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Table 8

Participant Quantitative Responses for Research Question 4. Personal Responsibility as a Core Value

Agree Agree Agree  Disagree Disagree  Disagree
Promote responsibility as a core strongly  moderately slightly  slightly moderately strongly
value n_n % n % n_ % n_ % n % n__ % Ave. SD

148!

Promote organizational culture 15 14 9333 1 6.67 0 000 O 0.00 0 000 O 0.00 593 0.26
that values inclusion

Take ownership of personal 15 15 100.00 0 0.00 0 000 O 000 O 000 0 0.00 6.00 0.00
behavior that supports respect of
others

The importance of diversity is 15 13 86.67 1 667 1 667 0 000 0 000 0 0.00 580 0.56
shown in organizational hiring
practices

Willing to take personal risks to 15 15 100.00 0 000 0O 000 O 000 0 0.0 0 0.00 6.00 0.00
see that others are valued

Promote a culture where everyone 15 15 100.00 0 0.00 0 000 O 000 O 000 O 0.00 6.00 0.00
sees themselves as an important
part of the organization

Overall 75 72 96.00 2 267 1 133 0 000 0 000 O 0.00 595 0.28




demographics is desired. Established research supports the documented benefits of
representation that mirrors student demographics matters for young students to perform
academically (Melendez de Santa Ana, 2008; Nieves, 2016). It is the superintendent who
carries the responsibility that ensures equitability and inclusiveness for everyone to
thrive. To amplify the disparity of representation, the percentage of Latina educational
leaders in the superintendent role is 1% (Nieves, 2016). Ott (2019) asserted the long-
lasting benefits of student success from inclusion and having role models that match the
student population.

The data suggest that the 15 exemplary Latina superintendents in the study
(100%) explicitly worked toward an inclusive culture by taking personal accountability
and ownership that provides a respectful environment for all stakeholders in the
organization. In addition, the exemplary leaders were ready to take personal risks that
ensured others are valued, and they fostered an environment of belonging and being vital
to the organization. The research findings suggest that success occurs for the leaders
when the set of strategies work in synergy and not in isolation. This study is consistent
with other research findings that stated that personal responsibility as a core value is a
leader’s conscious ownership of her or his actions and the impact she or he has on others
(Kennedy, 2008; Molenmaker et al., 2016; Tausen et al., 2018).

Research Question 5: Establish Mutualism as the Final Arbiter

What strategies do exemplary Latina superintendents use to establish mutualism
as the final arbiter?

The exemplary Latina superintendents in California were presented five culturally

inclusive strategies to establish mutualism as the final arbiter when making decisions.
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The exemplary Latina superintendents identified “lead with intentional collaboration
where no one is placed at risk™ as the highest ranking culturally inclusive approach they
utilize with 93.3% agree strongly ratings. However, “insist on fairness as core value”
was rated lowest with an average rating of 5.67. Less than 7% agree slightly, and there
was more deviation in responses than seen in other items (SD = 0.62). Despite this
strategy being the lowest in this set of strategies, its mean of 5.67 is still high in relation
to the rating scale. Core values determine how executive leadership creates overall
success in a culturally inclusive organization and affects performance to effectively serve
students (Gardiner & Enomoto (2006). Table 9 represents quantitative data on Research
Question 5: mutualism as the final arbiter responses.

Overall, ratings for mutualism as the final arbiter were high with an overall
average rating of 5.83 and less than a half rubric point of deviation (SD = 0.45). This is
consistent with various researchers’ conclusion that exemplary leaders use mutualism as
the final arbiter because mutualism establishes trust in organizations through a deep sense
of shared purpose, a thoughtful inspection of each member’s ideas and interests, and
interdependence when performing roles and responsibilities (Harvey & Drolet, 2005;
Mishra, 1996; Rau, 2005). Although the organizational leaders classified the study’s
lowest rating of 73% agree strongly for “insisting on fairness as a core value,” it supports
the 15 exemplary superintendents to then lead with intentional collaboration, creating a
culture in which no one is placed at risk and no one is harmed by the decisions within the

team or organization.
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Table 9

Participant Quantitative Responses for Research Question 5: Mutualism as the Final Arbiter

LT1

Agree Agree Agree  Disagree Disagree  Disagree

strongly  moderately  slightly  slightly moderately strongly
Mutualism as the final arbiter n_n % n % n % n_ % n % n_ % Ave. SD
Create a deep sense of shared 15 13 86.67 2 1333 0 000 O 0.00 O 000 O 0.00 587 0.35

purpose
Insist on fairness as a core value 15 11 7333 3 2000 1 667 0 0.00 0 000 O 0.00 567 0.62

Encourage new ideas that benefit 15 13 86.67 1 667 1 667 0 000 0 000 O 0.00 580 0.56
all stakeholders

Cultivate a thoughtful inspection 15 13 86.67 2 1333 0 0.00 0 0.00 0 000 O 0.00 587 0.35
of diverse thinking

Lead with intentional 15 14 9333 1 667 0 0.00 0 000 0 0.00 0 000 593 0.26
collaboration where no one is
placed at risk

Overall 75 64 8533 9 1200 2 267 0 000 O 000 O 0.00 583 045




Research Question 6: Advantages of Creating an Organizational Culture of
Inclusiveness

What do exemplary Latina superintendents perceive as the most important
advantages of creating an organizational culture of inclusiveness?

Research Question 6 asked participants what they perceived as the most important
advantages of creating an organizational culture of inclusiveness. In this study, the
operational definition of culture was defined as follows: “Culture is all learned and
shared human patterns or models that distinguishes the members of one group of people
from another” (Damen, 1987, p. 51). In addition, the definition of cultural intelligence is
“an individual’s ability to relate and work effectively in culturally diverse settings”
(Ramirez, 2014).

Overall, ratings for culture were high with an overall average rating of 5.84 and less
than a half rubric point of deviation (SD = 0.37). Exemplary Latina superintendents of
California public school districts were asked to identify advantages of creating culture
through cultural intelligence. Two strategies, “interact respectfully with different people in
the organization” and “treat people with genuine regard regardless of position,” received all
(15/15) agree strongly responses. The two lowest rated strategies, “challenge intolerance in
others” and “collect regular employee feedback,” received nine agree strongly with an
average rating of 5.60. The findings are consistent with the current research that stated how
a culture of inclusion incorporates diverse individuals in an environment of mutual respect
and acceptance that recognizes and values their unique contribution to the success of the
organization (Azmat et al., 2014; Kennedy, 2008; Mak et al., 2014; Tawagi & Mak, 2015).

