hispanic candidate.”

Community

This community, much like the previous, is facing the struggle of rapid

growth, low tax base and the realization that it is no longer a small town.  The

community is located a few miles outside the states’ Capital and is rapidly

changing both in size, ethnicity and the way the community thinks.  Once a

community based on farming and ranching, people who make the daily drive into

the city to work are now it’s main means of support.

Many of the residents began moving out to this community from the city

to avoid the high cost of living.  In moving out of the city to this once small

community the urbanites brought their way of living and thinking, which is

clashing with the farmers and ranchers who had historically been in control.

When asked to describe whether the mentality of the community is small town or

suburb, Board President Dr. Todd Brand stated;
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“I think that it’s in flux.  I think that’s one of the, probably the
primary cause of whatever controversies and political fights that
happen to be going on down there at any given time.  It’s, a lot of
people don’t want to grow and then the other people see that
growth is coming and all they want to do is plan well for it so it
doesn’t ruin everything.  And they get in each other’s faces a lot
and disagree over how to do things.  And also the new people
moving down there tend to be urbanites moving down there, and
they have a different value system and a lot of the farmers and
ranch community – the people who have been there a long time-
see them as, you know, people coming in and trying to tell them
what to do and changing everything from the way it always was,
and they don’t like that.  So there’s some animosity.  But I think
the future is clearly in with the suburbanites who are moving in.
They vote, they’re vocal.  They’re going to be, if they’re not
already, the majority.  And they’re going to wield the power.”

The community itself is diverse, not only in its’ political philosophies, but

also in its’ different economic levels.  The community has all the levels of

economic status, from the affluent through the middle class and down to the

economically disadvantaged.  The middle class, which is the suburbanites moving

in, makes up the majority and will be the predecessor of power in the future for

this community.

Board President, Dr. Brand is very representative of the community and

the “suburbanites” taking over the political and power structure.  He is very

liberal, open minded and accepting of others.  He seeks the best for his children

and neighbors regardless of race or any other differences.  Dr. Brand in spite of

his accepting ways still is not totally conscious of all the inequities that come

along with diversity.  To his credit, he is willing to learn and work at correcting

inequities brought to his attention.  Dr. Brand recalled something that occurred



129

early in the new superintendent’s tenure that is an excellent example of Dr.

Brand’s and the community’s inexperience with the racial diversity that his

community is undergoing.  Dr. Brand noted, “I stood next to him (Superintendent)

at the first football game when we first hired him, and he looks over at me and

said there are no Hispanic cheerleaders.  And I had just never noticed.  You know,

it’s like one of those things where my wife sometimes says to me things that

women would think, that men wouldn’t think.”  Regardless of the open

mindedness of the community, this example illustrates that their perception of

things is still that of the Anglo.  This mind-set often does not let people see things

that are not right because that is the way things have been for so long, they can

not see the forest for the trees.

SUMMARY

On average all the participants studied were healthy looking, sharply

dressed men whose average age was 49. All were married with children, two

having grandchildren.  Educationally, all participants held both a Masters degree

and the superintendent’s certification.  Additionally, the two participants at the

larger schools also held Doctorates of Philosophy in education. All were very

self-confidant, energetic and enthusiastic about their position as superintendent,

yet relaxed and comfortable and seemingly stress-free.  All appeared satisfied

with their position, not only professionally but also in life.  All superintendents

expressed an understanding and acceptance of the world they currently live in and

the paradigms in which they fit.  They understand that prejudice and injustice still
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exist within the state of Texas, and in their lives, but seem to have a sense of

comfort that times are changing and that they can and have had an impact on

changing these standards for the better through their positions.  All

superintendents expressed that they did not begin their careers with the thought or

intention of becoming a superintendent.  After becoming aware of their desire to

pursue the superintendency, they all acknowledged that their major motivation for

seeking the position was to insure equity for Hispanics and minorities through

securing equity for all children regardless of the color.

In the effort to give the reader a better understanding of the characteristics

of each school district, basic statistical information on each district is presented.

This information was obtained from the 2001-2002 Academic Excellence

Indicator System, (AEIS).  This data was recovered, organized and made public

by the Texas Education Agency, (TEA).  The characteristics of the school districts

were reviewed in order to offer the reader insight into each district; it’s needs and

the atmosphere that led each district to hire a Mexican-American male

superintendent.

Describing the characteristics of the school boards proved to be a

somewhat difficult task.  Characterizing the boards was derived from comments,

beliefs and observations taken from interviews with both board members and

superintendents.  While ethnic and gender make-up of boards may give the reader

a physical picture of the boards, it does little to describe the state of mind and

sense of need each board collectively held at the time of each superintendents’
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hiring.  The researcher’s use of quotes from participants hopes to give the reader a

better, more personal sense of the characteristics of each board.

Ethnically, four of the five school boards studied were majority Hispanic,

with the average for ethnicity being four Hispanics to three Anglos.  Gender-wise

the boards averaged five males to two females.

Philosophically, all groups would be classified as liberal, progressive

boards seeking the best candidate for the job.  All the boards claimed to be

seeking the best candidate regardless of ethnicity, but admittedly several boards

harbored hopes that the best candidate would match their dominant population,

which in four of the five cases was Hispanic.  Each board had struggled and faced

some difficult times and transitions with the previous superintendent, both within

the school district and/or community, which in most if not all cases united each

board in their search for their new superintendent.

The school boards were historically typical in their membership.  The

smaller school boards were commonly made up of locals that grew-up and

actually graduated from the district, while younger more affluent professionals

relatively new to the district often occupied the membership of the larger district’s

boards.

The basic characteristics of each community were investigated in order to

give the reader a better sense of what and how each community works and why.

Information about demographics, power structures and economics that control and

motivate these communities were sought in order to gain a better insight into the



132

values of each community.  Understanding the context in which these participants

performed the role of superintendent is critical.

The communities in which each school district’s superintendent was

employed had several similarities, both currently and historically. All the

communities contained a majority Hispanic population, four of which had always

been majority Hispanic and one which just recently became majority Hispanic.

Political and economic power had historically been held and to some extent still is

held by prominent Anglos within each community.  All parties agreed that

Hispanics have gained more power through the voting process in recent history

because it is just recently that the Hispanic community has begun to come out and

cast their votes.  All the communities had recently gone through some type of

conflict, be it a racial issue or a struggle for power between different groups

regardless of race.

Through interviews with both Superintendents and Board members,

information and insights on the communities were drawn.  It is with hope that

through statements and/or comments made by individuals from the respective

communities the reader may be able to draw a more personal insight and

conclusion on the beliefs and values held in general by each community.

Findings

Through investigation of five Mexican-American male superintendents,

this researcher was able to determine seven major themes that were instrumental

in answering the following research questions:
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1. What were the experiences of Mexican-American males as they rose to

the position of superintendent in the state of Texas?

2. What were the carrier paths of successful Mexican-American male

superintendents in the state of Texas?

3. What skills did successful Mexican-American male superintendents

utilize to gain the position of superintendent in the state of Texas?

The major themes that emerged from the research were the following:

motivation, support, mentors/Anglo mentors, barriers, career paths, skills, and

networking.  The remainder of this chapter will focus on each of these individual

themes in relation to answering the research questions.

RESEARCH QUESTION 1: WHAT WERE THE EXPERIENCES OF MEXICAN-
AMERICAN MALES AS THEY ROSE TO THE POSITION
OF SUPERINTENDENT IN THE STATE OF TEXAS?

In exploring and seeking the experiences of Mexican-American male

superintendents as they rose to the position of superintendent, four major themes

emerged from the data.  The major themes that emerged in the lives of all the

participants studied were motivation to make a difference, support from others,

mentors that would provide guidance and opportunity, and barriers faced while in

the pursuit of the position. Each theme is presented with direct quotes from each

participant in order to provide insight into the perception of these Mexican-

American males as they rose to the position of superintendent.



134

Motivation to make a difference

None of the participants acknowledged entering education actually

seeking the superintendency, but at some point in their career they became aware

of their desire to pursue the position.  Though similar in their reasoning, each

participant had his own personal motivation for obtaining the position. Motivation

to obtain the position of superintendent was not based on economics or power, but

more on the need to have an impact on creating equity for all students.  These

superintendents felt a need to insure that minorities, specifically their own race,

Hispanics, received the same level of education and chance to succeed as the

historically more affluent Anglo students.  By securing the superintendency, they

felt they would be in a position to make a difference for minorities and help build

a system that would serve all children equally.

The following are excerpts taken from interviews with the five Mexican-

American male superintendents.  These excerpts offer insights into what

motivated these men to seek the position of superintendent in the state of Texas.

1-A, Superintendent Jose Feliz

I think that I was frustrated at all the other positions because I
think I had a lot of ideas that had to be approved by the chain of
command, and I think that in this position, I’m able to make the
difference between my self and the Board and if I can back or
justify the programs or the ideas that we want to implement, it’ s a
lot easier.  It cuts away a lot of the red tape.  I don’t have to have
the, sell it to the principals and everything else before it’s even
considered.  And so I think that’s the position where I can make a
difference  (Feliz, 5).
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2-A, Superintendent Albert Otero

The salary was never an issue.  I’ve never, I’ve never had an
abundance of money.  I’ve had sufficient.  Salary was not an issue.
It never has been because I’ve always worked hard and supplied
my family.  But what was an issue was I wanted to do outreach for
the have-nots.  I wanted to help and assist those that did not have
the ability, and I’m talking about children.  Those that did not have
a fair shake in life.  I wanted to make a difference  (Otero, 26).

