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Dance,” a space of knowing and un-knowing, a space of conocimiento as described by Anzaldua
(2000). The cloud-like presence represented the strategic steps required to navigate and negotiate
their biculturalism and their unique cultures in a White world of HEIs. The red fluffs attached to
the hummingbird wings by a string were described as “sources of energy” such as family,
spirituality, and, ancestral stories.

The group, in unison, audibly agreed with the interpretation of the artwork and gave it the
name: the Colibri (hummingbird) Effect. Because I was unable to locate the artist who created
the beautiful painting for permission to include it in this dissertation, I described the experience
and the artwork to Kim Evans, a family member; she created her own beautiful rendition of the

Colibri Effect (Figure 4.7).

Figure 4.7. “The Colibri Effect” as rendered for this study by Kim Evans. Used with permission.

When the group actually identified the phenomenon of LatinX Diversity Officers in

Higher Education and gave it a name, was when I felt a huge sense of success for us all and of
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deep gratitude for having taken part in an incredibly beautiful, co-constructed experience. We
ended Phase III, exhausted in a good way, with a brief ceremony of appreciation. I was
disappointed that I forgot to bring the sage I intended to use during the ceremony. Sage is used as
a holy herb for cleansing a meeting space or environment of negative energies. It is also used to
clarify the mind and to access wisdom; to promote holistic healing. Alas, I had forgotten to pack
it in my bag; so, we burned incense. We then took turns holding the incense while sharing our
closing remarks of gratitude for the activities of the day and for all we had experienced and
accomplishments. In gratitude, Co-R9 stated,

This space is really unique and special for me, we attend a lot of conferences, but this is

different. I felt it as soon as [ walked into this space. I felt commonality, connection, there
is so much that we don’t have to explain to each other.

Co-R1 expressed how liberated and free she felt to share her lived experiences without
having to do The Dance. She explained,

We get each other without having do The Dance, we don’t have to work to break down

“isms.” Listening to you, here we do not have to explain what we experience and share as

LatinX EDI leaders to each other; it’s known. How can we explain water if one has never

been a fish? How can we explain ourselves . . . it’s about trying to articulate this
experience we share with their tools [language]?

I bought our time together to a close with a bit of formality by offering each Co-R a
token, a gift of appreciation and a certificate identifying them as Co-Rs of my PhD research
study; LatinX Diversity Officers in Higher Education; Capacitating Cultural values as Champions
of Equity, Diversity, and Inclusion.

Concluding Reflections on the Three Collaborative Phases

By deeply examining the details of each one of the sequenced phases of this study,

including what each of the Co-R shared, presented, and described, we truly can come in much

closer to the lived experiences of LatinX DOs in HElISs.
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Reflections on Phase I (in-depth exploration of individual lived experiences). I did
not want to interview the Co-Rs for this study by phone, nor video. In my opinion, and based on
my culturally informed experience, that would not have been a culturally sensitive or responsive
way to interview People of Color. I spent many hours and days carefully considering how I
would develop the foundational C-RRR concept and approach for this study. Based on previous
experiences as an EDI professional working in a homogeneous culture, I understood how
important it was to communicate with the Co-Rs face-to-face, and in a culturally specific
manner. Phase I offered me the opportunity to hear very personal stories and the lived
experiences as told and interpreted by each Co-R.

I was able to relate to each and every story told, and yet bracket my own stories, although
tempted to share them during the individual interviews. I knew as a Latina, that building trust
with other Latinas would require some sharing and exchanging personal experiences. And I
understood that building trusting relationships with the Co-Rs was critical to the outcomes of this
study. Therefore, I came to appreciate that rigid bracketing was a culturally uncomfortable
process to adhere to throughout this study. I felt that it could eliminate some needed elements of
my shared cultural humanness from the interview processes. As the Co-Rs shared their stories, it
seemed they were telling my story. Yet, I worked hard not to assume or presume anything. I
aimed to be authentic, honest, transparent, and open-minded throughout the study—and this was
true of each Co-R. The circular, storytelling manner in which their lived experiences were shared
was familiar to me as a Latina.

Reflections on Phase II (exploration and discovery of the individual/collective
experience). Phase II required months of preparation and coordination. The focus groups were at

the heart of this study. I carefully thought out and planned every detail needed to create a safe
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and oppression-free environment for the co-researches to engage in the group dialogue. This was
a priority.

Phase Il was a very powerful experience for me and for the Co-Rs, as they clearly
conveyed throughout the study. The Co-Rs used the words like the following to describe their

29 ¢

focus group dialogue experiences: “validating,” “empowering,” “healing,” “blessing,” and
“therapeutic.” We all shared in an experience of studying a phenomenon that was in itself, an
experiential learning process. Intimate stories were shared; we laughed, cried, and expressed
frustration and anger toward social injustices that continue in HEIs. These feelings were based in
the sense of urgency we felt for equitable changes to be made, as well as frustration with the
status quo and systems that continue to perpetuate exclusive memberships in dominant culture
institutions. We cried over the sociopolitical state of our nation and wept for those who continue
to be marginalized by a lack of interest among executive leaders who fail to develop their
cultural intelligence. However, the group did not persist in a negative space; rather, they focused
on their resiliency, their tenacity to lead EDI in HEIs, and on celebrating each successful EDI
change they had led; recognized or not.

I came to realize that we, as Latinas, do not intentionally discuss our cultural values. We
express them, demonstrate them, and are guided by them, but do not name them, call them out,
or identify them in conversation. Our cultural values are an intricate element of who we are, but
we are not fully conscious of them. Because of this awareness I have begun to include the topic
of LatinX cultural values in all my presentations and dialogues with professionals and students.

My goal is to bring cultural values to our conscious minds so we can honor them, be proud of

them, and understand that they are critical to our EDI leadership.
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Reflections on Phase III (individual/collective reflection: co-construction of the
grand narrative). All of the Co-Rs, knowingly or unknowingly revealed their cultural values in
every phase of this study. Although, cultural values were not necessarily clearly identified or
named by each Co-R, cultural values surfaced in every interview. Cultural values could be
identified in their storytelling and narratives, values such as personalismo (personable,
relational), gracia (grace, diplomacy), spiritualidad (spirituality), familia (family), simpatla
(charisma), and respeto (respect). Each of the Co-Rs described and demonstrated these values in
the way they believed, acted, built relationships, and socialized. This was exciting to me because
I wanted to know if cultural values were capacitated in their work as sources of strength or
resiliency, and whether this led to the very reasons they chose to be EDI leaders in HEIs. Every
one of the Co-Rs were fully engaged and supportive of this study.

Interestingly, there was just a knowing that it was unusual for a Latina to be a PhD
candidate. So, they wanted to support and assist me in any way possible. I felt we were all on a
journey together to advance our community and EDI educational change, on a collective path to
new EDI leadership discoveries. I was honored to have engaged in this IPA study with amazing
LatinX DOs from HEIs. As I intently listened to the co-researches co-create their collective
narrative, | was pleasantly surprised at just how much cultural values drive, guide, and influence
what we do and who we are.