Table 10 illustrates the responses of advantages to cultural inclusion.
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Table 10

Participant Quantitative Responses for Research Question 6: Advantages of Creating Culture of Inclusion

Agree Agree Agree  Disagree Disagree  Disagree
Advantages of creating a culture strongly  moderately slightly  slightly moderately strongly
of inclusion n_n % n % n % n % n % n_ % Ave. SD

611

See things from other people’s 15 12 80.00 3 2000 0 000 O 000 O 000 0 0.00 580 0.41
point of vies

Consider diverse perspectives 15 14 9333 1 667 0 000 O 000 0O 000 0 0.00 593 0.26
when making decisions

Encourage open dialog with 15 14 9333 1 667 0 000 0 000 O 000 O 0.00 593 0.26
stakeholders

Challenge intolerance in others 15 9 6000 6 4000 0 000 O 000 O 000 O 0.00 560 0.51

Enhance interaction with people 15 14 9333 1 667 0 000 O 000 O 000 0 0.00 593 0.26

of different cultures
Overall 75 63 84.00 12 1600 0 0.00 O 000 0 0.00 0 0.00 584 0.37




Table 11 identifies approaches that exemplary Latina superintendents perceive are
advantages of creating an organizational culture of inclusiveness.
Quantitative Survey Data Summary

In alignment with Kennedy’s (2008) five leadership qualities of cultural
differences, 15 exemplary Latina superintendents of California public school districts
were surveyed to evaluate the identified strategies mirrored with their culturally inclusive
approaches.

The researcher identified nine strategies that stood out from other strategies as
they received agree strongly responses and a mean score of 6.0. Table 12 demonstrates
the top approaches sorted by research question. As a group it appears that these are the
most important strategies for a Latina superintendent to utilize in creating a culture of
inclusion. All 15 exemplary Latina superintendents identified nine culturally inclusive
strategies used intentionally to create an organizational culture of inclusiveness.
Furthermore, the data demonstrate the mean scores of 6.0 across the research questions
with the exception of Research Question 3. It is interesting to note the discrepancy was
minimal with the 5.87 mean and 0.34 standard deviation. Moreover, six top identified
strategies were associated with Research Questions 2 and 4; however, Research Question

3 did not rank any high-yielding culturally inclusive approaches.
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Table 11

Advantages of Creating an Organizational Culture of Inclusiveness

IC1

Agree Agree Agree  Disagree  Disagree  Disagree
Advantages of creating a culture of strongly moderately  slightly  slightly moderately strongly
inclusiveness n n % n % n_ % n_ % =n % n_ % Ave. SD
Promote policies that ensure 15 13 86.67 2 1333 0 000 O 000 O 000 O 0.00 587 0.35

cultural participation

Interact respectfully with different 15 15 10000 0 0.00 O 0.00 O 000 O 0.00 0 0.00 6.00 0.00
people in the organization

Encourage everyone to be 15 12 80.00 3 2000 O 000 O 000 O 000 O 0.00 580 0.41
themselves

Listen carefully to make people 15 14 9333 1 667 0 000 O 000 O 0.00 0 0.00 593 0.26
comfortable

Collect regular employee feedback 15 9 6000 6 4000 0 000 O 000 O 000 O 000 560 0.51

Show respect by helping people 15 13 86.67 2 1333 0 0.00 O 000 O 0.00 0 0.00 587 035

Value the contributions of people 15 12 8000 3 2000 0 000 O 000 O 000 0 0.00 480 0.41
through positive recognition

Treat people with genuine regard 15 15 10000 0 0.00 O 0.00 O 000 O 0.00 0 0.00 6.00 0.00
regardless of position

Celebrate the unique contributions 15 13 8.67 2 1333 0 0.00 O 000 O 0.00 0 0.00 587 035
of diversity to the success of the
organization

Hold others accountable for 15 12 80.00 2 1333 1 667 0 000 0 0.00 0 000 573 0.59
inclusion

Overall 150 128 8533 21 1400 1 067 O 000 O 000 O 0.00 585 0.38




Table 12

Culturally Intelligent Strategies Exemplary Latina Superintendents in California Utilize to Create
an Organizational Culture of Inclusiveness

RQ CQ strategies n M SD
1 Take personal responsibility for inclusion of all people 15  6.00 0.00
2 Listen without judgment to understand diverse cultures 15  6.00 0.00
2 Embrace interaction with others from different cultures 15  6.00 0.00
2 Stand up for others if they are being treated unfairly 15  6.00 0.00
4 Take ownership of personal behavior that supports 15  6.00 0.00
respect of others
4 Willing to take personal risks to see that others are 15  6.00 0.00
valued
4 Promote a culture where everyone sees themselves as 15 6.00 0.00
an important part of the organization
6 Interact respectfully with different people in the 15  6.00 0.00
organization
6 Treat people with genuine regard regardless of position 15  6.00  0.00
Overall 135 6.00 0.00

Qualitative Data Results

The researcher utilized a sequential explanatory mixed methods research design.
To add depth to the quantitative Cultural Inclusive Leadership Survey, qualitative data
were collected through a semistructured 60-minute Zoom interview from the randomly
chosen five exemplary leaders who volunteered to participate in the qualitative portion of
this study. Each of the five exemplary Latina superintendents responded to
semistructured questions aligned with the six research questions. The researcher
completed over 300 minutes of interview time to learn their testimonios, their lived

experiences, and how they created a successful organizational culture of inclusiveness.
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The researcher asked every interview question and prompting questions from the
Thematic Interview Script (Appendix E) to engage each exemplary Latina superintendent
and elicit reflective discourse to enrich the study. Patton (2015) affirmed that qualitative
analysis enables interpreting one-on-one interviews through inquiry to find meaningful
patterns and themes that emerge. The researcher analyzed the qualitative data by
reviewing transcripts and coding responses to research questions to identify emerging
themes. The researcher then utilized a data analysis software, NVivo, to organize her
extensive list of themes that emerged from the five interviews with the exemplary
leaders. To extrapolate approaches identified by the interview participants, the researcher
constructed themes when at least three out of five exemplary leaders identified strategies.
Table 13 provides the qualitative data themes and frequency count for associated research

questions. The qualitative study generated 30 themes with 598 frequency marks.

Table 13

Qualitative Data Themes and Frequency by Research Question

Research

question Qualities of cultural differences Themes  Frequency

1 Make diversity an organizational priority 6 129

2 Knowing people and differences 4 69

3 Enable rich communication 4 63

4 Personal accountability 4 84

5 Mutualism as the final arbiter 4 91

6 Advantages of creating a culture of inclusiveness 8 162
Overall 30 598
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Research Question 1

What strategies do exemplary Latina superintendents use to make diversity a
priority?

In this study, diversity was defined as follows: Diversity as an organizational
priority is an intentional action to embrace individuals’ unique differences, perspectives,
and talents as an identifier for organizational success (Kennedy, 2008; Winters, 2015).
Table 14 identifies the themes and frequencies for Research Question 1: “What strategies
do exemplary Latina superintendents use to make diversity a priority?” The total coded
themes that emerged were six with a frequency of 129 (see Table 14). In addition, the
highest frequency recorded was for the strategy of “hiring practices” for all five of the
exemplary leaders with a 27 frequency. The theme with the lowest number of
frequencies was “consciousness of walk the walk” with a frequency count of 12. All five

participants mentioned all the inclusive practices listed in the table.