3-A, Superintendent Manny Soto

Well, I really think what motivated me was the situation that I was
in when I was assistant superintendent.  I was assistant
superintendent four years under a gentleman that really turned it
over to me, because I became assistant superintendent and the
following year after that, the superintendent was fired and the
Board hired someone that truly was not capable of being
superintendent.  But the way the job was structured, he simply was
the person that took care of the Board.  I mean, that was his job.
And when he took over the job, he visited with me and asked me if
I would mind, if I could work with him, and of course I knew him
and I knew that I could work with him because I knew he wouldn’t
ever bother me.  And I really wanted to stay in the district because
my kids were in high school and I wanted them to graduate from
that high school.  So when he told me that he would let me do
everything as long as I reported to him, I did everything, except the
cafeteria and finances.  And all I did was report to him, and he
literally turned the district over to me, so I felt that I was
superintendent.  And I guess at some point in time, I felt like I had
enough training and I could do it myself.  So I guess at some point,
something said to me you can do this by yourself  (Soto, 8).

4-A, Superintendent Steve Peña

Well, I always felt like I was, in education you want to make an
impact, you want to make a difference.  Especially with children of
color, in my opinion. All children, but particularly children of
color. The superintendency, to me, was a major challenge.  Not
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only was there a very small number, percentage-wise, of Mexican-
Americans in the doctoral programs, but quite honestly a very
small percentage in the higher level of administration.  In
particular, superintendency.  So that was also a personal challenge
and also I wanted to make a difference in the lives of kids that
when I look at them, I’m kind of looking in the mirror, looking at
myself when I was growing up  (Peña, 4).

5-A, Superintendent Marshall Hidalgo

It was more people telling me that I could be a superintendent.
You know, every job I’ve had has been the best job I’ve ever had.
But people, when I was a coach, telling me I could be an
administrator.  When I was assistant principal, people telling me I
could be a principal or something else.  People – when I became
director, people telling me hey, you can be assistant
superintendent.  People telling me that I could be a superintendent.
And then I didn’t even know anything about service centers when I
got that job.  But there was always a mentor or somebody
encouraging me… So it’s always been someone out there saying
Marshall, you can do that, you can do better.  I know you’ve got a
great job but, man.  I get calls all the time about applying for big
jobs because my mentors and my friends think that I can do it.  I
think that’s the one key is having people advocate for you
(Hidalgo, 17).

Support

All participants felt very strongly that support from others was a vital

factor in their success in obtaining the job of superintendent.  Participants listed

three levels of support; family and friends, peers and cohorts, and professional

mentors as supporters that were very important in helping them survive and

succeed.  When asked what kind of support systems or supporters, if any, were
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available to them as they sought to obtain the job of superintendent, the

participants responded:

1-A, Superintendent Jose Feliz

I think there has to be someone in their life that really believes in
them, that encourages them, that tells them hey, it can be done.
And if you were to interview successful Hispanics, I think in the
state of Texas, I think you would find that there was someone in
that person’s life that actually believed in them and said hey, it can
be done.  I guess a role model person  (Feliz, 9).

Yeah, in my case it has always been an older brother – currently
he’s vice president at New Mexico State. But at the time - for
example, right after high school, I started college, but I decided
that that wasn’t for me, and I started working out in the oil fields
and things.  And it was constant calls from him, no, no, you’ve got
to finish school, you’ve got to finish school.  And finish school.
And his phone, according to him, was ringing off the hook for
Hispanic counselors, that you needed to be a counselor.  So he’s
always pushed me, he’s always encouraged me.  And helped me
out in every aspect.  So I’ve been fortunate to have someone in my
life out there to push, push, push (Feliz11).

2-A, Superintendent Albert Otero

My support was always my family.  My wife always supported
what I did.  My uncles.  They’re all – they’re big medical doctors.
Hey, I’ll support you if you need to do this, do that.  To be a
change agent.  Do this, do that.  I had their moral support.  The rest
was up to me.  The institutions themselves, since I wasn’t that
privileged to go through a superintendency program.  A good
support system, I didn’t have that  (Otero, 36).
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3-A, Superintendent Manny Soto

Uh, I guess when I was going to school, I really didn’t have a
whole lot of support.  And I don’t know if I didn’t even seek it or
anything, because what happened with me was that I graduated
from college and we stayed in the college town I graduated from.
And I just started to work on my masters, I guess just because I
was there.  I’ve always tried to take advantage of situations and I
didn’t know when, or if, we were ever going to leave the college
town.  But I always thought, well since I’m here already, I better
go ahead and take courses.  And I remember quite a few,
particularly college employees that were taking courses and some
of the guys that had graduated with me, they were coming back.
So I remember some of the friends being in those classes and I
guess we supported one another without even knowing.  But as far
as family and friends, my wife actually was going to school at the
same time I was going to school, so I really didn’t have anybody
else except my wife and my kids  (Soto, 23).

I guess if you go back, I think my wife was the one that influenced
me the most and it goes back to what I told you earlier, the fact that
she could see that I was running the district and I wasn’t getting
paid for it.  And she saw how much I put into it and how well the
district was run.  And I think my wife has always been my biggest
critic and my biggest supporter, and I think she always felt like,
you know, I ought to be rewarded for all this work that I did  (Soto,
34).

4-A, Superintendent Steve Peña

Without someone who is going to be there for you to, not only to
provide direction but also support and advice and encouragement, I
think it’s very difficult if you’re out there on your own  (Peña, 8).

I think the biggest support that I had was my peers.  In other
words, we had a cohort group go through.  Not everybody
survived.  But that was probably the most support that I had
because we had to lean on each other.  Until you do your record of
study, or your dissertation, and then you’re on your own.  And
that’s what takes a lot of self-discipline.  That was the number one
support group that I had.  The group was the number one thing
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supporting me.  The other thing is I had, of course, a couple of
people, as I mentioned earlier – someone within the school district
that I was working in, and also at Texas A&M.  So I had really
three things that were helping me get through.  One, the school
district where I was working; two, A&M – college Station; and
three, my fellow colleagues in the cohort group  (Peña, 12).

5-A, Superintendent Marshall Hidalgo

There was no support.  I just had support from nobody.  When I
got my bachelor’s degree, I received no scholarships, I just went
and worked.  And when I went to get my mid-management, Timo
Peralta used to encourage me to go for it.  There were no
scholarships, no time off.  I had to do it with my regular schedule.
There was no encouragement other than my girlfriend, mentor
telling me it’d be good for me in the long run.  Then when I – I got
a lot of support from my superintendent when I was an assistant
superintendent.  Only in, I mean I didn’t get any scholarships, but
he was good about make sure you finish that superintendent
certification.  And if I had to miss a School Board meeting, or if I
had to because I had class or I didn’t go to PTA, he said you take
care of school.  So he was very supportive that way.  Getting my
doctorate, I felt, I’ll be honest with you, I got very little support
from UT.  I got – my support from my Board by them staying out
of the way.  They didn’t jack with me.  They didn’t ask me what I
was doing.  As long as I did my job, they didn’t  - but I never took
a class during the day.  I got no support.  And I’ll tell you what, I
got no support from UT.  I had to figure out the system.  But I’m
good at that.  I figure out the system and I figure out the people.  I
figured out which professors I had to bust my butt and work and
read and I figured out which of the professors I just had to do this
paper this way.  You know where I got my most support, was from
my cohort.  The cohort I was in.  There were about four or five of
us that kind of covered for each other.  No one ever told me when
the deadlines were.  Deadlines for this, deadlines for that, from the
University.  Man, you’re supposed to read it in that catalogue.
Man, if you don’t read it, if you mess up there’s a lot of other
students out there.  But if it hadn’t been for people like Steve
Fuente and Ervin Keezer and a few other people that were in the
program, he Marshall, don’t forget about this.  Thanks, man
(Hidalgo, 36).
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Oh, my wife was very supportive.  My family’s always been very
proud of me.  I’m, of course, the first one in my family who’s
going to get a doctorate.  They’ve really given me a hard time
because I told them I wasn’t going to walk.  I didn’t walk for my
bachelor’s. I didn’t walk for my master’s.  I guess I’m going to
have to walk now.  They’re not going to let me get out of it.  But
my wife and my kids are very supportive.  My wife, she’s really
encouraged me.  She doesn’t give me any – she gives me a guilt
trip about superintendent stuff like being away so much at
conferences and School Board meetings and ball games, but she
never gives me a hard time about going to school  (Hidalgo, 37).

Mentors / Anglo Mentors

There was a consensus on the positive effects and importance of mentors

in the life experiences of Mexican-American males pursuing the position of

superintendent.  All superintendent participants, without exception, had one or

several persons that they perceived as mentors.  Four of the five participants listed

Anglos as mentors, one even reported that it is important that the mentor be Anglo

in order to put in a good word for you.  These mentors offered them not only

support, guidance and access to the next level, but often acceptance or the

perceived sense of acceptance that allowed these individuals to have the

confidence to step up to that next level.  The following excerpts illustrate how

important these mentors were to these aspiring superintendents.

1-A, Superintendent Jose Feliz

Oh, even the state of Texas at one time was saying, or kind of
devising a plan where a superintendent would have a mentor for
like two years or something like that before being fully certified.
Again, I’m very fortunate in that the lady I worked under – Kay
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Carr, was a very demanding lady but, boy, she was top-notch and
she really prepared me for the job.  And that’s who my mentor
was.  But, again, in the Region XIX area, there’s actually a very
cohesive group of superintendents.  All you have to do is pick up
the phone and they – and they’ve all experienced the same issues
and concerns that you’re going through.  So that helps a lot.  That
makes the job a lot easier.  Mentors, oh very important  (Feliz, 9).

2-A, Superintendent Albert Otero

So I had three or four people that I would contact as to what would
be the proper step.  I pretty well knew the bookwork in terms of this
is what you ought to do, but sometimes it doesn’t work in real life.
So I would always have a few mentors that I would call and ask
because I knew I had to compensate for a lack of central office
experience and there were many obstacles out there-internally and,
of course, externally that I had to deal with, that I needed to run this
by someone I knew.  I mention that because I think that was a big
plus on my behalf.  If I would have stayed isolated, a one-man
show, and do what I thought was right, I don’t think I could have
continued because there’s so much work that’s involved  (Otero, 4).