As noted before, the Co-Rs described the phenomenon they had collectively experienced
as the Colibri Effect. A few weeks after the conclusion of Phase II and III, I went to Portland’s
Saturday Market and saw some artwork that reminded me of the dialogue groups with the Co-Rs.
Those works also had hummingbirds in them with women of color. Interestingly, there was one

that showed a woman sitting underground with a cactus above and the words, “They tried to bury
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us but did not know we were seeds.” The Co-Rs had spoken of their lived experiences often
marginalization, of being dismissed, ignored, silenced, disrespected, and of painful racial
expressions made toward them. Yet they never stopped speaking up, showing up, and rising up
to the EDI challenges that exist within their respective HEIs. Each Co-R passionately and
powerfully capacitate their cultural values in the work they do; their social justice principles and
cultural values are why they chose to lead EDI work in HEIs. We are all just much more aware
of that reality now; individually and collectively. The picture I had seen in the Portland market
reflected all of this. The piece, We Are Seeds of Change, shown in Figure 4.8 illustrates the
power we have as LatinX leaders once we give birth to our cultural strengths by growing in

leadership knowledge and experiences.

Figure 4.8. “Mexican Proverb” by Tamara Adams. Used with permission.

Phase IV—Reflective/Reflexive Meaning Making (The Primary Researcher’s Exercise)
Phase IV was designed as the final reflective and reflexive, meaning-making stage in

which only the primary researcher (myself) engaged in. Phase IV was the phase designed for

making meaning of the truths of the LatinX DOs in HEIs lived experience. My goal was to
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understand and reflect on what it is quintessentially like to be a LatinX diversity champion in
HElIs, as interpreted by the Co-Rs. I sought to study Latinas as the “persons-in-context” or the
persons culturally located in the world as such. Larkin et al. (2006) endorsed Dreyfus (1995)
statement that “what is real is not dependent on us, but the exact meaning and nature of reality
i1s” (p. 107). Phase IV was purposefully designed as a reflective and reflexive time to ponder all
that was experienced, discovered, and learned by myself, without Co-R engagement.

The 4-phased design had provided me a way to rigorously and curiously explore DOs’
contextualized diverse realms of reality from their personal perspectives, through their cultural
lens, and culturally intellectual insights. The cognitive framework for this study is based upon
my own lived experiences as a LatinX EDI leader. My experiences of creating equitable change
in very complex organizations and institutions was and continues to be challenging. The
challenges are due to the social structures of inequity which permeate into HEIs. As a Latina,
cultural values are of utmost importance to me. However, interestingly, I was largely unaware of
this until I actually studied LatinX cultural values. It was not until I began to research my
culture’s values that I became more cognizant of just how much they guide and influence my
professional work. I am certain, now, that my cultural values and identity are what have
sustained me under very tenuous challenges as an EDI leader.

I was curious if this was true of other Latinas leading EDI change. I wondered if they had
had similar experiences and if they also accessed cultural values as a form of resiliency. As a
social scientist studying a group of LatinX individuals, one of my goals was to contribute to
existing scholarly knowledge about LatinX diversity champions. Prior research studies with this

cultural group in the HEI context and on the above-discussed topics is minimal.
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The focal points in this study were LatinX cultural values and EDI leadership. I had
wondered if LatinX DOs in HEIs access and capacitate their pan-ethnic, cultural core strengths
as the motivation for leading EDI work. Additionally, I sought to explore how LatinXers
(Latinas) lead social change through their work, while facing social injustices themselves. The
study topic is relevant due to the fact that one in five women in the United States are Latinas and
one in four students across the nation are Latinas (Gandara & The White House Initiative on
Educational Excellence for Hispanics, 2015). In addition, LatinXers are no longer the minority in
the United States; we are the emerging majority. Even by the 1990s, LatinXers, and especially
Latinas, were making enormous gains in college populations, essentially higher than other
hitherto underrepresented cultural groups (Gonzélez, Jovel, & Stoner, 2004).

An additional relevant, yet troubling fact is that LatinX populations are currently
experiencing a very hostile and toxic, U.S. sociopolitical climate (Kaleem, 2019). Because the
Co-Rs in this study are members of an emerging majority in the United States, effectively
communicating with this ethnic group is critical for the 21st century workplaces, especially in
higher education contexts. The Co-Rs, shared in their stories of lived experiences that holding

EDI leadership positions in HEIs, places a special responsibility upon them; they describe their

29 ¢¢ 29 ¢¢

role as heir “purpose,” “charge,” “calling,” and a responsibility to contribute to their gente
(people). They see their EDI leadership as an act of social justice. The painting, “Gypsy
Summer” (Figure 4.9), illustrates the power of knowing who we are and how we can be seen as
EDI leaders of social justice change. The most powerful statement on this was when the co-

researchers emphatically reached an epiphany as a group: “We are the phenomenon (the EDI

leadership of the 21st century!”
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Figure 4.9. “Gypsy Summer” by Tamara Adams. Used with permission.
Conclusion to Chapter IV

Chapter IV presented a brief overview of the Co-Rs who actively and, honestly, engaged
in this study. I reported what emerged in this study through the use of IPA methodology. The
analysis and findings were presented in detail. Chapter IV laid the groundwork and set the
context for the following chapter. In Chapter V, the findings will be comprehensively examined
and discussed. Consideration will be given to the previous research on LatinX EDI leadership
comparing the data and findings noted in Chapter IV with the literature identified in Chapter
II. Finally, in Chapter V, careful consideration will be given to future areas of research and study

as discovered by effectuating this study.
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Chapter V: Discussion of the Findings

As noted in Chapter I, EDI leadership positions are increasing across the nation. HEIs are
recognizing the value of hiring DOs as EDI institutional change and leaders. However, LatinX
(Latina) DO contributions and capacity to create and establish EDI institutional change have yet
to be fully understood and recognized in scholarly literature. HEIs are understanding the need to
establish and institutionalize EDI in order to serve a fast-growing diverse population of students,
LatinX being the emerging majority in the United States.

Jean-Marie et al. (2009) argued that in the 21st century, social justice must be a priority
concern for educational leaders and scholars due to demographic changes, cultural shifts,
achievement gaps within marginalized populations, and accountability for addressing these
issues. This helps explain the relevance of this study and its interrelatedness to 21st century EDI
leadership in HEIs. The purpose and design of this research was to portray the lived experiences
of LatinX DOs in HEIs, what is it really like to be a LatinX DO in HEIs. Chapter V discusses the
findings.