Table 14

Qualitative Data for Research Question 1

Research question Theme Frequency

What strategies do exemplary e Hiring practices 27
Latina superintendents use to

make diversity a priority? e Conscious accountability of core 26

values: equity and diversity

e (riticality for responsiveness 25
capacity building

e C(Create constant space for critical 22
conversations

e C(Cultivate tangible aspirational 17

opportunities for students

e Consciousness of walk the walk 12
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Hiring practices. The most critical approach the exemplary Latina leaders
demonstrate to prioritize diversity as organizational priority is hiring practices. All of the
five participants (100%) identified the practice of ensuring hiring practices and hiring
protocols is an essential part of making diversity a priority in their districts with an
overall frequency of 27. Superintendent B elaborated,

I think diversity has to be a priority in your hiring. You want multiverse, multi

diverse, a variety of people with different backgrounds, different experiences who

can relate to the students that you serve and who are going to be able to be role
models for them. And who are going to be able to think about what they need and
be able to provide what your students of various backgrounds need. So I think it
starts with the hiring process.
Several participants stated that they want to ensure the job description allows many
diverse candidates to apply; ensures the recruiting process is inclusive; prioritizes hires of
diverse linguistic and cultural mindset, experiences, abilities; and is inclusive to mirror
student demographics. Superintendent A shared, “First thing is that you walk the walk,
you know, as far as inclusiveness is concerned, you demonstrate it and you do that by
who you hire.” She continued to share,

It is very critical to be involved in the process of hiring management because then

they are in charge of other hires. Who I hire and coach is critical because it

communicates the things that I value and an effective way that inclusiveness is an
intentional system.
Superintendent E described the hiring process for her organization to set the tone for

using a diversity lens as an organizational leader:
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Through our hiring process, our practice for example either screening candidates
and through the interview process. So we aim to have a diverse team of
individuals who come with not only a language diversity, ethnic diversity, but
also diversity in perspectives and diversity across the organization from different
departments that might be working with an individual who would fill a position in

the screening process. In the hiring process on the interview teams, we have a

policy in place that states that we will have a diverse group of individuals who

would also be in the interviewing process. And that means diversity in ethnicity,
diversity in language, again, diversity in perspectives that they may come to the
table and surface the most qualified candidate for a position.

Identification of hiring practices did not yield the highest responses in the
quantitative portion of this mixed methods study. It is interesting to note that hiring
practices yielded the highest responses in the qualitative portion of this study. The
research supports hiring is an important indicator as Ott (2019) asserted that school
districts benefit from inclusion and having role models that match the student population.

Conscious accountability of core values in equity and diversity. The coded
themes identified a frequency of 26. All of the five exemplary superintendents
referenced conscious accountability through (a) the strategic plan; (b) mission and vision
founded in core values of equity and diversion; (c) transparent internal and external data
aligned to organizational priorities; and (d) the tone that is set for diversity, equity, and
inclusion in organization.

This is consistent and critical in Kanold and Luhmann’s (2010) assertion that it is

through accountability that leaders manifest transition from conceptual vision toward
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tangible action and implementation to sustain continuous improvement. Superintendent

C shared,
So we actually took a step back and really started with our, why, who are we?
Who do we serve? And then, um, from that work, we really, we realized that, um,
we had an old framework for a vision, mission and goals. And so, we kind of
embarked on that work. I met with the board first, to see what their priorities
were and then based on their priorities, went out to several different meetings with
parents. Every campus had a meeting. So we split the cabinet because I couldn’t
go to every single site, got feedback from every single teacher, our classified
employees, our parents, and our students. That led to the creation of a new vision,
a new mission statement, goals.

She also added,
And then we added something that I always think is important and that’s having
core values. And so, within our core values, there are two that really lead to kind
of diversity. One is, is having the core value of equity and ensuring that we infuse
equity into everything we do. And then the second is embracing and celebrating
diversity. Our board said that we’re always going to look at things through equity
and also celebrating, um, diversity and embracing diversity. It framed how as an
organization we went about our business.

Likewise, Superintendent C stated, “Accountability in their core values of diversity and

equity are part of the evaluation goals for cabinet and school site administrators.” She

elaborated, “Core value of equity and ensuring that we infuse equity into everything we
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do. Every department, every campus selects three strategic actions that they’re going to
work on for the year and then that becomes a part of everyone’s evaluation.”

All exemplary Latina superintendents spoke to equity-focused policies and
allocation of local county and accountability of resources and funds for diverse student
populations: English language learners, homeless and foster youth (National Center for
Homeless Education, n.d.), Native Indigenous learners, and students with Individualized
Education Programs (IEP). Superintendent E expressed,

In our organization, really having an equity lens through which we view

everything. We do allocation of resources is another way that we really focus on

diversity and equity looking at diversity and perspectives and how we’re going to
allocate our resources not all. And, you know, it’s not always fiscal resources, it
includes human resources. It includes facilities resources. It includes materials
resources; it includes fiscal resources. So having diversity of perspective and how
those resources should be allocated, and also, again, looking through an equity
lens, that it means that not everybody gets the same thing, but that we really look
at what either individuals or, or organizationally our departments need in order to
do the best job that they can to serve are very diverse our very diverse student
population and their families.

Superintendent D stated,

I talk a lot about just equity and all means all is our mission here. If you look

behind me, these wordles and canvases are in all of our halls. I’'m in my fourth

year as the superintendent here and what is really important to us, is all means all.

That every single student, no matter which school you’re at, no matter which
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program you’re in or whatever grade you’re in, you’re going to be provided with

opportunities to diversify your outlook, to provide you with experiences that then

help you make an informed decision in the postsecondary world.

Criticality for capacity building. All five interview participants identified an
urgency of providing capacity building for culturally inclusive responsiveness with an
overall frequency of 25. All affirmed that purposeful, professional learning development
for staff to create an environment where students of all diverse backgrounds thrive is
important. All five participants referenced awareness of disproportionate inequities
affecting communities of color in the current COVID-19 pandemic and social uprisings.
Superintendent D stated, “We intentionally focus on building an asset-oriented lens of
inclusion.” The student demographics in California shows that 5.3% are identified as
African American but are overrepresented in the 13% dropout rate (CDE, 2020).
Research affirms criticality responsiveness in culturally relevant pedagogy, culturally
responsive pedagogy, and cultural and linguistic sustaining responsiveness that responds
and embraces population (Alim, 2011; Gay, 2000; Ladson-Billings, 1995; Mordechay,
Gandara, & Orfield, 2019).