3-A, Superintendent Manny Soto

I really think you need to have somebody, particularly that’s
Anglo, that you know that can help you and can put in a good word
for you.  Dr. Vernon Stoops was really like a mentor to me, like a
second dad to me.   Dr. Stoops was my mentor and it’s very
important that you have somebody that you can call if you need
someone, because I guarantee when you become superintendent,
there’s going to be a lot of things that you won’t know even where
to start or what to do, and there’s a lot of help out there.  And I
think that if we had an assigned mentor, it’d be really good.  I think
that you need to do a couple of things.  You need to have
somebody that you can talk to when things are not going well and
you need to talk to someone when you need reliable information,
somebody that you can trust.  So I think that you need to have
somebody that can help you because there’s just no way in the
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world that you can be prepared for the superintedency until you
have been one  (Soto, 19).

And generally the only way you’re going to get the experience at
that school district you’re applying at is if you have somebody
that’s going to say yeah, I know this guy can do it, or whatever.
It’s got to be somebody who’s got some clout and in this state,
that’s generally somebody who’s White (Soto, 33).

4-A, Superintendent Steve Peña

Well, I don’t think role models or mentors, first of all, need to
necessarily be the same gender and the same color skin as their
protégé, so to speak.  I think role models can come in different
ways.  I had two or three, I had several mentors.  I’d have to say I
had a lady, a White lady, who was my very first administrator.  She
was principal when I was assistant principal for the middle school.
She was one of the best administrators I’ve ever been with.  I had
an assistant superintendent, White male, who really sponsored me
and pushed me and motivated me and worked with me, who was
my boss in the Harlandale school district and pointed me in the
right direction as far as the A&M doctoral program.  And then last
but not least, I had Dr. Art Oates, who was a professor at Texas
A& M – College Station, who was also in my opinion not only a
mentor but a sponsor.  And without someone who is going to be
there for you to, not only to provide direction but also support and
advice and encouragement, I think it’s very difficult if you’re out
there on your own  (Peña, 7,8).

5-A, Superintendent Marshall Hidalgo

I was very lucky, though, because I had great mentors.  The
mentors helped me all along (Hidalgo, 14).

But there was always a mentor or somebody encouraging me.
When I went to Grand Praire, Marvin Crawford.  He and I are still
good friends.  He retired, he went from Grand Praire to Oklahoma
City, superintendent there, retired and he came back… (Hidalgo,
18).
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If you don’t have an advocate, if you don’t have a mentor, if you
don’t have a network, it’s very easy to just say hey, forget it.
Mentors are incredibly important and mentors can be of all colors
and of all genders, but it’s usually one of the same gender and the
same race who is usually the strongest mentor, like Timo Peralta or
like other people who work for me.  And it’s extremely important.
And if you don’t have that network and if you don’t reach out, it’s
going to be very hard to break down the barriers.  Role models are
also very important.  But role models are seen in a couple of
different ways.  Role models, there are good role models and there
are bad role models.  So – role models can go both ways.  So
sometimes it’s better if you don’t have a role model, depending on
the circumstance.  But it’s always important to have a mentor,
someone, an advocate, someone supporting you  (Hidalgo, 27).

Barriers

When asked if through their experiences in pursuing the position of

superintendent, had they as Mexican-American males, encountered any barriers,

the superintendents all responded that they had faced several barriers.  The most

re-occurring barrier listed was that of prejudice.  All participants acknowledged

that prejudice was still a major barrier for Mexican-Americans and minorities in

general.  Prejudice was often a factor in some of the other perceived barriers

reported, such as the lack of a professional network.  Culture was also listed as an

existing barrier restraining many Mexican-American’s from successfully

obtaining the position of superintendent.  Many of the beliefs and traditions

followed in the Mexican-American culture are not conducive to pursuing the

superintendency.  The strong ties to family and the reluctance to move away from

aging parents and family are some of the barriers reported by participants. The

belief that people of their own ethnic background are often their own worst
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enemies when an individual is trying to ascend professionally and/or personally

was also reported as a barrier.  Other barriers reported by the participants were the

stigma of being a former coach and being held to a higher standard of

performance than their Anglo counterparts.  Following are segments in which the

superintendents referred to the barriers they felt they had to overcome to achieve

the position of superintendent.

1-A, Superintendent Jose Feliz

It’s always hard when you have a family and you’re trying to
improve your education and being away from them, sacrificing that
quality time with your children.  That’s, I think that’s a barrier.
But in the long run, I guess it’s all worth it as long as you know
how to manage your time.  The other barrier, of course, and
unfortunately it does exist.  And that’s being Hispanic.  For some
reason, here’s still people out there that feel that Hispanics are
inferior, unfortunately.  And that can be overcome, but I also, I see
that as a barrier.  Also accepting that there are some areas in the
state of Texas where you wouldn’t even be considered for the jobs
(Feliz, 5).

It seems like other races, other ethnicities seem to encourage
success amongst each other, and unfortunately it seems like
Mexican-Americans tend to… We tend to be negative with each
other.  We tend to want to chop each other down.  Even in elected
positions, we put them on the Board only to criticize them, to take
the ladder out from under them.  And that’s unfortunate.  But it’s
so true.  It’s so true.  And that’s, at least that’s how I see it, that we
don’t support each other.  We try to stab each other in the back
instead of supporting each other  (Feliz, 10).

I think that sometimes we (Mexican-Americans) get too, we take
things too personally.  I think that  - one superintendent once told
me that you’re going to have to let water roll off your back like
ducks do.  You know?  And get really tough-skinned.  I think that
we take too many things personally.  And we have to go back and
realize that it’s their school, their children, their money, right?
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And, but we don’t. I think we internalize it too much.  I think it’s a
cultural thing.  I think that we’re always trying to please the entire
family and if we don’t, we’re – it seems like in every family, there
seems to be that one black sheep.  And if you look at some of the
things that, and I’m referring back to my counseling career.  There
was always that one child that really didn’t get the attention, that
wasn’t able to please their parents the way he felt he needed to, and
created a drinking problem.  And this repeats itself over and over
so many times.  So it seems that the Hispanic male was always
trying to please the entire family and when they didn’t, when they
weren’t successful, then they resorted to other ways of getting
attention  (Feliz, 15).

2-A, Superintendent Albert Otero

A big barrier that existed and still exists is that of prejudice.  If
you’re Hispanic, Mexican-American, it’s worse.  There’s no mercy
on you.  Wherever you go, there’s no mercy.  Your own people
demand twice as much out of you.  You get somebody else with
the last name of Johnson or Thompson, whatever, that’s it.  You
get Otero or Arredondo, I don’t care if it’s going to be Dr., you
have to prove it twice to them that you know what you’re talking
about.  It’s a perception, a perception that has carried on through
generations and generations of boss-worker.  You go back to thirty
years ago and all you had here were farms and ranches.  And you
had three or four hundred people working in the fields, and who
was the “jefe” rancher?  Anglo.  Anglo-Mexican. Anglo-Mexican.
So it’s in the minds.  Even if there’s no more fields, it’s a mentality
(Otero, 24).

You have to be aware that there are so many obstacles out there
that the normal Anglo counterpart doesn’t have to experience.
Beginning at the office and in the school and how the community
looks at you.  The concept of the Anglos.  They don’t have the
perception of – if an Anglo does it, it’s okay.  If a Hispanic does it,
you’re a criminal.  Are you the Frito Bandido?  Are you this?  Are
you that?  It’s all in the perception.  Are you just a lover boy?  You
know, it’s okay for one group to do it but not good for another
group to do it.  We used to have a joke out there twenty years ago
– there’s a different set of rules.  At a place or a dance or a bar,
you’ll see a bunch of Anglo cowboys pushing and shoving and the
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Anglos, oh look them boys are having a good time.  Those old
boys are having a good time.  Mexicans are doing the same thing –
oh, a bunch of drunk Mexicans.  You have to be alert for that.
Always a double standard.  Those are some of the things that we
have to be aware of, that we need to have.  We need to be careful,
be as clean as can be, and avoid the pitfalls.  Because they’re out
there.  The higher up you go, then there’s some more temptation of
things.  You’re easier to fall.  You’ve got all these things.  Hey,
they’re not friends.  They weren’t friends when you were down.
When you’re up, they’re no different  (Otero, 38).

3-A, Superintendent Manny Soto

The barrier of prejudice still exists. Oh yeah. I think, I’ve been real
lucky but I’m naïve when it comes to that.  I think that because of
my personality, I’m real easy to get along with, but as Hispanics
we sense things.  It looks to me like Mexican-Americans really
have to try harder to get the job of superintendent.  I think it’s
because the people making the decisions are not Hispanic.  That’s
primarily, I mean you have primarily Anglo votes.  Outside of the
valley.  I don’t see, you might have a couple of Hispanic Board
members but you don’t have very many.  It’s primarily Anglos and
I suspect they’re going to hire their own. I mean, I don’t see why
they would hire anyone else.  I think it’s still the “good old boy”
system.  I think that has a lot to do with it  (Soto, 16).

I think we (Mexican-Americans) don’t extend ourselves because I
have a pretty good network and I think it’s that I’ve taken the first
step and I’ve approached a lot of people and I think that – I mean,
if I’ve got all these friends, and anybody else can, but you’ve got
to be the first and I don’t think that you can just sit around and wait
for people to come to you.  I guess it goes back to the network.  I
think it’s very difficult to get in for the first time.  I really truly
believe that if somebody doesn’t recommend you to somebody
when they’re looking, it’s going to be very difficult  (Soto, 32).