The findings of this study are, I believe, a valuable, culturally relevant, culturally
responsive, and, more importantly, a culturally rich and reinforcing contribution to existing
literature. This study presents information which can inform various professional fields of study
especially EDI leadership, EDI organizational development, EDI change management, HEI
human resource (EDI) development, DO positions in HEIs, Latina’s phenomenon (lived
experience), and, cultural values based leadership. In this Chapter I will make recommendations
for future research and practice. In addition, Chapter V includes a discussion of the contributions

and limitations of this study, followed by a summary.
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Overview of the Sociopolitical Context of the Research

As a starting point for the discussion of the findings of this research, it is necessary to first look
at the sociopolitical context of the study because of its impact on my purpose and findings. This
study was conducted during the summer of 2019. This was a tumultuous time in our history
because of the current administration’s targeted efforts toward immigrants (Hirschfield-Davis &
Shear, 2019) which had an intensified focus on the LatinX population and, specifically, Mexican
and Central American immigrants. The sociopolitical events of this time period resulted in a
heightened sense of fear and vulnerability for Deferred Action for Child Arrivals (DACA)
students in higher educational institutions and their families. The sociopolitical dynamics added
an urgency for the Co-Rs to courageously lead social justice change—EDI change in HEISs.

The EDI co-researchers (study participants), each shared powerful stories about the
challenges they face in HEIs during this time of sociopolitical conflict in our nation. This is why
I highlighted four key contextual points that had an impact on the findings in this study. In fact,
the sociopolitical state in the United States was a topic that permeated every phase of this study;
it is therefore brought to the foreground as important sociopolitical contextual information. There
was a constant sense of urgency expressed by the Co-Rs for HEIs to institutionalize EDI. This
was clearly related to the current context of conflict during which this study has been conducted.
Every Latina in this study (including myself) became hypervigilant about our safety due to the
upsurge in politically-driven rhetoric against Mexicans and other non-White refugees. This
reality placed us as Latinas in vulnerable positions as EDI leaders.

We certainly recognized the anxiety LatinX students were experiencing too. As
determined by the FBI and widely reported in the national news (Kaleem, 2019, Valencia et al.,

2019) that we are targets of hate crimes by racists in our nation. We are told to “speak English”
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while in public. We are also called “criminals,” including, notoriously, by the Republican
candidate who became president in 2016 (Reilly, 2016).

This harsh reality had a significant impact on this study due to the degree of uncertainty,
fear, and anger that entered into the spaces filled by the Co-Rs throughout this study. Several
factors were involved. First, all of the Co-Rs, including myself, reside in the Pacific Northwest.
Living in the region is significant in that it is generally considered a primarily White area of the
United States It is historically a home for White Supremacists (Berger, 2018). Second, it is
important to understand that the Co-Rs are often the only LatinX (Latina) of color in executive
meetings, board meetings, advisory boards, and task forces, etc., who are promoting EDI change.
Lastly, the Co-Rs, all women of color, each shared stories of being marginalized within primarily
White male-led HEI institutions.

To reiterate, the Co-Rs truly understand the urgency for EDI change in HEIs. While each
LatinX DO expressed their own unique stories, together they constructed and distilled their own
thick data resulting in the identification of eight key findings that describe elements of their own
lived experience as EDI champions in HEIs. These are now summarized.

Theme 1. Authentic LatinX (de-colonized) EDI leadership—This is based upon their
identity and cultural values- LatinX cultural values were described as being an
intricate part of their identity. The DOs described their cultural values as being
the most important factor influencing their EDI leadership in HEIs. The Co-Rs
(DOs) placed a strong emphasis, particularly on non-Westernized ways of
leading change. The group of Co-Rs placed great honor, value, and respect on

indigenous, de-colonized ways of knowing and leading changes in HEIs. They
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viewed their EDI leadership as an extension of their cultural values of fairness
and social justice for all.

LatinX cultural values—LatinX cultural values are the foundation for their EDI
leadership

Emotional strain—Psychological stressors, unique to LatinX DOs in HEIs are
evidenced.

The Dance—Identified also as the Colibri Effect, this describes the energy and
effort it takes to successfully navigate the cultural dissonance they experience
as EDI leaders in HEIs led by, primarily White leaders and designed to serve
members of the dominant culture. In other words, the Co-Rs identified their
experiences of managing cultural tensions that exist as they serve as DOs in
HEIs.

Social Justice Paradigm Shift—LatinX understand the urgency for EDI change
and choose not to wait for dominant cultures to create equitable change. LatinX
DOs courageously position themselves to create EDI change; thereby
becoming the EDI paradigm shift.

Sources of energy—Energy is renewed through culture, indigenous ways of
knowing, spirituality, and cultural connections.

Trusting relationships—Trusting relationships among EDI champions of color
and, alongside White EDI-informed allies help strengthen and support EDI

institutional change efforts.
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Theme 8. Embodied strategic power—This power is demonstrated and acted upon by and
through EDI activism, collectivism, emotional and cultural intelligence, based
in and through their lived experiences.

Research Study Findings and Literature Comparison

The findings revealed an unbroken chain of intricately linked lived experiences which
resulted in powerfully validating experiences—as related by the participants in this study, and
ultimately named, the Colibri (hummingbird) effect. The findings are now compared with key
relevant scholarly literature that was presented in Chapter II.

Authentic LatinX (decolonized) EDI leadership (Theme 1), based on LatinX identity
and cultural values. Leadership stories shared by each Co-R were structurally based in who
they were as cultural beings, not from a dominant (colonized) worldview but from a vantage of
liberating self from such views. The struggle to remain grounded in their cultural selves is a large
part of their lived experience, their stories. Polkinghorne’s (1988) study supports this finding,
noting that narratives are captured from lived experiences. Bordas’s (2013) study noted ancestral
groups melded into the Latino culture of today, creating a “we-thinking” approach to life as
collectivists; therefore, influencing the manner in which they lead.

The Co-Rs related strongly with the following supporting leadership theories: EDI,
Relational, Transformative, Social Justice, Inclusive, and Ensemble leadership. During the focus
group phases of this study, dialogue was often on the topic of leadership. These dialogues led
into discussion about specific leadership theories—adaptive, inclusive, transformational, social
justice, and ensemble leadership theories came up in discussion. Three leadership approaches in
particular, figure in the Co-Rs’ discussions: ensemble, relational, and collective/inclusive

theories; these are now briefly highlighted in terms of the relationship to my findings.
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Ensemble leadership.The group collectively connected most with Ensemble Leadership
Theory because of its leadership principles: wisdom from ancestors and the natural world; all
humans possess knowledge to share; relationships are co-created; harmony and balance; shared
power (heterarchical leadership); and, spiral and organic knowledge emergence (Rosile et al.,
2018, p. 321). The Co-Rs in this study indicated these principles are very uniquely relevant to
their cultural values based on its indigenous worldview, heterarchical roots framework and
approach promoting distributive power in leadership. These principles were perceived as non-
Westernized—as inclusive and reinforcing to collectivist cultures such as LatinXers. Because
these principles align with collectivists cultural values it cannot be categorized as a linear or
heroic leadership views. This finding shows that the Co-Rs fully embraced the power of ELT and
that it also aligns with the LatinX cultural values of respect and inclusivity. ELT is a leadership
theory that the DOs grasped and encircled; one that offered hope for transformational leadership
to occur in HEIs. The DOs share their hope that ELT, as a leadership theory is urgently practiced
in HEIs. Some of the Co-Rs also noted that they connect with spirit animals as sources of energy.
Spirit animals are viewed in some cultures as guides. A spirit animal may also reflect and
possess some of the characteristics of the person it is guiding.