Historically, communities of color have been disproportionately impacted by
deficit approaches and current linguistic, pedagogical, and cultural research tendency of
researchers and practitioners to assume unidirectional correspondence between race,
ethnicity, language, and cultural ways of being (Gutiérrez & Rogoft, 2003; Irizarry, 2007;
Paris & Alim, 2017). The study findings suggest that exemplary Latina superintendents

intentionally use professional learning days in their districts to actively counter systemic
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inequalities by fostering explicit capacity building for all members of the organization
regardless of position. Superintendent C stated,

I use things to educate that aren’t as subjective. [ use our data. A practice that we

implemented was desegregating all of our data down to our subgroups, down to

our school sites, and then cross. So you have to have conversations about the
difference between equity and equality. You have to have honest conversations
when your staff and your leadership about everyone’s biases, we all have them.

It’s innate in our nature as human beings, you know, we’re tribal, all of those

pieces. You understand you have to use data because data isn’t subjective. Then

ask them what the solutions are. Not you telling them this is what we have to do,
but this is what it is. What are we going to do about it?

Create constant space for critical conversations. All five interview participants
identified importance to establish diversity as a priority by their intentional practice of
being cognizant to create a constant space for critical conversations with an overall
frequency of 22. Superintendent A stated,

I’'m very conscious of the fact that as people look at me, they’re making

judgements about my cultural, my actions. The way I pronounce my name

communicates about my acceptance of my culture. I have found that storytelling
and conversations prepare us for having the hard conversations about culture and
racism.
Four participants stated they model vulnerability and lead the conversations. Because of
the COVID-19 pandemic, much of this was done through a variety of platforms that

interweaved with Research Questions 1, 2, 3, 4, and 5. Moreover, Superintendent A and
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Superintendent D shared that antiracist training on unconscious bias is for all
organization members. This is supported by G. Muhammad’s (2020) affirmed criticality
that students and educators need the space for conversation for capacity and ability to
understand power, equity in order to understand and promote antioppression.

Cultivate tangible aspirational opportunities for students. This theme was the
fourth recorded theme that was referenced 17 times. If superintendents cultivate tangible
experiences for students, this builds inclusive opportunities for district stakeholders to be
part of the learning community. This is aligned with the seminal researchers who affirm
cultural responsiveness authenticates and affirms schoolchildren, their culture, linguistic
abilities, and lived experiences that construct meaningful learning (Gay, 2002; Hollie &
Muhammad, 2012). All exemplary Latina superintendents shared that they are the first
ever Latina superintendents in their district’s history and that their lived experiences are
not different from the students who sit in their classrooms. However, 100% of them
emphasized the importance of ensuring students have tangible, hands-on experiences that
support aspirational opportunities. Storytelling and testimonios were recorded multiple
times in all qualitative interviews. One superintendent expressed that she shares her story
with all district stakeholders about growing up as a Mexican American student in the very
district she now leads. She stated, “Vulnerability about challenges and celebrations
educate and influence her organization in allowing students to see and be seen.”

As Melendez de Santa Ana (2008) stated, “Others feel that it is valuable for
children to have people in leadership roles who look like them” (p. 1). Furthermore,
Martinez (2016) noted Campbell-Jones and Avelar-Lasalle’s 2000 research that

suggested hearing how culture affects the ascension into educational leadership for
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Latinos and hearing their stories are critical in obtaining and retaining Hispanics and
African American K-12 superintendents. A sample of high-yielding strategies gathered
from all interviews are listed as the following approaches that have been successful in
their organizations: robust master schedule in K-12 with ethnic studies from elementary
through secondary grades; science, technology, and mathematics through offerings of
architecture, robotics, digital animation; college and career readiness in elementary and
secondary schools; and leveraging their social and professional networks and partnerships
with ACSA, CALSA, universities, and private and public corporations to bring diverse
guest speakers, experiences, and experts from the outside to serve as aspirational role
models who look like the diverse population of students.

Consciousness of walk the walk. This theme recorded a frequency of 12. All
participants in the qualitative interviews stated that they are conscious of the fact that
they hold an additional personal responsibility for being in a key leadership role that only
less than 1% of Latinas hold in the country and state (Banuelos, 2008). Representation
has not increased, and disproportionate underrepresentation of women in all areas of
school leadership continues (ACSA, 2020). All five interview participants highlighted
that as leaders they are aware of the various roles: holding the highest level of leadership
position and being Latina, a woman of color, first generation in U.S. school systems,
community member, mother, mentor, and coach. It suggests exemplary Latina
superintendents demonstrate their CQ acuteness, and this is supported by seminal CQ
research findings that asserted that metacognitive and cognitive CQ predicted cultural
judgement, decision-making, and task performance (Ang et al., 2004). All of the

exemplary Latina superintendents affirmed their conscientiousness of being Latina in this
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predominantly White male role motivates them to show up authentically, be vulnerable,
and lead with their dynamic skills that led them to take on the highest leadership role in
California public schools (Kowalski et al., 2011). All (5/5 participants) stated that they
serve as models who empower multilingual learners and community members as they
lead with their bilingual fluency and multiculturalism (100% fluent in Spanish and
English). Superintendent A reflected,
I think probably the most effective way of communicating that inclusiveness is
you walk the walk. And you walk it all of the time, not sometimes, but all of the
time, even when you’re at a grocery store and in the community and someone is
having difficulty understanding (English or Spanish) and you jump in and you
translate for them, you interpret for them., that’s something that you just do it
because that’s, that’s who you are. You are communicating that’s a very
acceptable and valuable skill, that’s who you want.
She also proceeded to ensure that appropriate and accurate translations and
interpretations were occurring in meetings with parents, caregivers, and community
members:
The translator was obviously struggling with translations, so I gently dismissed
them and I translated the town hall meeting in both languages. That showed that I
value both languages and models. To others it is valued and welcomed in our
district.
A sample of high-yielding strategies gathered from all interviews are listed as the
following approaches that have been successful in their organizations: bilingual and

multilingualism being honored, respected, and deserving of academic spaces; saying their
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own names as their parents named them by not anglizing them; modeling the natural flow
of their first language of Spanish; calling out racism and microaggressions; initiating
space for others to speak through professional learning; and leading critical conversations

An exemplary Superintendent D shared that she led a voluntary book club with
How to be Antiracist by renowned scholar, Ibram X. Kendi, after the social uprisings in
May 2020 concerning the murder of George Floyd. She shared that she had thought only
10 people in her organization would participate; however, she was impassioned to share
that 32% of her district staff from a variety of positions within the organization
participated through the Zoom book club. From school bus drivers to schoolteachers, her
leadership evoked a shared learning space for her organization to understand their role in
supporting the child as well as their family.

Superintendent C discussed how she set the tone against internal
microaggressions and stereotypes. Rooted in her core value of equity and leadership
position, she shared,

You know, as a Latina, first Latina superintendent here, when I came in, I was the

only cabinet member who wasn’t blonde. So there’s this part that they expect you

to talk equity because you only care about kids that look like you. Um, and you
have to do it in a multipronged approach. One is you have to just really be honest
about it because I had people say that to me. “Oh, of course you’re talking about

English learners, you’re an English learner” and I'm like, “Oh, did you say that to

the last superintendent who was White, monolingual, blonde and blue eyes that

she only cared about kids that looked like her?”” And so sometimes you have to
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add a little bit of shock, because it makes them stop and think through what they

said.
Research Question 2

What strategies do exemplary Latina superintendents use to get to know people
and their differences?