I think one of the things that are really important that I think many
of us kind of overlook is.  That we probably are measured by a
different yardstick, and I think that it’s important that we do a real
good job everywhere we go because when one of us fails, it almost
makes it appear as if the whole race has failed.  I know I’ve talked
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to some people that said golly, he messed up and he had to be a
Hispanic.  Which I think that Anglos fail all the time and it
doesn’t, it doesn’t go anywhere.  But when a Hispanic is in trouble,
it makes real big-time news.  When a Hispanic is in trouble,
everybody says golly, look at this.  It’s almost as if he were White,
it wouldn’t really matter.  But since he’s Hispanic, it almost
appears as if it reflects on everybody that’s of that race and I would
suspect that it’s the same way with Blacks.  But I think that as
Hispanics, you cannot afford to mess up, to not do well because I
guess it hinders the opportunities or hurts everybody else’s
opportunities because it’s almost as if, you know, I told you so.
And then it hurts everybody else, and none of the other people had
anything to do with it.  And I don’t see that, you know I see Anglo
people messing up all the time in their superintendencies.  They go
from one place to another.  Many times they get promotions and
stuff like that.  And I don’t see that in Hispanics.  I see that once a
Hispanic makes a mistake and is burned, then it gets more difficult
for that person to get a job.  I don’t see very many. I know of one,
but I don’t see very many Hispanics messing up and getting other
jobs, particularly better jobs.  But I do see some Anglos that mess
up royally and all of a sudden, they turn up with a better job.  And
I don’t know if that’s just one of those phenomenon or what
(Soto, 38).

4-A, Superintendent Steve Peña

I think there’s a real barrier by just looking out to see what the
demographics are as far as superintendents’ make-up.  In other
words, all you have to do is go to a superintendent convention or a
superintendent meeting to see that it’s still – there’s still quite the
good ol’ boy syndrome out there.  There’s still, it’s still dominated
by White males.  And so I think that that’s a barrier.  I think the
fact that there’s a very shallow pool of Hispanic educators as a
whole is also sometimes a barrier.  One of the barriers, believe it or
not, prior to becoming a superintendent, was the label of being a
coach.  Sometimes that can be a barrier and they look at you as a
jock, an athlete, and sometimes people perceive that as someone
who is not very strong instructionally.  So I think those were some
of the barriers that I have overcome.  But a lot of the obstacles
have been, I’ve dealt with them successfully because of the
doctoral program and I think because of the title, quite honestly, I
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think that that levels the field with the, perhaps other candidates.  I
just don’t think that all the, that a lot of districts are ready for a
Hispanic-surname superintendent, quite frankly  (Peña, 5).

Without a doubt, I feel Mexican-American male superintendents
are held to a higher standard than their Anglo counterparts.  I think
it’s intrinsic.  I think it’s something that’s subliminal.  I don’t think
it’s something that’s overt.  I think it’s covert, but I think it’s there.
I think it’s intentionally covert.  I think it’s just the way it is  (Peña,
16).

I think the biggest thing that’s keeping us from moving up is
credentials.  I also think sometimes that going through the tracking
to the superintendency, too many times not just Hispanic males or
Mexican-American males, but people get pigeon-holed into being
a disciplinarian or being just an instructional facilitator, whatever,
as an assistant principal.  And so I think that in the developmental
process, you have to have a little bit better preparation.  And I’m
not so sure that that’s a Mexican-American male problem.  I think
it’s a systems problem.  But the credentials have got to – I mean,
it’s almost, it’s almost a necessity to have the doctorate to get a
superintendency, in my opinion.  It all has impact.  That is, the
social part of it, the economic part of it.  Honestly, there’s some
cultural impact there.  You know, many Mexican-American males
– their religion is very important to them.  Their families are very,
very important to them.  And whenever you pursue these
credentials, it takes a lot of sacrifice and I’m not so sure that
culturally, that the culture really supports that.  That’d be very
interesting.  You know? I’ll tell you another thing.  And we’re
moving up in the area of education.  You’ve gone through this
program, you know about the locals and the cosmopolitans, the
movers and the ones that stay put.  There’s another cultural thing.
We’re going to stay home, close to mom and dad, to take care of
whomever.  You know, we don’t want our kids to go too far away
a lot of the times, those kinds of issues.  And I think that that’s
definitely a cultural implication as far as pursuing these
credentials.   So I think that being mobile is extremely important if
you want to move up in the profession and I question whether or
not Mexican-American males are willing to be mobile  (Peña, 19).
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5-A, Superintendent Marshall Hidalgo

Oh yeah, there’s no doubt about it.  Other ethnicities of the same
education, work experience, and ability have an advantage in
gaining the superintendency over Mexican-American males.  And
it’s only one and that would be the Anglos, especially Anglo men.
They had a distinct advantage.  They didn’t even have to overcome
other issues, especially related to language or does he speak right
like he should because he may have an accent.  Or is he smart
enough?  They don’t ask those questions about Anglo candidates.
So I definitely believe, and I definitely feel, that we Mexican-
Americans had to overcome more.   And then once you get the job,
I mean a lot of times, you know, well, I only got a few interviews.
I couldn’t even get in the door.  So just getting in the door was, I
couldn’t break that door down  (Hidalgo, 22).

I do. I do.  I really do feel Mexican-American male
superintendents are held to a higher standard than any of their
counterparts.  I think that you’re expected to be a tough guy,
you’re expected to be – I think you have to prove yourself all the
time.  You have to prove yourself over and over, and you’re not
allowed to make a mistake, all of a sudden they start questioning
your intelligence.  He’s made a mistake, he’s not very smart.  Well,
I just made a bad decision.  But for us (Mexican-American males)
it always goes to something else that’s a deeper-lying thought.  Or
yeah, he missed that because he’s lazy.  He doesn’t stay up with
stuff.  So I think that we are held to a higher standard because you
have to prove yourself every day  (Hidalgo, 40).

I think that sometimes we’re our own worst enemy.  I know there
are some Hispanic Board members that won’t vote for a Mexicano.
And I know that Stan Paz, a very dynamic superintendent, got his
worst grief from his Hispanic Board members in El Paso.  The
White Board members supported him.  And it happened to me
here.  I had one Hispanic Board member and he voted against my
contract.  So I mean, sometimes we’re our own worst enemies.
We don’t take care of ourselves like other races do.  The Africa-
Americans take care of their own.  The Anglos take care of their
own.  The Mexicanos don’t always do that   (Hidalgo, 23).

It’s funny.  From a colleague standpoint, they help.  Tony Trujillo,
Stan Paz, almost every administrator that I’ve known, we’ve kind
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of helped each other out.  We really haven’t held each other back.
That I know personally.  Now it’s totally different when it comes
to School Boards.  When it’s School Boards, people – I feel one of
the reasons is because as fellow superintendents, we know the pain
that we go through.  But if, let’s go up first to the School Board.
School Board members are jealous that a Mexicano is making a lot
of money.  And here I’m making $20,000 and this superintendent
is making six figures.  How did that Mexicano get there?  I’ve seen
a lot of that and I’ve heard a lot of my colleagues talk a lot about
that.  That is, people get jealous over the money  (Hidalgo, 32).

RESEARCH QUESTION 2: WHAT WERE THE CARRIER PATHS OF
SUCCESSFUL MEXICAN-AMERICAN MALE
SUPERINTENDENTS IN THE STATE OF TEXAS?

Though all the participants of this study had different and varied career

paths to the superintendency, they all felt that exposure to the different areas that

make up the education system within a district was most beneficial.  As mandated

by state law all participants began their careers in the classroom before moving to

an administrative position.  Three of the five participants also began as coaches.

All but one moved through the principalship, the one exception jumped directly

from the classroom to the position of assistant-superintendent.  All but one

participant spent time as an assistant-superintendent before moving up to the

position of superintendent.   Following is a listing of the participants’ description

of their career paths and what they feel would be an optimum career path to the

position of superintendent in the state of Texas.
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Carrier Paths

1-A, Superintendent Jose Feliz

High School Teacher/ Coach – Counselor – Elementary Principal – High

School Principal – Superintendent.

Well, I think they ought to at least have some exposure to every
one of those areas.  I think that’s very important.  Especially in a
small school district.  Again, I can’t speak for, let’s say, a 5-A
district where you’ve got all kinds of people in charge of programs.
In a smaller school district, you’re pretty much it, you’re in charge
of all these programs.  And if you’re not exposed to them, I don’t
see how you could improve those programs, or even manage them.
If I could write a curriculum for the superintendency, I would
require everybody to have a counseling degree.  I think there’s a
lot of PR work in it.  I think you do a lot with all kinds of different
people and different emotions.  And so I think that being prepared
in the counseling field is a big plus   (Feliz, 3,4).

2-A, Superintendent Albert Otero

Elementary Teacher – Assistant Superintendent in charge of Federal

Programs – Superintendent.

Yeah, and I would like to say that my path was not a normal path.
But a quality, more traditional, and I think more long-lasting would
be to follow a path of principal in any category and then a year or
two in the central office, any capacity, so you understand the
whole role of governance at top, TEA regulations, policy making,
and then looking down at the principals, at their curriculum, their
discipline, their code of ethics.  Everything that involves schooling
– athletics, extracurricular, UIL, all of those things.  Then you get a
bird’s-eye-view.  Then you’re armed in a better capacity  (Otero,
25).
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3-A, Superintendent Manny Soto

High School Teacher – K through 12 Principal – Elementary Principal -

Assistant Superintendent – Superintendent.

I began my superintendency at a 2-A school, which is probably not
a bad idea, and then I went to 3-A, 4-A, and 5-A.  I doubt that you
could be a 5-A superintendent without having some sort of
experience.  I do think that in a small school, you can get a lot of
experience kind of like an assistant superintendent that you
probably can’t in a larger school because I know that when I was
in 5-A, I had four assistant superintendents and they only knew
about their department.  So I think that if you go to a larger school,
then it’s very difficult to have a diverse, maybe, training program,
if you want to call it that because you have to concentrate on just
one field.  But in smaller schools, you actually cross a lot of
boundaries.  So I would think that it would be good to start in a
small school and go up, and if you’re going to be an assistant, be in
a smaller school where you can get training in more than one area
(Soto, 7).

I think that you do have to be a principal and primarily in a high
school.  I think it would be a disadvantage if you weren’t either a
high school principal or assistant principal because you can be, you
can actually keep your eyes open and watch what’s going on and
be an assistant without having to be the principal.  But I think in
my case I was principal of a small school but I still had the same
operations.  I had everything in a high school that goes on in a big
school; it was just fewer kids.  But you still have all the operations
and all the things that go on.  All the gangs and all the problems
and graduation.  Everything that you have in a large school, I had
in a small school.  So I think that you really need to understand all
those kinds of things  (Soto, 8).