Relational leadership. Relational leadership is relevant to LatinX leaders due to the
importance placed in meaningful relationships. Studies by Cunliffe and Eriksen (2011)
confirmed this finding noting relational leadership is one of co-creation and of respectful, honest,
and open dialogue. They argued relational leadership is a deliberate act of engagement; a
day-to-day dialogic exchange based in meaningful engagement which includes all aspects of
conversation with, between, alongside self, and with others. EDI change is viewed as being

accomplished through trusting relationships. This study noted that relational leadership is viewed
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as a moral concept of being in relation with others. Relational leadership resonates with LatinX
DOs because they are culturally grounded through relationships. They are concerned with the
details and elements in social exchanges. They viewed leadership from their cultural-relational
ontological lens. The study by Kark et al. (2003), which referred to Lord et al. (1999), confirmed
this finding. They described three “self-aspects” relevant to LatinX leadership: a personal
[cultural] self—individual attributes and preferences; a relational self—close relations with
specific others, and, a collective self, based on social group affiliations and social group
identification.

Collective and inclusive leadership. The Co-R leaders placed a strong emphasis on the
cultural value of collectivism. Collectivism is about the power to motivate and transform lives
leading to positive group outcomes. LatinX DOS are collectivists, seeking the best interests of all
by acknowledging each person’s potential. LatinX DOs believe that each person’s lived
experience brings valued knowledge in group interactions. The Co-Rs placed a high value on
being inclusive leaders because they saw it as a powerful way to address systemic inequities and
to serve marginalized students.

These findings are consistent with Mor Barak (2000) who suggested that inclusive
leadership includes intentional acts that contribute to the surrounding community by helping to
mitigate the needs of the disadvantaged. The Co-Rs believe that their collaborative/cooperative
efforts working with culturally and nationally diverse individuals benefit all on campus. The
study by Bolger (2017) argued, “Inclusion is not a natural consequence of diversity” (para. 18).

The DOs agreed with this view. To further explain, the Co-Rs emphatically argued from
their cultural point of view, and, as EDI leaders, that inclusion must be inextricably linked to

diversity and equity. However, one must understand how these concepts are distinctively
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different from tone another. Just because an HEI diversifies their student population, it does not
automatically mean that they are or have become practitioners of inclusivity. The Co-Rs
explained that equity, or inequities, is the why element that frames and examines the connection
for diversity and inclusion in the workplace. Ainscow (2005), presented a deep description of
inclusivity that also supports this finding by identifying four key elements: a [learning] process; a
process that captures data to identify systemic barriers; inviting participation that embraces
diverse views; and caring about the quality of engagement; finally, inclusion places an emphasis
on monitoring the participation and achievement of historically underrepresented groups. Later,
Ainscow (2015), asserted, consistent with Schein (1985) and Angelides and Ainscow

(2000), that inclusivity practices are manifestations of an organization’s culture,

Enacting Cultural Values (Living and “Being” Our Authentic Selves)

The Co-Rs in this study viewed many of their cultural values as an expression of their
authentic selves. This finding is supported by Byrne and Bradley (2007) who found cultural and
personal values are foundational in the role of management leadership. There must be an
acknowledgement \and understanding of the role that personal and cultural values play on the
influence and effectiveness on leadership, more specifically in cross-cultural settings. S. H.
Schwartz’s (1999) results also align with this finding in concluding that cultural values are
“conceptions of the desirable” (p. 24) that serve to guide individuals to choose and explain their
actions. S. H. Schwartz indicated that culturally-based values are applied as guiding principles
The LatinX DOs in this study viewed their cultural values as meaningful ways to access
multi-generational stories which bring them ancestral power. They viewed the cultural value of
family (familismo) as the ability to discern and draw upon family resources, a perspective in line

with Cunliffe and Erikson (2011). Cheung and Halpern’s (2010) study, asserted that Latina
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leaders place familia (family) as a high priority in life, balancing family and workplaces; how
they interface with both elements of their lives is viewed as a top priority.

This study’s participants were concerned with the manner in which the current social
justice movements, socioeconomic, and educational issues impact their families and those within
their interrelated community members, in terms of student retention, graduation rates, and
educational gaps. These were issues that impact the DOs immediate and extended family
members. This finding is supported by Cheung and Halpern (2010). DOs honored their families
and those within their close family circle, demonstrating personalismo (displaying honor )and
showing care and concern for the importance of nurturing and maintaining their personal
connections not only with their immediate family, but also with their family of work
colleagues. G. Flores (2000) supported this cultural view seeing personalismo as unconditional
recognition of every person and respectful view and value of each individual and explained that
LatinX populations are born into relationally based cultures seeking to establish trusting
relationships through personalism, mutual respect.

This also clearly emerged in my study. I observed personal exchanges of honor, courtesy,
and respect expressed toward each other throughout this study. This created a safe space to share
their truths. An additional cultural value conveyed and observed in this study was simpatia
(being personable, agreeable). Although each Co-R shared individualized lived experiences, they
intentionally and deliberately sought to align with others in the group. This is supported by
Triandis, Marin, Lisansky, and Betancourt (1984) who saw simpatia as a Hispanic “cultural
script” (p. 1363) leading to interpersonal harmony and compatibility.

Hospitalidad (hospitality), a cultural value that sets the tone for being together in the

same space, was evident throughout this study. Hospitalidad was a critical element for
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establishing trusting relationships throughout this study. The participants viewed these
relationships as a safety net, a source of knowledge, and as a collective effort to institutionalize
EDI change. Dingfelder (2005) identified additional LatinX cultural values: hospitalidad—being
hospitable—and respeto—demonstrating respect.

Conocimiento, an indigenous awakening consciousness and capacity of knowing from
within; an awareness and intelligence not grasped by logical thought. Reti and Zepeta’s (2015)
oral history with the long-term director of UC Santa Cruz’s Chicano/Latina Resource Center,
reinforced the concept of conocimiento as a collective consciousness leading to person/group
power and as an inclusive group process that enhances group trust and bonding. Conscious
leadership effort and processes; nurturing, assertive, and purposeful [inclusive] engagement.
Erichson’s (2017) work validates this study by identifying gracia (charisma, grace)—as the
cultural value of being pleasing, agreeable, kind/light-hearted.

Very traditional LatinX families of first or second-generation immigrants still consider
family leadership through jeraquismo (patriarchy) as an important cultural value. Often, the head
of the house—usually the eldest male or the father—makes the final decisions and some things
must be approved by the male head in the home.