The total coded themes for the culturally inclusive strategies exemplary Latina
superintendents use reported four themes with a frequency total of 69. It is reasonable to
infer that exemplary leaders foster personal connections to build relationships with
individuals in their organization as a beginning place because it had the overall lowest
frequency of 13 (see Table 15). The researcher suggests it would be difficult to be
accessible to engage in discourse for disproportionately underrepresented culturally

linguistic working families.

Table 15

Qualitative Data for Research Question 2

Research question Theme Frequency
What strategies do exemplary e (reate opportunities to engage in 22
Latina superintendents use to interactions
getto know people and their o Authentically listen to learn 19
differences?

about others

e Accessibility through visibility of 15
visiting them where they are

e Making personal connections to 13
build relationships

Create opportunities to engage in interactions. Although making personal

connections to build relationships had the lowest frequency of 13, it may be the
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beginning place for exemplary leaders to accomplish the other three strategies. This is
supported with critical race theory (CRT) connections to lived realities of communities of
color storytelling, retelling of family narratives with the purpose of proving a
counternarrative (Ladson-Billings, 1998; Yosso et al., 2009). Superintendents mentioned
they are out of the office as much as possible. They expressed awareness and
mindfulness of messages conveyed to individuals if they were asked to be in a meeting
with the superintendent at the district office. To alleviate any misconstrued negative
stigma, they all stated they prefer being face-to-face and will go to their campuses and
facilities. They all stated that rather than sending an e-mail, they intentionally go and
check in with them about their families and listen. This intentional behavior supports
Bass’s transformational leadership theory which states that individuals follow a leader
who is honest and has trustworthy qualities (Anderson, 2017). Once a leader has built a
trusting relationship, it opens up opportunities to engage authentic interactions and learn
from others in the organization. When leaders do this, it leads to a sustainable inclusive
culture. All superintendents described the authentic interaction resulted in
transformational shifts. Superintendent D shared,
They trust me as their leader. They know that I am here for the best outcomes of
our students and it is not through being a leader that asks for their voices. Our
conversations send a message that they are part of the organization. In our
district, we don’t say staff members, we say family. We are rising above together.
I am conscious and aware of social injustice and pandemic.

She went on to further explain,

136



And so each of our team members, if you’re hired as a bus driver, you get a deck
of cards you’re hired as a nutrition server. You get a deck of cards. If you’re our
head cook at one of our kitchens, you get a deck of cards because I want them to
take pride in their role, um, as part of our team members. The cards have our logo
and a quote that says, “I’'m part of an elite team dedicated to the arduous task of
saving student lives.” And so our mission is to break students free from the cycle
of poverty; because if we don’t, no one else will.’
This is supported with Muhammad and Cruz’s research affirmation that educational
organizations and strategies should ensure a culture of equity in collaborative decision-
making that creates shared spaces with diversity or will impact practices, policies, beliefs,
motivations, and expectations in the school community (Banks et al., 2001).
Authentically listen to learn about others. This recorded a frequency of 19.
Superintendent E elaborated,
Although I am doing all the talking right now in this interview, I always am last to
speak. I genuinely want to learn about individuals in our organization. There is
power in authentically listening. I learn so much and am empathetic, vulnerable
and I want to learn.
Superintendent C elaborated on the power of listening:
I am not going to learn if I am talking. I personalize everything, some need an
agenda and some are fluid when I get there. Building community is really
important and something we build in formal and informal ways.
The shared message among the dynamic leaders in education resulted in their

ability and constant practice to check the researcher’s assumptions. Creating space to
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engage diverse individuals in districts in dialog about disproportionate inequalities has
initiated new learning, new perspectives, and the criticality of learning cultural
differences that will positively move the organization as transformational change agents.
The researcher’s findings align with research that authenticated Latina leaders create
change and fulfill their strong sense of responsibility toward others; these are reasons
why they are attracted to leadership positions (Gomez et al., 2001).

Accessibility through visibility of visiting them where they are. This theme
recorded the third level rating with a frequency of 15. All superintendents stated they
visited sites, community-based organizations, students, and families “where they are.”
All superintendents took the moments to describe that they want to stand together and be
a partner in the journey for families and their children. The importance of leaders’ ability
to be accessible and visible and have frequent contact with people in the organization is
critical to creating a culture that is safe, inclusive, and critical to cultural competence
(Stolp & Smith, 1995). Superintendent B shared that it is important to meet her families
where they are and described,

My community has a high population of migrant workers. Many speak Spanish

and work long hours in the fields, and unable to attend meetings or give and

receive input. I didn’t grow up as a migrant student. So asking the questions, you
know, when did you start? How did you start? What did it feel like? You know,
to walk in their shoes for a minute. So I get in my car and go to them. They are

working in the fields, picking lettuce or strawberries, whatever pisca, harvest. 1

am fortunate; I live in a very large migrant community, that I could go to the

fields and see my parents. And if necessary, you know, go out there and cut up a
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couple of vines, uh, harvest a couple of lettuces and things like that, and see how
the difficulty that they’re going through to understand that is. But I think it’s
being willing to go out of your comfort zone and to learn from them, and not to
make them ever feel less. And I think most people are okay with this when you
say, | want to learn. And so I can better understand how I can later help you.
People are willing to show you who they are really, and they’re willing to let you
into those parts of their lives. That may be a little, um, embarrassing for some
people or challenging for others or beautiful to some other ones, but they have to
know that your heart is open and that your mind is also open to it.

Making personal connections to build relationships. This theme recorded the

least frequency marks of 13. It could be inferred that superintendents who intentionally

build relational capacity through personal connections create a strong foundation to

initiate a strong culturally inclusive culture in their organization. Superintendent B

stated,

I think most people are okay when you say, I want to learn. And so I can better
understand how I can later help you. People are willing to show you who they are
really, and they're willing to let you into those parts of their lives. That may be a
little embarrassing for some people or challenging for others or beautiful to some
other ones, but they have to know that your heart is open and that your mind is
also open to it.

All respondents identified as Mexican, Mexican American, and Latina, and they

said that storytelling is an essential part of who they are with familial connection. While

all participants stated the inability to hug and limited face-to-face interactions due to
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Covid, Superintendent E captured the essence as she sat up, looked intently in the
camera, placed her hands on her heart and shared,

You know, being Latina that personal connection with people is really important.

And I actually had someone say to me the other day, “Man, this COVID stuff

must be really hard for you” because they know that I’'m a hugger that I’'m, you

know, it’s inherent in who I am and how I communicate.
This theme is strongly supported with CRT that affirmed connections to lived realities of
communities of color storytelling, retelling of family narratives with the purpose of
proving a counternarrative and asset-oriented cultural capital wealth (Ladson-Billings,
1998; Yosso et al., 2009).