4-A, Superintendent Steve Peña

High School Teacher/Coach – Middle School Assistant Principal – High

School Assistant Principal – Athletic Director – Executive Director to the

Superintendent – High School Principal – Superintendent.
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I think my career path was advantageous.  I think so because I
come up relatively through the ranks.  And I think that that brings
credibility whenever you’re sitting and talking to principals or
other administrators and being able to identify with them and being
one of them.  Especially in the area of instruction when you’re
looking at a principal, of course, who can not only break down data
but provide some instructional leadership for the campuses.  So,
yeah, I think the path was a good path.  It was probably a common
path, but I also think that it brings a lot of credibility to the position
(Peña, 4).

5-A, Superintendent Marshall Hidalgo

High School Teacher / Coach – High School Assistant Principal – Director

of Personnel – Assistant Superintendent for Personnel – Superintendent – Service

Center Director – Superintendent.

I think it’s always important to be a principal.  I was surprised that
I was able to advance so quickly without being principal.  But the
principals – when you’re the principal, you’re on the firing lines
every day.  You’re making decisions, you have a lot of multiple
constituencies.  You’ve got your teachers, you’ve got your kids to
serve, you’ve got your parents, you’ve got central office, you’ve
got the superintendent.  So being a superintendent, I have multiple
constituencies.  So to me, the preferred way would have been
principal even though I didn’t serve in that position.  I was very
lucky, though, because I had great mentors  (Hidalgo, 14).

I don’t think that there is a specific path necessarily.  I think what
you need to look at are the people’s skills that they have and that
they’ve earned and that they – being a coach was also a very great
experience.  Being a coach because – talk about multiple
constituencies.  You had your kids you coached, you had the rest
of the staff you had to work with, checking their grades, making
sure, making people work together, working with the parents,
working with the other coaches on the coaching staff  (Hidalgo,
15).



154

Table III offers information on participants schools, professional history

and  personal characteristics held by each of the participating superintendents.

TABLE III,  SUPERINTENDENT PERSONAL CHARACTERISTICS

Superintendent Jose
Feliz

Albert
Otero

Manny
Soto

Steve
Peña

Marshal
Hidalgo

School Size 1-A 2-A 3-A 4-A 5-A
School Fort

Babcock
Scarlet Sombria Clank Hines

Age 46 54 54 52 45
Married * * * * *
Children * * * * *
Masters Degree * * * * *
Doctorate * *
Teacher * * * * *
Coach * * *
Athletic Director *
Counselor *
Assistant Principal * *
Principal * * *
Central Office * * *
Assistant
Superintendent

*

Tenure in Education 19 30 28 29 22
Tenure as
Superintendent

6 18 14 5 5

Tenure at Current
Position

4 3 1 2 4
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RESEARCH QUESTION 3: WHAT SKILLS DID SUCCESSFUL MEXICAN-
AMERICAN MALE SUPERINTENDENTS UTILIZE TO
GAIN THE POSITION OF SUPERINTENDENT IN THE
STATE OF TEXAS?

Successful Mexican-American male superintendents possess and utilize

the same skills that all other successful superintendents posses regardless of race.

Some of these skills are leadership, organization skills and intellect.  It is skills

other than these that they perceive as setting them apart from others that was

sought in this study.   All participants exhibited great confidence, a personal trait

which allows for the development of the skills needed to excel.  Participants

reported the following as skills perceived as vital in helping them obtain the

position of superintendent; excellent communication skills, (which include

negotiation and public speaking), human relation skills, decision making skills,

utilization of mentors, (which helped in the development of a professional

network also known as social capital).

It was found that all the participating superintendents had outstanding

communication skills, which helped them excel in the interview process,

negotiations, public speaking, and in everyday communication and human

relations.  Having the ability to articulate well and communicate with varied

audiences is an important asset for aspiring Mexican-American superintendents to

have.  With the changing demographics and the introduction of different

languages, being bilingual is a major asset.  The ability to speak Spanish will

increase opportunities for aspiring superintendents since, according to Murdock,

2000, the Hispanic race will soon be the majority minority in the state of Texas.
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While securing mentors was seen as crucial, securing an Anglo mentor

was perceived to be of the utmost importance in helping insure successful

attainment of the position of superintendent.  It was found that having an Anglo

mentor will supply the aspiring superintendent with support and guidance, as

would any mentor, but an Anglo mentor often opens doors that other non-Anglo

mentors would not have the ability to do.  With over ninety-five percent of the

superintendent positions in Texas held by Anglos, Anglos dominate the

profession both politically and socially.  It was found that Anglo mentors are able

to provide Mexican-American males, as well as any non-Anglo, with credibility

and acceptance by providing them with access to the superintendent community

in Texas.

By gaining access to the superintendent community, Mexican-American

males are able to develop a professional network that will offer them greater

opportunities to obtain guidance, expertise and information that will enable them

to grow and become better superintendents and stronger members of the

superintendent community.  The development of a network is vital to aspiring

Mexican-American males if they are to achieve the position of superintendent in

the state of Texas.

While being and excellent communicator is a large part of decision

making and human relation skills, as well as the other skills addressed, it was all

of these skills initially listed that were specifically pointed out by the participants

as vital in helping them achieve the position of superintendent.  The following

excerpts will highlight these perceived skills needed and utilized by these
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Mexican-American males to help them obtain the job of superintendent in the

state of Texas.

Skills

1-A, Superintendent Jose Feliz

Well, I think that these skills apply to anybody and not just to
Hispanics.  They would be the same.  You know, you’ve got to
have some integrity.  You have to be responsible.  Everything that
makes a good leader.  Leadership skills, of course, are important.
But I think that you also have to care about the people that you
supervise, the people that you work with.  You’ve got to be human.
You can’t, you can’t say that your feelings aren’t going to be
involved because they are.  Come on.  And so I think that they’re
no different.  They’re no different from any other superintendent.
They’re the same skills, the same values that you have to have.
Well, I mean people skills do help.  But, you know, the bottom
line, if you really don’t care about children, in my business you’re
not going to be successful.  If you’re looking out for yourself, if
you’re looking out for just your teachers, eventually it’s all going
to catch up to you.  If you really care about making these children
successful, I think tht even if people don’t like you, if your people
skills aren’t the best, but if your children are being successful,
they’ll leave you alone  (Feliz, 13).

2-A, Superintendent Albert Otero

I think confidence dominates everything else.  If you have
confidence in what you’re doing, if you have confidence in your
work, if you have confidence in your ability, you can transform
that verbally or written or your body movement.  If you have
confidence.  And the only way you gain confidence, too, is you
have to know your subject matter, you have to know what you’re
doing.  You’re an expert.  Okay?  And an expert becomes an
expert when other people say this guy knows what he’s talking
about.  Communication skills is right along with the confidence
because of you cannot communicate effectively, then you lose
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what you have.  But, the main thing is confidence, and that’s
probably what allows you to be a good communicator  (Otero, 31-
32).

3-A, Superintendent Manny Soto

I think that you need to be able to communicate what you want to
do in districts, and think particularly at the same time, you really
need to be able to understand instruction.  You really need to
understand, to be able to understand learning.  You need to be able
to articulate that.  I think you need to be able to – I don’t care what
race you are, I think you need to be able to meet and greet the
public.  You need to be able to handle problems, to resolve issues.
I don’t think Mexican-American males lack anything because of
their ethnicity.  I really don’t.  If they lack skills, it’s because they
didn’t prepare themselves well  (Soto, 24).

Uh, well, I think that you need to be able to, when you go
interview, you need to be able to articulate a, like an action plan
because most of the interviews, they want to know can you
perform.  So you really need to have the skills that you can actually
explain like performance-type questions.  And fresh in the Board
members’ minds all the time, they really want to see that you can
actually rally the troops because you really need to work with a lot
of people and try to get them to support you.  I think that you’ve
got to be charismatic and be able to attract people to be able to
follow you.  But, you’ve got to have some sort of plan in your
mind of how you would attack the district.  I think when you go to
an interview, you need to have some information.  You need to
have an idea of what needs to happen in that district.  You need to
know where they are academically and where you will take them,
and you need to have some sort of plan of action as to what in your
mind you would do  (Soto, 40).

I think you need to be able to negotiate things because sometimes
you scare people off when you are too rigid.  Because you’re going
to be working with so many people.  And there could be somebody
that’s got a great idea and if you say it’s not negotiable, then you
actually kill creativity.  But I think that you need to show them that
you can rally the troops and lead them down a path towards a goal
(Soto, 41).
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4-A, Superintendent Steve Peña

I think you have to have the same skills that any superintendent
has.  You have to be a leader.  You have to have human relations
skills with all people.  I think it helps immensely, specifically with
Mexican-American males, to not forget where came from.  I think
that’s really critical because a lot of your paraprofessionals,
whether they’re maintenance workers, bus drivers, cafeteria,
whatever, are looking at you and sometimes you have,
unfortunately, people who forget where they came from.  And I
think hat that is not, in my opinion, being a very good leader.  I
think that – you know, one of our things that we always say is that
people don’t work for me, they work with me.  You know?  That’s
critical. So I think bringing the humanistic element to the
superintendency is crucial if you’re going to be successful.  And
not the old patron kind of system.  I think if you can speak the
language and I mean, you don’t have to be an eloquent Spanish
orator.  I just think that you have to know how to greet people, how
to treat people, and breaking the language barrier to where they
feel comfortable that you understand what they’re saying.  And
speaking to them in the language that perhaps they’re more
comfortable with.  I think that that’s critical.  I really do.  I think
that if you don’t, then you have the, oh, you have the criticisms
that come – negative criticisms that would come if you do not have
the ability to do that.  So I think being able to speak the Spanish
language is very important.  Another skill I think that the Mexican-
American male needs to have, and it’s not just – I think you need
to eat, speak, and think the King’s language.  In other words, I
think that unfortunately that people see and perceive – and it’s a
wrong perception.  But still some people perceive an accent and
associate an accent with intelligence, or lack of.  And so the ability
to articulate well, I think, is critical.  And, you know again,
speaking the King’s English, I think is very important.  The only
think I think Mexican-American males lack is perhaps the
credentials  (Peña, 13-14).