The Co-Rs gin this study demonstrated and expressed their contrasting views to Blair’s
study. They viewed themselves as equals to male family members and as independent thinkers;
some identifying themselves as LatinX feminists. A. L. Schwartz (2009) identified colectivismo
(collectivism) as a cultural value which emphasizes and prioritizes the best interest of the whole
family versus the individual. This cultural value was certainly demonstrated by the LatinX Co-Rs
in each phase of this study. Bordas (2013) identified compartir (sharing) as a caring communal

cultural value of shared responsibility linked to inclusive participation which encompasses
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service and benevolence. Bordas found, as in my study, that what was shared by the Co-Rs were
personally stories of courageously accessing their cultural values of social justice and
spirituality—both considered as cultural strengths.

As noted, in this study cultural values motivate LatinX DOs to lead EDI change. Larson
and Murtadha (2002) supported this vein of thought by stating that a body of research exists
which describes spirituality and love as the motivation for social justice change for educational
leaders. In addition, Larson and Murtadha argued that spirituality is the motivation and force that
generates activism of leaders for social justice in education.

Emotional Strain (Marginalization and Microaggressions)

The Co-Rs each shared distressing stories of being marginalized and of experiencing
microaggressions at their respective HEIs. Some examples were as follows:

» dismissive behaviors experienced as they proposed or presented information at

meetings;

* being ignored, or unrecognized for ideas then restated by White counterparts;

* Dbeing disrespected or demeaned by words or body language;

* supposedly forgetting to include them in critical discussions or decision-making

processes;

* excluding them from communication important to their work;

» withholding information; and

» assuming ill intent and causing divisions within the teams they supervise are other

ways mentioned by the group.

These experiences brought feelings of pain and anger that was reinforced each time they

listened at work to students of color recounting having experienced similar emotional strain. This
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finding is aligned with numerous research studies on micro-aggression (Solérzano, Ceja, &
Yosso, 2000; Sue, 2010; Sue et al., 2008) and secondary reinforcements of microaggressions
(Pérez-Huber & Soldrzano, 2015; Solérzano, Allen, & Carroll, 2002).

The DOs in this study spoke of their role in HEIs as championing EDI. They expressed
their commitment to disrupting microaggressions and macroaggressions as a form of social
justice in action. Theoharis’s (2007) study reached a similar conclusion, describing social justice
leadership as “addressing and eliminating marginalization in schools” (p. 223), a critical and
constant effort made by the LatinX DOs. The DOs view their professional positions as a
response to their calling to social justice. Some of the Co-Rs actively engage in leadership
forums, conferences, and lectures. They see these particular efforts as a way to help inform,
educate, guide, and encourage students to also engage in social justice work on-and-off
campus. The Co-Rs unique stressors were described by the DOs as being due to the uncharted
equity, diversity and inclusion work they are assigned to address within their respective, complex
higher education institutions.

The research findings here are consistent with Bryant (2015) who reported on how DOs
experience daily challenges in their efforts developing EDI strategies to address immediate needs
for change. The Co-Rs facilitate EDI training which helps to raise cultural intelligence on
campus. The participants in this study described the existence of multiple stressful elements in
leading EDI in HEIs because, in effect, they are challenging Whiteness. The DOs also shared
thoughts of being seen as other, yet another way of experiencing marginalization. The social
construction of Whiteness was what defined who they should be and how they should act. The
experience of being seen as the other, as described by the DOs, was yet, another way of being

marginalized. Cole’s (2019) essay supports these experiences. The Co-Rs described their
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struggles and experiences of seeking to belong and to be viewed as credible. They connected
being the other as directly with being viewed, “not quite credible enough—never meeting the
White standard “because you are never White enough, so you can’t be credible enough” (CoR
6). Cole’s (2019) observations were consistent with this; she argued that Whiteness is considered
normative in its language, values, and objects. Whiteness may also establish its rituals,
ceremonies and way of viewing time and communication as normative. This view creates the
others.

Most of the DOs in this study pointed out that their positions do not include formal
authority to address accountability; therefore, their span of EDI control and EDI leadership are
limited, akin to what Williams and Wade-Golden (2007) found. The DOs stated that not being
given authority to set EDI accountability measures makes institutionalizing EDI impossible.
Some Co-Rs viewed this limitation as yet another way for Whiteness to remain in control of how
much EDI change actually occurs or can occur.

Co-Rs believe their respective HEIs continue to uphold and serve Whiteness which
results in inequities for marginalized faculty, staff, and students of color. They agree with the
view of Hytten and Adkins (2001) that HEI curriculum is foundationally based in Whiteness and
that “Whiteness excludes People of Color, marginalizing their self-interest, and concerns for a
pluralistic democracy and self-determination” (p. 434). The commitment made by the DOs is to
raise awareness on the impact of the social structure of Whiteness which exists in HEI campuses
which continue to reinforce its dominance. Therefore, they continue to address provocative racial
issues on campus such as responding to students who report racial tensions, marginalization, and
incidences of discrimination, bias, and even hate crimes. When students from under-served

demographic populations are negatively impacted, as might be known from student retention
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data, this too becomes a stressor for the DOs who are expected to intervene in systemic
inequities, as acknowledged by Pickett et al. (2017). Harrell (2000) confirmed the experiences of
DOs with “transgenerational transmission of group traumas” (p. 45).

The Co-Rs shared multi-generational stories of social injustices as significant stressors.
However, they also noted that the multi-generational stories of injustices are their motivation for
bringing about EDI change. This finding is reinforced by Jernigan et al. (2015) who argued that
multi-generational stories of similar painful and traumatic discriminatory events experienced by
parents, grandparents, and possibly their great-grandparents, causes emotional stress. Although
some of the DO job descriptions did not include the role of being a student advocate, all of the
DOs have found it a necessary part of the EDI work. As an example, several told of how they
may schedule meetings with students of color who request to see them. The meetings are
typically about the students’ requesting guidance on how to manage a racialized incident on
campus. Often, the students seek them out and stop in to their offices hoping to chat about such
incidences in a spontaneous manner. Although the impact of racism is a lived reality for the DOs
and the students they serve, “within the context of racism, there have always been abundant
examples of resilience, strength of character, capacity for love and giving, joy, fulfillment, and
success” (Harrell, 2000, p. 42).

Another stressor identified by the DO group were feelings of isolation, especially if there
was a lack of support from White peers to actively work to disrupt the institutional structures,
systems, and practices that limit opportunity and access to communities of color (Levin, 2003).
In addition, DOs of Color (LatinX DOs) may have personally experienced inequities and
possibly “racial trauma” as higher education students themselves. Therefore, DOs may be

emotionally triggered by shared stories of racial trauma experienced by staff and students on
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campus. These types of culturally and ethnically shared connections bring about feelings of
being overwhelmed, as noted by the DOs who continue working tenaciously to create inclusive
cultures on campus.