Testimonios are vital in raising the voices of women in the profession, work-life
balance of women, exploring pathways to leadership, providing educational learning
opportunities related to an equity-driven culture, and understanding the importance of an
executive presence (California Association of African-American Superintendents and
Administrator [CAAASA], 2020). Research that storytelling, testimonios, is a
methodology and narrative of experiences with CRT conceptualization within
educational studies; testimonios can disclose the oppression that occurs in learning
institution systems and engage Black, Indigenous, people of color (BIPOC) learners and
educators of color to change academic spaces (Pérez Huber & Cueva, 2012).

Research Question 3
What strategies do exemplary Latina superintendents use to enable rich

communication?
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For the purpose of this study, enable rich communication was defined as follows:
Rich communication is the transfer of information with the intent to understand the
meaning and broaden one’s perspective, resulting in a personal connection between
individuals (Armengol et al., 2017; Daft & Lengel, 1986; Jensen et al., 2018; Kennedy,
2008). Among the five exemplary Latina leaders, the total coded themes concluded four

themes with a frequency of 63 (see Table 16).

Table 16

Qualitative Data for Research Question 3

Research question Theme Frequency
What strategies do exemplary e [ cad by example 19
Latina sppermtendegts use 20 e (Capacity building through 18
enable rich communication? relationships
e Multimodalities 15
e Consistent frequent 11
communication

Lead by example. This theme elicited the highest response frequency of 19
among the dynamic and exemplary Latina superintendents in California. The theme is
supported with evidence that transformational leadership involves a process of growth
because the leader motivates her followers to become leaders themselves; similarly,
participatory leadership encourages democracy in a group (Bonilla-Rodriguez, 2011).
Superintendent A stated that personal communication demonstrates valuing the
individuals in your organization because you took the time to come over to see them and

ask questions to get to know them. She further elaborated,
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I usually ask someone to come to my office if it’s something more formal and
that’s the tone that I want to set, but, um, if I want to decide someone and have
them not be anxious about our meeting, I’ll say, I’ll meet in your classroom. I’ll
come over to your office or I'll, I’ll go into their setting. And, um, to have that
communication, um, because I, I want them to feel comfortable. I don’t want
them to be anxious that they’re coming into the superintendent’s office and what’s

going on there, you know? Um, and, and I’'m very conscientious of that.

Superintendent C shared,

I give them my entire calendar, like everyone in the district knows what I’'m doing
every minute of the day. They know that I’'m talking to you right now. Um, it

takes away the mystery of what they do at the district office.

This is consistent with Pace’s (2018) research that to develop trustworthy connections,

there must be open and safe communication to discuss negative stereotypes,

microaggressions, and challenges or barriers that women of color face in the workplace.

Superintendent C elaborated,

Here at the central office, I do a lot of leading by walking. I walked the different
departments, talked to folks, and spent 2 days a week out at campuses, even right
now [referring to COVID-19]. Even though we had to pivot back into remote
learning, we have learning hubs at all of our schools because we have kids that
parents work two jobs and need a safe space for, with two meals a day, Wi-Fi and
supervision. They know I am coming so a lot of conversations are informal. It is

about the interpersonal one-on-one that is really important. For all my direct
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reports, we have one-on-one meetings 30 minutes every single week. That face

time works. It keeps me informed and still going in the right direction.

This is consistent with Bonilla-Rodriguez’s (2011) research that found Latina leadership
styles as (a) high integrity—ethical, honest, and reliable; (b) marianista—compassionate,
understanding, and willing to sacrifice; (c) new Latina—assertive, competitive, and
determined; (d) transformational leader—team oriented, charismatic, politically savvy;
and (e) visionary—creative, passionate, and risk taking. Superintendent B shared,

You have to be open. I have two lenses. One as a parent and one of a

superintendent. I tell parents I understand their struggle with virtual learning. 1

have one child who, you know, she’s just going on with their life. She’s just,

she’s fine. But I have another child who’s really struggling. So when I

mentioned, and when I tell those stories, the parents will thank you. If you know,

somebody understands. So when we talk about their challenges, they know that
whatever possible solutions I come up with are coming from the right place.

Williams (2017) asserted educational leadership development programs strive to
develop culturally proficient leaders who can disrupt inequitable or ineffective trends.
Leaders in education are expected to influence current and future educational practices in
ways that disrupt conditions of oppression to foster equity and justice.

Capacity building through relationships. This theme had a close second highly
effective strategy that enables rich communication with a frequency of 18. Wright (2019)
affirmed that superintendents with high CQ established trust that brings valuable insight
that contributes to the mission of the organization, including student learning, fiscal

solvency, strategic planning, and equity. Superintendent B shared,
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Tell your stories because we all have our stories for why we do what we do. It’s a
different kind of communication and a different kind of relationship and trust that
can be built.
Building interpersonal relationships through cultural responsiveness authenticates and
affirms schoolchildren, their culture, linguistic abilities, and lived experiences that
construct meaningful learning (Gay, 2002; Hollie & Muhammad, 2012). Superintendent
E stated,
We established at our management meetings no longer spend management
meetings on minutiae that can be handled via e-mails. We focus our meetings on
professional development. We have established diversity as a priority. We have
brought in numerous organizations or individuals to provide us professional
learning for all levels of management. All levels of management and the
expectation is that those individuals then take it to their groups.
Superintendent C elaborated,
I think there were seven different links of activities and lesson plans that they can
use. And then I gave them my expectation that I want them to invite me to their
Zoom or, or to share their lesson plan with me. I celebrate them, ensuring that
they celebrate Black excellence. Then there’s always the piece of reminding them
please don’t rely on your Black student or the Black teacher on your campus to
teach you how to be culturally sensitive and provide critical culturally proficient
pedagogy because it’s not their job.
All superintendents stated they are devoted to efforts about diversity and equity.

For both culture and cultural climate to address diversity and cultural awareness,
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practices, policies, and training are urgently needed and necessary to guide key
educational decision makers’ personal interactions with people of various backgrounds
and identities in classrooms and communities (National Association of School
Superintendents, 2020). Superintendents are responsible for educational experiences, and
affirming authentic understanding of students’ cultural backgrounds will positively
impact effective instruction and curriculum (Darling-Hammond et al., 2005; Gay &
Howard, 2000; Nieto, 2000; Villegas & Lucas, 2002). Superintendent C stated,
We are very intentional in where we meet families to be respectful of where they
are coming from, in terms of experiences that they may have had in the past with
the schooling system and that has a lot to do with communication.
Multimodalities. This theme was referenced 15 times. All five exemplary
leaders stated equitable access to multilinguistic platforms through Americans with
Disabilities Act (ADA) accessibility via various social media, websites, YouTube
channel, podcasts, learning management platforms, phone calls, texts, e-mails, radio time,
and face-to-face meetings established opportunities for rich communication.
Superintendent E stated,
Again, it’s going out of what we would traditionally call inclusive. We translate
videos with closed captioning that we send out or have a sign language
interpreter. When you’re talking about diversity, inclusivity, really for us, it’s
also broadening what we traditionally think of.
Superintendent D stated, “We use social media to make sure we can highlight what we’re
doing, whether it’s anti-racism, whether it’s valuing students, whether it’s valuing staff or

it’s highlighting the robust distance learning we’re doing within our classrooms.” Three
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of the five exemplary Latina leaders shared that the Zoom meetings were good in some
respects because they allow you to get to more people.