5-A, Superintendent Marshall Hidalgo

So I think that if you acquire skills, you’ve got to have knowledge
but you also have to have skills to deliver that knowledge.  But the
most important thing is having a good attitude.  You take
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knowledge, skills, and attitude, and you have that attitude and you
work with anybody and you get things done, people notice it
(Hidalgo, 16).

First of all, you’ve got to be tough and be able to make a decision
because Mexicanos are going to question you all the time.  So
you’ve got to show if you can make a decision.  If you’re wishy-
washy as a Mexicano, it kind of goes against your culture.  But at
the same time, you’ve got to show some compassion.  But if, for a
Mexican-American male, if you’re seen as wishy-washy, it’s not a
good thing.  If you can’t make a decision – sometimes how you
make decisions is important.  But I think that you’ve got to be
decisive, yet when you make a tough decision, you’ve got to go
back and pick up the blood a little bit.  If you make a tough
decision, you’ve got to show people you still care because it affects
people’s lives.  Decisions that we as superintendents have to make.
I think that the Anglo guys and the Anglo females surely don’t
have to worry about that.  But, see, you lose credibility and I know
this whole machismo thing is supposed to be, is seen as a bad
thing, but it’s still part of our culture.  And if in your own people
you lose credibility, that you don’t have the courage to make
decisions, how do you live at home, how do you live in your
community if you’re seen that way?  Where people say oh man,
everybody runs you, everybody controls you.  That’s just part of
our culture.  So I mean, and other people may not feel that way,
but I do.  And I have been seen as being decisive, and sometimes I
don’t clean up the blood as well as I should, and that’s one of my
faults but that’s why it’s not a superintendent, it’s a
superintendency.    That’s probably one thing that would be
different for us.  Sometimes we have to work extra hard to be
articulate, to know what we’re talking about, or if we don’t know,
we’ve got to be careful and say we don’t know and hire good
people that can take that role for you.  But every time you speak,
people – when you become superintendent, that’s an awesome
responsibility.  People take what you say very seriously and so
you’ve go to know when to say wait a minute, I don’t know
enough about this to comment.  And that’s kind of tough for a
Mexicano who’s very proud to say look, I really don’t know,
instead of trying to bluff your way through it.  Say look, let me let
my finance person answer that question or let me get that answer
back to you at some point.  But with our pride, sometimes that gets
in our way and we may say some things that are not right and
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that’s what they’re looking for, they write it down  (Hidalgo, 38-
39).

Networking

1-A, Superintendent Jose Feliz

What I did first is establish that network.  It can make your job a
lot easier.  And you don’t have all the answers.  You really don’t.
And there’s no sense in thinking that you do.  But there are a lot of
good people out there and they’re willing to help because they in
turn have gotten help from some good people.  So the best thing to
do, of course, is to surround yourself with a good network of
people that are knowledgeable (Feliz, 10).

2-A, Superintendent Albert Otero

Social capital or networking is very, very important to a person
seeking the superintendency.  You’re going through this transition
and going to an area that very few have gone into, so it’s always
better to have that safety net of networking.  Networking has
helped.  And I still do it now  (Otero, 30).

3-A, Superintendent Manny Soto

People that know me real well know that I probably have as
extensive a network as there is.  I think it’s extremely important
because first of all, you’re not going to know all the answers.  So
the more people you know, the better capable you are going to be
as far as being able to find whatever it is that you need.  It also is
real good, I think the social end is really good.  I think that you
really need to be able to get out and visit.  I don’t think I’ve ever
been to a meeting of superintendents where there’s not somebody
that I know and visit.  I think it’s really important that when you
leave the office, when you go out, that you have some people that
you can look up to, or people that look up to you, people that you
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can relate to, people that you can just talk to about anything or
nothing.  I think that’s extremely important  (Soto, 20).

4-A, Superintendent Steve Peña

I think who you know is important… I think that the network
exists and I think that it’s still there, and I think that maybe for
some people it’s real important.  I will tell you this – as far as
working my way up to the superintendency, it was an advantage to
know people.  People that I worked with when I was a teacher and
a coach, for instance, the lady that first hired me, I worked with her
as a coach and she was an assistant principal.  She got the
principal’s job and she gave me a break as an assistant principal.
But she knew me and that’s how I first broke into administration
(Peña, 9).

5-A, Superintendent Marshall Hidalgo

You’ve got to be able to work with people.  You’ve got to be able
to network.  So there’s no doubt in my mind.  It’s nothing I felt, I
could see it.  I’d go to these conferences.  I finally joined TASA.  I
figured you’ve got to be in the good ol’ boys club to get a chance,
so I learned how to play those games.  I got in the food ol’ boys
club and I’d see, hey, this guy’s a superintendent.  And so it got
discouraging for a while there.  But those things are changing now,
but it still hasn’t changed completely  (Hidalgo, 23).

Absolutely, networking is very important.  It is very important.  It
is very important.  I guess because I didn’t realize it then, but
looking back I realize it now.  When I networked with all my
coaching friends, I got known around the areas with other coaches.
The coaches knew me.  When I became an administrator, I
networked with other people, learning things.  Even though we all
recruited the same people, we helped each other out.  Personnel
people were like that.  And then coming into the superintendency,
man, I used to love going to the service center meetings so I could
learn from Tony Trujillo, from Stan Paz, learn what not to do.
Learn form the other superintendents.  At the same time, they start
noticing you.  Now I network all the time.  I know superintendents
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all over the state and people always call me, hey man, so-and-so
job came open, you want me to put your name in there.  The
network is still there (Hidalgo, 29).

SUMMARY

The descriptions and characterization of the respondents, the school

boards, the communities, and the school districts presented in this chapter offer

the reader a better sense of the people and atmosphere that made up the

environment that hired a Mexican-American male superintendent to head their

school district.  The research questions and the findings derived from each

question were presented and revealed seven themes; motivation, support,

mentors/Anglo mentors, barriers, career paths, skills, and networking.  These

themes are the main perceptions held by the participants and credited in part for

their ability to obtain the position of superintendent in the state of Texas.
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CHAPTER V

SUMMARY OF FINDINGS, CONCLUSIONS, AND
IMPLICATIONS FOR FURTHER STUDY

INTRODUCTION

This chapter presents a summary of findings, the researcher's

interpretation and explanation of the findings, and a discussion of the implications

of this study.

Through qualitative study using the phenomenologic process the

researcher’s aspiration was to expand on the data generated, the possible

implications and uses of this data, and present suggestions to future researchers

and others interested in the area of the superintendency and Mexican-American

males and/or other minorities.  The following research questions were used to

focus on the perceptions and meanings of the participants and the specific

experiences they have lived.  1.  What were the experiences of Mexican-American

males as they rose to the position of superintendent in Texas?  2.  What were the

career paths of successful Mexican-American male superintendents?  3.  What

skills do successful Mexican-American male superintendents utilize in order to

gain the position of superintendent?

While there is literature available on the superintendency, (Norton, Webb,

Dlugosh, & Sybout, 196, Konnert & augenstein, 1995, Holyle, English, & Steffy,

1998), there is limited evidence on the factors which Mexican-American males

themselves attributed as paramount in the quest for the superintendent’s position.
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According to current literature, the conditions which exist for attainment and

maintenance of the superintendency in Texas are typical of the rest of the country.

With conditions typical throughout the country, this study is an important first

step, for Texas and the nation, into the investigation of why there are so few

Mexican-American male superintendents, particularly with the increasing

Hispanic population.

Five Mexican-American male superintendents and five board members,

one from each of the respective boards that hired these men participated in this

study.  In this study, superintendents were asked questions about themselves, their

school districts, their school boards, and their communities as well as their

experiences as they rose to the position of superintendent.  Board members were

also asked questions about their school district, the board, the community, and the

superintendent and the skills and/or characteristics which he exhibited that led

them to hire him.  The descriptive data generated by this research yielded

information about the career perspectives held by Mexican-American males in

obtaining the job of superintendent in the state of Texas.

The purpose of this study was to identify and examine the factors that

have influenced Mexican-American male aspirants to attain the position of

superintendent in the state of Texas.  This information revealed experiences and

other factors that may have an impact on future aspiring Mexican-American male

superintendents, and also on aspiring superintendents of all races and gender.
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Career perspectives of Mexican-American male superintendents in

obtaining the position of superintendent in the state of Texas were examined in

this study and analyzed for significance.

SUMMARY OF FINDINGS

RESEARCH QUESTION 1: WHAT WERE THE EXPERIENCES OF MEXICAN-
AMERICAN MALES AS THEY ROSE TO THE POSITION
OF SUPERINTENDENT IN THE STATE OF TEXAS?

According to the participants of this study, there are four significant

variables. The four variables were motivation to make a difference, support,

mentors/Anglo mentors, and the different barriers faced by Mexican-American

males.  Findings on each of the significant four variables is presented in the

following passages.

It was found that motivation for seeking the superintendency was not

present at the outset of the educational careers of the superintendents studied.

None of the participants acknowledged entering education actually seeking the

superintendency, but at some point in their career, through either frustration with

their limited influence or gained expertise and confidence, they became aware of

their desire to pursue the position.  The decision to become superintendent later in

their careers due to frustration or some other factor somewhat supports Mendez-

Morse’s (1997) study in which she found that her participants experienced a

moment or an event in their career that inspired or provoked a conscious,

deliberate decision to become a superintendent.  Motivation for these men to

pursue and obtain the position of superintendent was not based on economics or
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the acquisition of power, but more on the need to have a greater impact on

creating equity for all students, especially students of color. By securing the

superintendency, they felt they would be in a position to make a difference for

minorities and help build a system that would serve all children equally.