Feelings of racial trauma are in alignment with Jernigan et al. (2015) who described
racial trauma as “the physical and psychological symptoms that people of Color often experience
after exposure to particularly stressful experiences of racism . . . racism never exist in isolation;
racial trauma is a cumulative experience” (para. 4). Jernigan et al. compared racial trauma with
the symptoms experienced by survivors of other types of trauma (e.g., sexual assault). The stress
symptoms, as reported by the Co-Rs in my study, were headaches, hypervigilance, feeling sick,
body aches, insomnia, and guilt. Some DOs shared stories of being of seeking medical care and
even of being hospitalized. This is in agreement with Jernigan et al. who argued that racial
trauma symptoms include shame, headaches, hypervigilance, body aches, difficulty with
memory, confusion, insomnia, and guilt. Similar symptoms have been described by
Bryant-Davis and Ocampo (2005) and Carter (2007). Not only do the DOs experience racism,
they also are made aware of these experiences by others on campus. Jernigan et al. (2015) noted
that experiences of racism do not occur in isolation and chronic stress is a symptom which results
due to the cumulative effect of group or personal racism. Similar observations were made by also
W. A. Smith et al. (2011).

The aforementioned racialized symptoms of stress appear to be unavoidable as DOs stand
in the front lines of racial battles in historically White spaces. These realities as experienced by
the DOs in this study may help explain why they are so eager for meaningful, timely, and

sustainable EDI change. Interestingly, these stressful lived experiences may also be the basis for
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their passion, resiliency, and for withstanding the stress to lead EDI change. All of these stressors
contribute to what the Co-Rs identified as “The Dance.”

The Dance: Formalities Required to Navigate Cultural Differences and Tensions, Referred
to as the “Colibri Effect”

The power in the outcome of this study was the manner by which the Co-Rs collectively,
co-constructed and identified their reality and lived experiences. A colibri is depicted in Figure
5.1. The Colibri Effect was identified as the complex process of navigating HEIs in order to
make EDI change. The colibri, or hummingbird were seen and described by the Co-Rs as being
in almost constant flight, pivoting in midair, quickly pausing to assess their next rapid move;
furiously flapping their wings to shift, adapt, and to land in a safe place, while gaining energy to
take flight in a moment’s notice once again. The colibri is viewed as a small but mighty bird that

can withstand the changing climate it lives in.

Figure 5.1. “Gypsy Summer,” painted by Tamara Adams. Used with permission.

The Co-Rs clearly identified a unique type of HEI navigation they experience as LatinX
DOs in HEIs. The navigation was experienced as resulting from cultural differences and tensions
or cultural dissonance. This navigation was described as a manner of withholding, filtering, or

suspending the expression of one’s authentic, cultural self within a context of LatinX social
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norms. Navigation, as described by the Co-Rs, requires that they modify their normative cultural
behaviors. This form of navigation entails bicultural critical thinking processes and the
application of formal and strategic actions which translate LatinX cultural norms into White
cultural norms. This is done in a way that will not dismiss one’s own cultural self. As expressed
by the Co-Rs, the energy it takes to do this can be exhausting in the sense that it feels like one is
compromising one’s own authentic self. Studies about this phenomenon of self-concealment with
this kind of participant group are non-existent. Calahan (n.d.) and Wells (2000) described
cultural differences that may relate to some of the elements identified here in The Dance and
which produce cultural tensions because of distinctions of LatinX populations: they are
commonly polychronic versus monochronic, collectivist rather than individualist trans-relational
versus transactional, high-context versus low-context, and widely use informal messaging versus
direct messaging. Cultural tensions may arise as a result of the existing cultural differences
(Thomas, 2004). LatinX DOs in higher education navigate, manage, and address potential
cultural tensions by walking in between Whiteness and their LatinX-ness. Reconciling such
cultural tensions is a dynamic Du Bois (1903/2007) referred to as double consciousness. Du Bois
eloquently described how disenfranchised populations encounter a unique type of cultural
displacement living and working—doing The Dance as referred to by the Co-Rs—among and
within dominant cultures. Double consciousness describes the dynamic People of Color
experience when they have to be conscious of how they are viewed by the dominant culture. Du
Bois (1903/2007) described this lived experience as a “peculiar sensation, this
double-consciousness, this sense of always looking at one’s self through the eyes of others, of
measuring one’s soul by the tape of a world that looks on in amused contempt and pity. One ever

feels his twoness (p. xiii).
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The Co-Rs said they have learned to consider the EDI leadership steps carefully,
strategically, watchful of who is at the table in meetings, and who is not. They said they are
mindful of what they say and do in navigating Whiteness. The strategies, communication, and
behaviors they chose to remain in the EDI network of change; how they navigate the cultural
dissonance is The Dance. Remaining culturally authentic while moving to-and-fro in White
spaces must be strategic and diplomatic, respectful, yet tenacious and courageous—this is the
“dance” as described by the Co-Rs.

Social Justice Paradigm Shift (The EDI Paradigm Shift is Us)

In the dialogues, Co-Rs often raised the subject of social justice. Several shared stories of
being discriminated; one recounted having two male professors walk out on her while she was
reading an assignment which was focused on research led by feminist women. Another story was
about White supremacists distributing flyers with derogatory and graphic and offensive drawings
of People of Color. Many painful student stories of racism, exclusion, and discrimination were
retold. As a group, there was notable emphasis placed on this topic throughout the dialogues,
accompanied with expressions of pain, anger, and a strong sense of urgency for sustained EDI
institutionalized change.

The Co-Rs are EDI subject matter experts, therefore, they fully understand the harmful
impact of social injustices in education. Their lived experiences, personal educational journeys,
and EDI expertise inform them of the imperative for People of Color to have educational rights,
equitable access, participation, and fair resource allocation. The Co-Rs are committed to
dismantling HEI systems that produce inequities. They shared a culturally-based responsibility to
seek social justice and view EDI change in HEIs as a manifestation of seeking social justice for

previous and currently living generations.
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It comes as no surprise that this finding is supported by Venegas-Garcia (2013) who
argued that social justice work is considered to be a calling and to be viewed as a social
responsibility. The Latinas in this study clearly indicated that their cultural values are what
motivate them even under the most difficult days at work. This responsibility was evident in their
dialogues; each DO was motivated by strongly held cultural values situated within social justice
principles. Their leadership is intentionally and strategically designed to subvert the dominant
paradigm, thereby, creating a new paradigm (Jean-Marie et al., 2009). Kitano (1997) also
emphasized and supported the views held by the Co-Rs, arguing that members of the dominant
cultures are the ones who step up and champion EDI by declaring, educating, and confirming
that Whiteness produces inequities. He reasoned that the dominant social classes help to maintain
and support the social structure that promote them (Lenski, 1966).