Educational leaders must adopt and model attitudes, values, and leadership
strategies that acknowledge and respond to the cultures of students, families, and
communities (Nieto & Bode, 2012). Leaders with high-level behavioral CQ are likely to
be capable of exerting situational appropriateness and nonverbal and linguistic awareness
based on communicating capabilities, facial expressions, and body language (Zhang et
al., 2017). Effective communication transpires when individuals recognize cultural cues,
learn cultural knowledge, and realize implications of their own interactions with others
(Stokes, 2013). Superintendent C stated, “I schedule purposefully face time, but now
through Zoom, with all the groups, advisories, PTA round table. We can have
conversations; they ask clarifying questions and I ask their input. Everything is done
through distributive leadership.” All exemplary superintendents stated that equitable
access for families, students, community members, and district staff initiated innovative
learning platforms.

Consistent frequent communication. This theme was referenced 11 times (17%)
indicating that leaders in the highest leadership roles utilized communication that
overcomes monolingualism by ensuring all stakeholders have accessibility to a variety of
information. Superintendent B affirmed consciousness and purpose-driven
communication:

You have to be explicit. Communication-wise in a more global sense, our

strategic plan, again, going back and talking equity. It’s really important to us.
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We send it out to a graphic designer, so that they can make it pretty and it’s
accessible. It’s translated in Spanish so that everyone can access it.
Superintendent D illustrated, “We’ll actively engage our family, school and
community partners through ongoing communication outreach, because we value, respect
and believe we are stronger together and ensuring in advocating for the future success of
all of our students.” Gay (2002) affirmed that cultural responsiveness created meaningful
interconnections with the lived realities of home that allowed students to be proud of their
heritages. All exemplary leaders spoke about consistency in communication with
stakeholders. A superintendent provides weekly personalized communication to schools,
parents, school board trustees. All of the superintendents stated that they prefer face-to-
face communication that allowed nonverbal nuances, as they are part of communication;
however, COVID-19 created new platforms for communication. A sample of the highest
yielding strategies used by the exemplary leaders included multilingual access that
includes interpreters and translation for multilingual learners; Spanish, Triqui, Mixteco,
Tagalog, and sign language interpreters; ADA access; podcasts; radio time; and various
social media platforms. This finding is supported with Lawyer’s (2021) and Rice’s
(2020) research that there must be an open dialog built on trust that allows for successful
teams to be built. Superintendent D elaborated,
One thing is I communicate with my school board to make sure that they know
exactly what we’re doing so that the initiatives that were taking place, the pride,
the pride that we have and things that we’ve accomplished are communicated
weekly. The second group that I communicate with every Friday is our staff

family. I e-mail them and I let them know the state of the district, what’s
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happening this week with the vaccine, what’s happening this week with
counselors, what’s happening is with our nutrition program, with our Wi-Fi and
our technology office hours. You have a family resource center that’s available
for workshops. So that goes out to them. And then the third group I
communicate with on a weekly basis is our parent community. So our parent
community will get a text message as well as a letter, uh, via social media on the
state of the district as well. And so it highlights what we’re doing and it also
highlights things that are coming. Along with videos Superintendent Story Time,
my animations. When I do that, I read in Spanish and English. So they get to see
a little bit of both. Then I’ll do like video messages. We have a YouTube
channel that we put all of our videos on there. If anything big is happening at the
state level or the local level, like with the vaccines, as soon as we know that we’re
ready to receive our vaccines here, I’ll put out a video to connect with them. We
have a very large indigenous population from Oaxaca here, and we translate in

Mixteco or Triqui.

Research Question 4

What strategies do exemplary Latina superintendents use to make accountability

a core value?

For the purpose of this study, personal responsibility as a core value is defined as

follows: Personal responsibility as a core value is a leader’s conscious ownership of her

or his actions and the impact she or he has on others (Kennedy, 2008; Molenmaker et al.,

2016; Tausen et al., 2018). The total coded themes were four themes with a frequency of

84 (see Table 17).
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Table 17

Qualitative Data for Research Question 4

Research question Theme Frequency

What strategies do exemplary e Take personal responsibility 32
Latina superintendents use to

make accountability a core e [.cad the hard conversations by 30

intentional capacity building

value?
e Invested in building culture 18
through relationships
e [ everage network to provide role 4
models

Take personal responsibility. The results from this study indicated that
exemplary leaders explicitly make accountability a core value in their leadership. The
successful Latina women change agents recorded a frequency of 32 (38%) of highest
yielding approaches to creating and sustaining an inclusive culture in their organizations.
It is inferred that a holistic identity of successful and exemplary leaders embody
accountability. This finding is supported by Muhammad and Cruz’s (2019) research that
affirms school leaders account for their actions because it communicates that change
within the organization is needed. Superintendent D elaborated,

Another thing that I’ll share with you as our strategic plan. It’s a one sheet

strategic plan in English, Spanish, Mixteco, and Triqui. That sets the vision, the

mission, our core values, and how the actionable movements in our local control
accountability plan are then going to turn into actions that are closest to kids. And
the one thing that I tell people is if you really want to know where a school
district is, um, how they value students, is look at the LCAP because those actions

should reveal actions that are closest to children.
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This study aligned with personal responsibility as a core value in leaders’ conscious

ownership of their actions and their impact on others (Kennedy, 2008; Molenmaker et al.,

2016; Tausen et al., 2018). Superintendent D continued to inform,
Personal responsibility is huge. Um, first of all, as a Latina and as a
superintendent, there aren’t many of us. So I take a huge responsibility of being a
model for others, and that I can’t blow this. You know, I can’t mess this up
because I don’t want to mess it up for the future generations that are going to be
judged because of something that I did, I need to be an excellent model of what to
do correctly. And when I say not mess it up is that [, my job is to serve kids, but
it’s also to provide additional role models that our kids can aspire to be like. So if
you want to be a superintendent, I’ll show you exactly how to do it. And I'm
going to give you all the tools that I’ve learned, um, through my course and my
journey, because [’ve fallen and I made some mistakes, um, and not
understanding how to navigate the school board or particular, um, things that
comes to the dynamic between a board and a superintendent, that I learned and I
overcame. Um, but the thing that with the community and serving our people,
that’s something that, um, it comes a little bit easier to me because I am so
invested in relationships and validating who you are and who you bring to the
table, because once we know, and we are able to have a discussion about who you
are and what your hopes and dreams are, we can then put some actions into place
and move forward to help support their child, to be able to be whatever they want

and the postsecondary world.