The second major variable found when asked of their experiences while

rising to the position of superintendent was that all participants felt very strongly

that support from others was a vital factor in their success. Initially, several of the

participants responded that they had not had any support while pursuing the

superintendency, but later almost as an afterthought listed their wives as vital

supporters.  In addition to their wives, participants also listed supporters from all

three levels earlier listed; family and friends, peers and cohorts, and mentors.

This finding expands Mendez-Morse’s (1997) finding in which her study of the

meaning of becoming a superintendent: a phenomenological study of Mexican-

American female superintendents reported having the support of their husbands

throughout their administrative careers.  It was found that participants felt that

without support from someone offering encouragement and confidence in them, it

would be very difficult to succeed or obtain the role of superintendent. The

Mexican-American male’s perspective on obtaining the position of superintendent

in Texas includes having, as a must, a support system.

The third variable found was the importance of having a mentor, and of

more importance was having an Anglo mentor.  All participants agreed that it was

vitally important to have a mentor in order to successfully acquire the position of

superintendent.  The importance of mentoring reinforces Mendez-Morse’s (1997)
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findings that mentoring, which participants in her study primarily received from

males was vital.  All participants in this study had one or more mentors, with at

least one being Anglo.   These mentors were vital in offering support, guidance,

and perhaps most of all social capital.  The importance of having an Anglo mentor

was the ability of the Anglo to offer the aspiring superintendent not only support

and guidance, but more importantly introduction and/or acknowledgment into the

superintendent society, which is dominated by Anglos.  Participants indicated that

the Anglo mentors where the most effective in supporting the participants through

introductions, advising and helping the participants develop a professional web of

their own.  These Anglo references seemed to provide legitimate entry into the

superintendency for the superintendents studied. Anglo mentors helped give these

Mexican-American males gain credibility and acceptance into the Anglo

dominated profession of superintendent of schools in the state of Texas.

The final variable refers to barriers faced by Mexican-Americans.

Participants described prejudice and their own culture as being the biggest

barriers faced by Mexican-American males. The barrier of culture faced by

Mexican-American males comes in several different ways.  One cultural barrier

identified comes in the form of Mexican-American’s strong belief and sense of

commitment to the family. This can be a major factor when in order to advance

toward a superintendency a person must often move or be away from the family

in order to obtain credentials or take positions that would allow them to grow and

develop professionally toward the position of superintendent.
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Another cultural barrier is the jealously and lack of support from one’s

own ethnic group that occurs when a Mexican-American begins to rise

professionally or politically.  The superintendents described what is often called

the ‘Crab syndrome’. It has often been noted that when a Mexican-American

advances professionally or politically, instead of gaining the support of his own

ethnic group, the opposite occurs, resentment and even plotting toward anyone

trying to advance. The participants described gaining support from colleagues and

other professionals, but often receiving resentment or negativity from lay-persons

and even board members of their own ethnic group.

Participants felt that due to prejudice Mexican-Americans are still viewed

as inferior by some and are held to a higher standard than their Anglo counterparts

in order to prove themselves.

The variable of barriers faced expands the findings of both Ortiz (1982)

and Mendez-Morse’s (1997).  Ortiz (1982) found that minorities in professional

positions did not have equitable access to all positions available in districts and

were relegated to specific curricular areas that dealt with matching ethnic

populations.  Mendez-Morse (1997) found that her Mexican-American female

participants experienced stereotyping or discrimination as they became a district

leader or earlier in their administrative careers.  The data reported in this study

expands on these findings through listing specific barriers faced by the Mexican-

American males.

All the participants reported that though prejudice had decreased in the

recent past, they all agreed that it was still a major barrier faced by Mexican-
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Americans and other minorities.  Participants all described how it had improved

in some areas, mostly due to the demographic change and the increase of the

Hispanic population, but they also described how it still was present in most parts

of the state, it is just more covert in today’s’ politically correct society.

        The life experiences examined in this research indicate that aspiring

Mexican-American males would find it wise to be honest in their motivation and

be sure that their motivation for obtaining the superintendency is not the pursuit

of money or power, but the betterment of the education system for all children

regardless of color.  Mexican-American males would be smart to surround

themselves with people that will support their efforts and offer encouragement

and confidence during times of struggle.  In pursuing the position of

superintendent it is advantageous that the aspirant find an Anglo mentor that will

guide, support and most importantly introduce and give them credibility within

the Anglo dominated profession.  Mexican-American males must also understand

and accept that there are still prejudices that they will face and must overcome,

not only from other races, but from their own race as well. Finally, aspiring

Mexican-American males must be willing to go against some of their cultural

norms. They must be willing to be mobile and relocate from time to time if they

are to pursue the position of superintendent in Texas.
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RESEARCH QUESTION 2: WHAT WERE THE CARRIER PATHS OF
SUCCESSFUL MEXICAN-AMERICAN MALE
SUPERINTENDENTS IN THE STATE OF TEXAS?

In reviewing the career paths of the participants in this study a key

observation was made that may have an impact on future aspiring Mexican-

American male superintendents.  While all the participating superintendents had

different career paths to the superintendency, they all agreed that the optimum

career path would include the principalship and experience at the central office

level for several years in order to gain the expertise needed to be successful at the

superintendent level.

The superintendents also suggested that obtaining the position of

superintendent at a smaller school would prepare a person in all the areas,

(curriculum, finance, transportation, etc.) needed to run a school district.  This

occurs in the smaller school setting, since the superintendent is essentially the

person in charge of all programs, and thus must gain expertise in each area.  Since

the superintendency at the smaller school districts forces the superintendent to

have working knowledge of each area it much better prepares a person for

superintendent positions at larger districts.  This accumulation of needed

knowledge does not occur if a person enters a large district since larger districts

usually have assistant superintendents which are in charge of individual areas

removing the need for the superintendent to be an expert at each area.

Participants’ perception that the optimum career path would include the

principalship and experience at the central office level for several years before

obtaining a superintendent position supports the AASA 2000 study that shows
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that minorities more often than non-minorities follow the career path of teacher,

principal, central office, and then superintendent.  The AASA 2000 study also

indicated that 10 percent more non-minorities follow the path of teacher to

principal to superintendent.

Mexican-American males aspiring the superintendency should not feel

limited by varied career paths.  Career paths may be varied but should include

tenure as a principal and administrator at the district level.  These two positions

are vital to gaining needed knowledge that will better prepare them for the

position of superintendent.  Beginning one’s career at a smaller district will also

help build a better rounded superintendent with working knowledge in each of the

areas needed to lead a school district.

RESEARCH QUESTION 3: WHAT SKILLS DID SUCCESSFUL MEXICAN-
AMERICAN MALE SUPERINTENDENTS UTILIZE TO
GAIN THE POSITION OF SUPERINTENDENT IN THE
STATE OF TEXAS?

Successful Mexican-American males seem to display many of the same

skills that most successful superintendents exhibit: confidence, leadership,

excellent communication skills, and human relation skills with all people.  The

four variables found to be most important and utilized by the Mexican-American

male participants to gain the position of superintendent in the state of Texas were

outstanding communication skills which include the skill of negotiation and

public speaking, excellent human relation skills, decision making skills and the

utilization of mentors, most specifically Anglo mentors which offer legitimacy

and allows for the development of a more prolific professional network.
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It was found that all the participating superintendents had outstanding

communications skills, which helped them excel in the interview process,

negotiations, public speaking, and in everyday communication and human

relations.  Having the ability to articulate well and communicate with varied

audiences is an important asset for aspiring Mexican-American male

superintendents to have. With the changing demographics and the introduction of

different languages, being bilingual is a major asset.  The ability to speak Spanish

will increase opportunities for aspiring superintendents since, according to

Murdock, 2000, the Hispanic race will soon be the majority minority in the state

of Texas.

While securing mentors was seen as crucial, securing an Anglo mentor

was perceived to be of the utmost importance in helping insure successful

attainment of the position of superintendent. It was found that having an Anglo

mentor will supply the aspiring superintendent with support and guidance, as

would any mentor, but an Anglo mentor often opens doors that other non-Anglo

mentors would not have the ability to do.  With over ninety-five percent of the

superintendent positions in Texas held by Anglos, Anglos dominate the

profession both politically and socially.  It was found that Anglo mentors are able

to provide Mexican-American males, as well as any non-Anglo, with credibility

and acceptance by providing them with access to the superintendent community

in Texas.

By gaining access to the superintendent community, Mexican-American

males are able to develop a professional network that will offer them greater
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opportunities to obtain guidance, expertise and information that will enable them

to grow and become better superintendents and stronger members of the

superintendent community.  The development of a network is vital to aspiring

Mexican-American males if they are to achieve the position of superintendent in

the state of Texas.

CONCLUSIONS

The findings of this study drive several conclusions.  The conclusions are

drawn from examination of the data generated by the study’s research questions.

The theoretical constructs that emerged from the study related specifically to

support, Anglo mentors, networking, barriers, and skills.

Support

Receiving support while pursuing the position of superintendent is of

major importance for aspiring superintendents.  It is crucial to have the support of

spouses and/or one or more of the following groups; family and friends, peers and

cohorts, and/or professional mentors.  Having support throughout the long and

stressful pursuit of the superintendency is a major asset in increasing one’s

chances of obtaining the position of superintendent.  A spouse’s support will help

an aspirant maintain focus and confidence which will in turn help in obtaining

credentials, succeeding at current positions and pursuing the superintendency.

Peer and cohort support will help aspirants to pursue and achieve new positions

and credentials which will allow them better opportunities for the
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superintendency.  Professional mentors will provide aspirants with support

through guidance, knowledge, and most importantly the confidence to pursue

higher level positions.

Support is clearly an important factor for successfully obtaining the

position of superintendent.  The constant reference to support and the importance

of people that supported aspiring superintendents in successfully obtaining the

position indicates the importance for aspiring Mexican-American males to obtain

support from family and friends, peers and/or cohorts and mentors.