The focus that the Co-Rs placed on social justice leadership is consistent with Lyman et
al. (2012) who acknowledged that women of color demonstrate resilience as leaders of EDI
change in HEIs. LatinX women press on although they themselves are oppressed and
discriminated against—they are dismissed and overlooked, silenced, and are viewed as not
credible (as related by the Co-Rs). Moreover, Williams and Wade-Golden (2013) stated as DOs
promote and creatively push for EDI institutional change that they are creating a paradigm shift,
their work is actually advancing inclusive scholarly pedagogy. Lyman et al.’s study surfaced
authentic women leaders’ stories about living and breathing social justice work while
challenging the existing and limiting socially structured and systemic gender and cultural norms.
Lyman et al. reached conclusions akin to those that the Co-Rs related in this study about
experiences of challenging the social structures that limit real systemic EDI change and

perpetuate systems that maintain gender and cultural norms.
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Goldfarb and Grinberg (2002) stressed the theme of social justice leadership as “actively
engaging in reclaiming, appropriating, sustaining, and advancing inherent human rights of
equity, equality, and fairness in social, economic, educational, and personal dimensions”

(p. 158). The DOs in my study realized EDI social justice change is a long, arduous process that
can lead to burnout; that can require one work much more than forty hours a week. They work
hard to manage their personal and professional lives understanding that EDI change occurs very
slowly in HEIs. Thus, they are in agreement with Bell (1997) that social justice may be realized
as long and short-term goals and multiple complex processes. The process is active engagement
and participation of all people in society (collective human agency) creating equitable

change. Gewirtz and Cribb (2002) identified three dimensions of social justice leadership which
support the leadership the Co-Rs demonstrate: distributive justice (equitable distribution),
cultural justice (absence of cultural domination), and associational justice meaning that
marginalized groups have full participation in decision-making processes.

LatinX DOs are passionate about EDI change as a form of liberating marginalized
populations from dominance and power-over dynamics. They educate and guide human resource
professionals on campus to become more inclusive in hiring and retention practices. They can
also offer subject matter expertise in the area of diversity management practices as noted
earlier. As subject matter experts, they are consulted in terms of improving human resource
practices which may involve ongoing meetings with HEI human resource administrators, deans,
and HEI executives. The Co-Rs also serve as EDI trainers and help improve EDI organizational
performances across campus. In accord with the social justice paradigm emphasis of the
participants in this study, both Gilbert et al. (1999) and Kersten (2000) argued that 21st century,

academic institutions must create DO positions to assist in diversity management strategy efforts
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that help transform cultural and systemic barriers with the goal of alleviating inequities and
exclusionary practices. Along the same lines, Tatli et al. (2015) argued diversity management is
a tool which Is strategically used for developing and increasing institutional performance. They
placed an explicit emphasis on the contribution of diverse employees in fulfilling organizational
objectives. Because DOs can be tasked with leading diversity management, campus-wide, the
responsibility can be overwhelming. This may be the case when the HEI has not established
diversity as a value. Williams and Wade-Golden (2013) and Nixon (2016) conducted studies that
support the finding of the emphasis participants put on a social justice paradigm in how carrying
out their responsibility for diversity management and leadership in HEIs.

Williams (2013) supported the fact that DOs promote diversity plans, initiatives, and EDI
goals, implement EDI stages, and strategies. EDI plans also require the identification for a
system of campus-wide EDI accountability measures. Some of the DOs have a major role in
tracking and reporting EDI accountability measures and outcomes. However, the DOs in this
study explained that they must go beyond gathering data and performing tasks and duties to
foster an environment where EDI is embraced and humanized. At times, they must persuade HEI
executive leaders that EDI leadership is not just a social justice matter, but a critical part of
leadership if the HEI wants to remain competitive and invite diverse student populations to
enroll. The DOs organized EDI task force, committees, strategic plans for institutional change,
and proposed policy changes and enhancements to be more inclusive. Pless and Maak (2004)
found LatinX DOs in their study also developed and facilitated diversity councils, committees,
and advisory groups to help develop and organize action-based group as EDI resources to

support EDI institutional change.
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Finally, the importance of social justice for DOs is also highlighted by Stevens et al.
(2008) who considered inclusive, multiculturalism and positive organizational change as social
capital, innovative potential, and a competitive edge.
Sources of Energy (Familia, LatinX Community, EDI Passion, Spirituality, and Ancestors)

LatinX EDI leaders in this study seek their sources of energy from within their cultural
circles, heritage, and identity from their extended families and from their spirituality. They also
gain energy through scholarly research and literature, and, I have found, even from leadership
theories!

Because LatinX DOs are from high-context and collectivist cultures, they embrace an
egalitarian spirit. As discussed earlier, implicitly, scholarship on indigenous ways of knowing
(e.g. Cajete 1994; Deloria, 1973; Deloria & Wildcat, 2001) intersect with the principles and
practice of ensemble leadership theory, and, therefore coincide with the cultural views and
values of LatinX DOs’ ways of knowing—conocimiento. Uhl-Bien (2006) also confirmed this
study’s finding of the importance participants place on leadership that nurtures purposeful and
consequential relationships in their communities and in their extended families. Uhl-Bien’s
findings further reinforces this study by describing the intra-relationally shared moments and
interactions the Co-Rs described as being their energy sources. The DOs are constantly vigilant,
as individuals, about the need to access as many culturally valued sources of energy in order to
lead equity, diversity, and inclusion in HEIs. They continued to express the importance of giving
voice to the marginalized on campus.

This study is merely one way of offering and inviting the voices of LatinX marginalized
DOs. The DOs can follow the path Vohra and Chari (2015) suggested, namely that organizations

carefully scrutinize the rhetoric of inclusion to verify the organizational efforts of inclusion
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actually invite the stories and experiences of minorities in the workplace. Vohra and Chari
(2015) emphasized that the only way to ensure that inclusive workplace strategies and actions are
authentic is to check in with employees from diverse populations. Vohra and Chari (2015)
reported, “Inclusive environments have been shown to influence work-related self-esteem and
employees’ willingness to go beyond their job-related roles to engage in citizenship behaviors”
(p. 329). This is consistent with Pless and Maak’s (2004) work on “Building an Inclusive
Diversity Culture” as well as subsequent studies by Nishi and Rich (2014) and Ferdman (2014)
describing inclusive workplaces as ones whose leadership, policies, and practices, are

evidenced.

The Co-Rs in this study viewed inclusion as a state of mind, and a state of being, and a
way for organizational leaders to fill the spaces they occupy. They noted an exemplar they
actively advocate for related to inclusive practices in the classroom: It is that educators make a
commitment to address social justice issues with students of color in their classes, and not to
instruct in ways that does not invite courageous dialogue on the topic. Although, educating
diverse students on the topic of EDI challenges intellectual and personal beliefs, the Co-Rs invite
dialogue on this topic and view it as an essential and critical way to put inclusion into practice.
The Co-Rs are informed EDI experts; they can be a resource and an ally in these situations. The
participants discussed ways in which exclusive language can be heard as power-over leadership
language, such as, allow, permits grant, let, admit, authorize, tolerate, and concede to diverse
employees joining existing teams.

In contrast, the findings in this study show that Co-Rs’ leadership demonstrated their
inclusive practices by sharing their power. Sharing power was viewed as an inclusive practice.