150



Superintendent E reflected,
I think not only thinking about what you say, but what unintended or intended
consequence, what impact it will have and really being intentional about that, I
think is one of the things that I have really shifted to. In fact, over the last few
years it has been intentional. When I’'m writing a communication to the entire
organization, I am intentional about thinking about what I wanted to say and what
impact it will have and modeling that for others is, is something that is, I think
really, we’ve got to be more intentional and we’ve got to get to the point where
we are thinking about the impact, that what we say or what we do will have on
others. And I feel like that’s a shift that I’ve seen in our organization, and that’s
something that I’'m very proud of.

She continued to illustrate her level of personal responsibility:
And in terms of personal responsibility, I felt like it was my responsibility as a
leader to move forward, despite it being hard and not back away from the hard
conversations just because they were hard. I had to have the courage to take
people there despite their uncomfortableness and their vulnerability, and to help
people understand that it was okay to be vulnerable. And it was okay to be
uncomfortable because it is through vulnerability and being in those
uncomfortable states that we grow as human individuals and we grow as an
organization. And so my personal responsibility was to be courageous and to
continue down that path, despite folks wanting to either shut the conversations
down or not engage in the tough conversations, that was my personal

responsibility. And frankly, my moral imperative. I have seen people’s minds
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changed over the past years. Certainly not everyone. And we are not where we

need to be, but [ have seen people’s minds be opened and their mindset be open to

seeking, to understand where others are coming from and where we can go
together as an organization, frankly, on behalf of the children and the families that

WEe serve.

Lead the hard conversations by intentional capacity building. This theme
recorded the second highest frequency of 30. Ladson-Billings and Tate (1995) identified
that cultural knowledge was a vehicle to motivate the academic pipeline. Superintendent
E shared,

We have set equity and diversity as a priority in our organization so that every

management meeting, we try to bring in some kind of training that focuses in that

arena. And we also had deep dialog around key critical issues such as for
example Black Lives Matter or the movie /3¢h and really looking at how we
break down those barriers. The equity collaborative and professional learning we
have had over the past 2 years, I feel like the conversations that we are having as
an organization are hard conversations and hard topics. I mean they haven’t been
easy when you’re talking about White privilege, about the wrongs that have
happened throughout history, and providing our educators professional learning
for example, in critical race theory. This is for our managers across the
organization. That means whether you’re in facilities, maintenance, and
transportation, whether you’re in the business office, whether you’re in HR,
when, whether you’re in the production it’s at, at all levels of the organization,

there is a diverse perspective.
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This study is supported in the seminal research that affirms CRT analyzes race,
racism, power oppression, desegregation, race relations, human relations, and antiracism
and guides leaders to develop culturally responsive skills and knowledge about cultural
competence skills and knowledge (Lindsey et al., 2009). The researcher’s findings affirm
it is critical for exemplary transformational leaders to use the lens of equity.
Superintendent C expressed, “We're not going to shy away from saying that we're
looking at ways of improving student outcomes in particular for students who have been
historically disenfranchised.” There are implications of race and multiculturalism with
constructive knowledge for marginalized academic communities of color that exist in
education (Banks, 1995). The participants stated their testimonios are power connectors,
and research supports it is vital in raising the voices of women in the profession, work-
life balance of women, exploring pathways to leadership, providing educational learning
opportunities related to an equity-driven culture, and understanding the importance of an
executive presence (CAAASA, 2020).

Invested in building culture through relationships. This theme recorded 18
frequency among the exemplary Latina superintendents. The conversations of responsive
practices in schools once remained concentrated on teachers; however, several reputable
scholars affirmed that the framework must also apply to school leadership (Davy, 2016;
Gay, 1995, 2010; Webb-Johnson, 2006; Khalifa et al., 2016; Ladson-Billings & Tate,
1995; A. E. Lopez, 2015; Smith, 2016).

Riehl (2000) contended that because schools are entrenched within larger
communities, schools may possibly improve not only the lives of students but also of

neighborhoods and whole communities. When one allows access from stakeholders in a
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variety of platforms, it fosters meaningful relationships and develops trusting credibility

(Middleton, 2019). Superintendent B stated,

Telling stories, I think is your best communication tool because we all have the
stories. We all have the motivations for why we do what we do. Opening
yourself up to telling those stories. It can be, challenging for some people, um,
vulnerable. I guess, putting yourself in the vulnerable position of sharing that can
be challenging to people. But I think a lot more, a lot of people respond to the
fact that you are sharing your stories and that you are more than just the name

they see on the weekly updates or, and district e-mails with good or bad news.

It is in alignment with several researchers that affirm testimonios are a practice of

personal testament with origins in Latin America that has often been used to document

and denounce the experiences of oppression or violence committed against oppressed

groups from that region of the world (Beverley, 2004; Gonzalez-Barragan, 2014;

Gutiérrez, 2008; Latina Feminist Group, 2001; Pérez Huber, 2009). Superintendent D

stated,

When I show up to schools and I walk through, they know what I'm all about.
They know that I want our kids to understand that through the social, emotional
learning, that we value them, that it's Maslow's before Blooms. So they have to
know that you love them and you care about them before they'll even think about
your cognitive demands. Right? And I model that, I model that through the little
things. So the little things that I do for our staff make the biggest difference when
it's time for the big things. So racist things, political things, it's all the things that

I do with them that earn their trust in me when it comes to those big things.
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Chicana scholars believed that to understand microaggressions as systemic
racism, it was essential to use a Chicana festimonio critical race framework (Cruz, 2006;
Moraga & Anzaldta, 1981). Reyes and Curry Rodriguez (2012) conveyed testimonios
serve as firsthand recounts and methodology to conduct research, identify, and describe
experiences. Matsuda’s (1991) studies were foundational for Montoya’s (1994) research
that stories too can bear potential for challenging the dominant discussion to transform
community and individuality. Moreover, the recounting of personal stories in two
languages served as resistance against cultural and linguistic domination (Matsuda,
2002). Delgado-Bernal et al. (2012) affirmed that the methodology of testimonios
established in qualitative interviews also “serve as a bridge to connect the lived
experience as a data collecting tool and as the analytical process” (p. 364), creating
counter spaces within school institutions that challenge oppression and seek to transform
the educational spaces that marginalize them and explore the process of conocimiento
throughout these findings (Anzaldua, 1987; Freire, 1970a; Ladson-Billings & Tate,
1995).

Furthermore, festimonios are intentional qualitative interviews that bring light to a
wrong perception and oral history narration, or an urgent call to action not kept secret,
and a means to describe lived experiences of disproportionately underserved
communities. They are also a form of cultural capital wealth that Solérzano and Yosso
(2002) identified as familial, linguistic, social, resistance, navigational, and familial.
Moraga (n.d.) described it as follows: “Sometimes a breakdown can be the beginning of a
kind of breakthrough. A way of living in advance through a trauma that prepares you for

radical transformation” (para. 1).
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