Anglo Mentors

While having a mentor of any race is important, it is vital for Mexican-

American males seeking the superintendency to have an Anglo mentor.  Mentors

will push aspirants into pursuing higher level positions and provide wisdom,

advice and confidence in moving up the career ladder, but Anglo mentors will

also provide aspirants perhaps the most significant aspect, they can provide

introductions and credibility within the Anglo dominated superintendent

community.  In order to succeed, an aspiring superintendent, especially a

Mexican-American male, must know someone with clout within the

superintendent community, and in the state of Texas, that is generally someone

who is Anglo.

The superintendency in the state of Texas has historically and is clearly

Anglo dominated.  It is clear that in order to improve one’s opportunities for

successfully obtaining the position of superintendent in the state of Texas it would
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be greatly beneficial for aspiring Mexican-American males to acquire an Anglo

mentor.  In securing an Anglo mentor an aspiring superintendent increases their

opportunity to be introduced into the superintendent community by a member of

the majority and thus be provided with instant credibility.  It has often been stated

that it is not what you know, but whom you know.  While this may be sad it is

somewhat true.  Having an Anglo mentor introduce and support an aspiring

superintendent will help the aspirant into a position to succeed. It is clear that

having an Anglo mentor is truly an advantage for Mexican-American males in

obtaining the superintendency.

Networking

Networking or developing a professional web is vital to the success of

Mexican-American males aspiring to obtain the position of superintendent.  The

ability to draw on the knowledge and expertise of people in similar situations or

who have already arrived at the position of superintendent is vitally important in

successfully succeeding to the superintendency.   Through developing a

professional web one is able to call on the knowledge and experience of others to

clarify, give insight, provide reference, introduce and guide aspirants in most all

professional matters.

Networking is a skill that is clearly vital in the campaign for the

superintendency.   Networking provides an abundant resource for aspiring

superintendents to access.  The development of a professional network is of the
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utmost importance for Mexican-American males if they are to successfully obtain

the position of superintendent in the state of Texas.

Barriers

The findings of this study lead to following conclusions on barriers faced

by Mexican-American males in pursuing the superintendency

The continued presence of prejudice is acknowledged, it has been found to

not be as profuse as in the past and is seen as becoming less prolific in the future.

While this is hoped to be true, prejudice is still a major barrier faced by Mexican-

American males seeking the superintendency.  An explicit means of defeating

prejudice is not offered, but the findings of this study lead to the conclusion that

prejudice is overcome through maintaining one’s professionalism, hard work and

always aspiring to do what is best for the children.  Mexican-American males

must not give into and fall prey to prejudice by lowering themselves to the

ignorance that drives it.  They must maintain high and honorable standards and

always be honest and loyal to their commitment to the betterment of students and

the education community.

Mexican-American culture was found to be a barrier that often restrains

aspiring Mexican-American males from successfully obtaining the position of

superintendent.  Strong ties to family and the reluctance to move away from aging

parents and families are barriers found within the Mexican-American culture.  To

successfully obtain the position of superintendent in the state of Texas, aspirants

must be willing to relocate and often be away from family.  Relocation is often
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necessary to obtain needed credentials or to obtain positions that will lead or be

beneficial to obtaining the superintendency.   Mexican-American males must be

cognizant and accepting of the necessity to relocate, perhaps frequently, if they

are to successfully obtain the position of superintendent in the state of Texas.

Another barrier found within the Mexican-American culture is the

reluctance of persons or groups of the same ethnic group to support fellow

Mexican-Americans.  Persons and/or groups have even been found to resent and

try to restrain members to advance professionally, politically or personally. In

order to succeed in obtaining the position of superintendent,  Mexican-American

males must be aware of this possibility and be prepared.  Mexican-American

males must combat these attacks and reluctance of support by members of their

own ethnic group by securing loyal support from members of the education

community, (peers, mentors, and other professionals), friends and family.  They

must maintain their focus on their goals for the school system and positive

influences rather than allowing detractors to take their toll.

Skills

Leadership and basic competencies aside, excellent communications

skills, human relation skills, and the skill to develop a professional network, are

some of the more significant skills needed to help Mexican-American males

obtain the position of superintendent.

The ability to articulate well in interviews, negotiations and public

speaking is an absolute must if one is to ascend to the superintendency.  If
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aspiring Mexican-American males cannot articulate their attributes, knowledge

and vision, they will not be able to showcase their ability to lead a district and

secure the position of superintendent.  Mexican-American males must prepare,

practice and become experts at the skill of communication.  They must be able to

articulate their thoughts clearly and effectively.

The ability to communicate with all levels and groups within the school

environment and community is also a vital skill.  Human relation skills are

important skills needed by a superintendent in order to communicate with varied

types of audiences.  Communicating well with maintenance workers as well as

high ranking officials is of the utmost importance.  A superintendent must be

aware of the different and necessitated language and terminology that best fits

communicating with different individuals and groups.  Mexican-American males

will find it important to sharpen their communication skills and be cognizant of

the need to communicate with groups and individuals at a level or mode that best

supports the recipients reception of the information being offered.

Developing a professional network is another important skill needed to

help individuals obtain the position of superintendent.  It is vitally important to

develop a network in order to have access to individuals that can offer insight,

advise and counsel.  Having this resource is a necessity for aspiring

superintendents if they are to be successful.  Developing a professional network is

a necessity for Mexican-American males if they are to be successful in obtaining

the position of superintendent in the state of Texas.
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IMPLICATIONS

The results of this study identified common experiences, skills and

methods of Mexican-American male superintendents as they obtained the position

of superintendent in the state of Texas.  The identification of common experiences

of successful Mexican-American male superintendents is a valuable tool for

counseling and guiding the careers of potential future superintendents.  Based on

the results, specific implications exist for universities and practicing public school

administrators in the capacity of mentoring or training present and future

Mexican-American male administrators seeking to become superintendents and

those who have already achieved the position.  Providing guidance to these future

administrators by promoting the need to apply for administrative positions at the

secondary level or positions at the central office level including director,

coordinator, or assistant superintendent would offer valuable options.  Gaining

such valuable experience in these critical positions would allow aspiring

Mexican-American male superintendents to gain a better sense of what the

superintendent position involves.

Results from this study also have implications for aspiring Mexican-

American male superintendents based on their ethnicity.  It is critical for these

prospective candidates to recognize that barriers exist for them due to their

ethnicity.  The barrier of prejudice still exists and must be overcome through

confidence, determination and perseverance.  Prejudice is a result of ignorance

and prospective Mexican-American male superintendents must be willing to

endure struggles and prove they are both capable and worthy of the position of
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superintendent.  Prospective Mexican-American superintendents must also be

cognizant of the barriers that lie within their own culture.  Commitment to the

family and the reluctance to move away to pursue credentials or positions that

will increase the opportunities to achieve the superintendency must be

acknowledged.  Prospective superintendents must determine whether they are

willing to make these personal sacrifices before undertaking the challenge of

pursuing the position of superintendent.

Prospective Mexican-American male superintendents must also be aware

that historically, people of their own culture have not always been supportive of

people of the same ethnicity succeeding and advancing professionally, politically

or economically.  Mexican-American males, armed with this information, must

counteract this cultural deficit by securing family, friends and professional

colleagues that will not waver in their support.

This study revealed the importance of Anglo mentors for Mexican-

American males.  It is critical that Mexican-American males secure an Anglo

mentor in order to increase their access to the Anglo dominated profession of

superintendent in the state of Texas.  Anglo mentors-ship does not only offer

access, but it also offers credibility and the opportunity for Mexican-American

males to begin their own network among sitting superintendents.  Gaining the

opportunity to lead a district as superintendent is the initial goal, but without

developing a network to help advise and support a new superintendent, these new

superintendents are not long for the job.  While it is important to have mentors of
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any ethnicity, it is vital to have an Anglo mentor to offer the access to the Anglo

dominated system.

RECOMMENDATIONS FOR FURTHER STUDY

The purpose of this research was to examine the perceptions of Mexican-

American male superintendents on obtaining the job of superintendent in the state

of Texas.  This research produced data and insights that should give an accurate

and representative description of the perceptions of Mexican-American male

superintendents on obtaining the job of superintendent in the state of Texas.

With the low number of Mexican-American male superintendents in

Texas, future research may include:

1. What is the current state of Mexican-American male educators

preparing for the superintendency?

2. What mechanisms are in place to promote Mexican-American males

into the superintendency?

3. What impact does the ethnic make-up of school boards have on the

hiring of Mexican-American males aspiring the position of

superintendent?

Research question one examined the experiences of Mexican-American

males as they rose to the position of superintendent in Texas.  Motivation,

support, mentors/ Anglo mentors and overcoming barriers were the variables

found to be significant.  Additional research in this area may focus on:
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4. What motivational factors draw Mexican-American males to pursue

the position of superintendent?

5. What role do Anglo mentors play in the success of Mexican-American

males pursuing the superintendency?

6. What barriers, real and/or imagined, face Mexican-American males

seeking the position of superintendent?

7. What role does culture play in the success or failure of Mexican-

American males in obtaining the role of superintendent in the state of

Texas?

Research question two examined the career paths of successful Mexican-

American male superintendents in Texas.  No specific career path was identified

as more successful.  However, all participants agreed that experience as a

principal and in a central office position would be advantageous to future

superintendents.   Further research may focus on the following:

8 .  What are the most common career paths of successful Mexican-

American male superintendents in Texas?

9. What are the career path differences associated with ethnicity?
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Research question three focused on identifying skills successful Mexican-

American male superintendents have utilized in order to gain the position of

superintendent.  More research in this area should focus on the following:

10. What impact does networking have on the success of Mexican-

American males seeking the position of superintendent in the state of

Texas?

The subject of Mexican-American male superintendents and their

perceptions on obtaining the job of superintendent in the state of Texas has been

examined closely in this study.  Several areas of significance were found as well

as descriptive data that gives a somewhat clear picture of the perceptions held by

Mexican-American male superintendents.  By addressing the findings of this

study and the ten suggestions for future study, the perceptions by both Mexican-

American males and other populations may change for the better and allow

Mexican-American males to pursue the superintendency with confidence both in

themselves and the education system of Texas.
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