The DOs in this study help bring employees of color into the circle of acceptance, demonstrates,
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and uses the following power-with language: consults, invites, discusses, engages, yields,
embraces, accepts, and welcomes diverse employees into existing teams.
Trusting Relationships: Network of Trusted Allies Needed to Do EDI Work

Trusting relationships are valued and viewed as allies in creating EDI institutional
change. Bordas’s (2013) work validated this finding by presenting information that noted
historical power has been hierarchical, the domain of the influential few, and associated with
control and dominance. Most often, power has been found in the hands of White males. LatinX
power, on the other hand, has evolved from the community—it is the power of We
[collectivism], the power that people have to change their lives for the better. LatinX power is
accessible to many people. Diffused power means leadership is not concentrated in one voice or
only a few. Instead, LatinX power is leadership by the many—the thousands of LatinX leaders
working every day in communities across the country. Leaders encourage people to tap into their
own power. Because LatinXers are collectivist and born into relationally-based cultures, they
seek to build trusting relationships by demonstrating personalismo—trust-building through
mutual respect (G. Flores, 2000).

The collaborative spirit that is necessary to build complex inter-relational leadership
alliances for co-creating change was well understood by the Co-Rs. What the participants
discussed aligns with Booysen’s (2014) description of the link between relational and inclusive
leadership; they are in sync with one another and work in tandem to establish meaningful
relationships based on practicing learning in relations and in context. The degree of autonomy
each DO had was considered a beneficial factor in the sense that they could more fully embody
their strategic power for change. On the other hand, too much autonomy could result in a high

degree of disconnection with existing EDI allies on campus. If the HEI failed to develop and



211

establish a comprehensive institutional plan for EDI change across campus with diverse allies,
the she could become submerged in busy EDI work, such as coordinating, managing, organizing
multiple, statewide task forces, committees, and EDI advisory groups.

Another challenge that was identified was addressing complex issues that arise with many
students; each issue requires many hours of assessing and facilitating solutions. Yet another is
developing EDI curriculum and EDI training. She may be exhausted in her attempts to create
change on her own by virtue of being the EDI go-to person who is kept incredibly busy.
Unfortunately, she could also find herself without the support of a collective effort from HEI
leadership teams for institutionalizing meaningful EDI change. DOs must be able and invited to
access the diverse areas of expertise among executives, management, and support staff’s
expertise. As suggested by Stevenson (2014), only then can sustained EDI initiatives and change
be brought about by, and in conjunction with an expansive EDI portfolio including the HEI’s
mission, goals, values, and culture.

As a visual learner, I will seek to grasp a thought, or concept with something that
represents what I am learning or attempting to convey. In this dissertation, I have included
visuals for this purpose. [ was envisioning an indigenous woman holding or embracing the DOs
and embracing or capturing EDI leadership. For this reason, I went to visit one of my artist
friends and explained this. She immediately said she thought she had a painting that would match
what I was searching for and presented me with her print “Mayan Madonna,” shown in Figure
5.2. The Mayan Madonna represents what LatinX DOs possess; an inclusive spirit, open heart,
and transformative powers they sustain through each relationship they nurture, as courageous
EDI leaders. The Mayan Madonna is also representative of the intellectually empowered LatinX

leaders who hold justice in their bosom to honor those that came before them.
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Figure 5.2. “Mayan Madonna” by Jan Maitland. Used with permission.
Embodied Strategic Power and Position: EDI Activism, Collective Power and Voice

The work of the Co-Rs involved activism, and critical-thinking action which intentionally
and strategically interrupt maladaptive thinking about EDI. They actively engage in courageous
dialogue about EDI; what equity, diversity, and inclusion mean, individually, and how they are
connected, and how they benefit HEIs. The Co-Rs courageously address racial hierarchies;
challenging colleagues and students to become aware, to learn, reflect, and revise their thinking
about race. They believe it is their responsibility to bring attention to the dehumanizing impact
biased social structures (which exist in HEIs) have on faculty, staff and students of color. This
topic is one the DOs indicated that they address with HEI leaders from a social justice, moral,
psychological, spiritual, and business perspective. They tenaciously approach the topic of race

from any perspective in which White leaders may begin to pay attention to this critical topic.
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One example was from Co-6 who explained that executive-level leaders are often absent from
campus-wide EDI training, conferences, workshops, or strategic planning sessions that she
organizes. However, leaders became engaged in an EDI topic when it was about revenues
brought to the HEI from international students.

In another example, a DO described her ability to have meaningful EDI dialogue with
high-ranking executive-level HEI leaders when the topic was based in spiritual or moral
responsibilities to address inequities on campus. A third example was shared by Co-3 who noted
that EDI discussions are heightened (focus attention) when legal issues result on campus, such as
when hate crimes or discrimination complaints are formally filed. Some DOs expressed that they
may be listened to if, perhaps, they begin an EDI discussion on diversity from a business
perspective—-a “diversity management” perspective. The basis for such a conversation is often
based in Mor Barak (2014) assertion, that diversity management creates a business-competitive
advantage in resource recruitment, marketing, problem-solving, marketing, recruitment, and
retention by HEI leadership, staff, and faculty.

An additional way the Co-Rs apply EDI practices was by comprehensively reviewing and
developing HEI policies, practices, protocols. Strategic EDI efforts are necessary to shift the
frameworks in which HEIs function, however, coaching, guiding, and empowering students to
also do EDI work has greater personal EDI impact. The way the Co-Rs discussed their leadership
is aligned with Booysen’s (2014) proposition that inclusive leadership goes beyond efforts to
include and engage diverse populations; inclusive leadership must explore and practice
inclusive strategies that are implemented in ways that result in empowerment and full

participation by all.
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Figure 5.4 shows a more expansive way to perceive what and how the co-constructed
narratives evolved into what they defined as “The Colibri Effect.” The group’s lived experiences
revealed alignment with Anzaldaa’s (1987), “Mestiza Consciousness” (p. 25). These Latina
women revealed to themselves and to the world, a LatinX co-constructed consciousness—a
collective culturally aligned chronicle of EDI leadership and a culture of resistance that
embodies the power of their “set of values, beliefs, and practices [cultural values] that mitigate

the effects of oppression” (Mitchell & Feagin, 1995, p. 68).

EDI leadership and institutional change is enmeshed with in
our LatinX cultural identity and values - it is about being our
authentic selves.

"The Dance" describes the manner in which we must
navigate and negotiate the cultural tensions that exist
between LatinX cultural values and worldviews with that of

a primarily White male led HEI and its values.

S

Our sources of energy — Cultural empowerment, resiliency
(emotional/psychological) are sustained by building and
experiencing trusting relationships with diverse HEI
professionals and allies on campus.

Social justice institutional change is realized through an EDI
paradigm shift that requires EDI champions to fully embody
and embrace their cultural identity. The EDI paradigm shift is
us. Social justice is realized through our culturally informed
strategic and collective power — our EDI activism.

/

Figure 5.3. The Colibri Effect: Whispering colibri engaging in The Dance. Image at top is “Gypsy
Summer,” painted by Tamara Adams. Used with permission.
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The dialogues fluidly led from one tier to the following tier; ultimately into what the
Co-Rs defined as The Dance. One might think of each tier as a step in learning to do The Dance.
Asking each Co-R, “What is it like to be a LatinX DO in HEI?”” began to peel away the multiple
symptoms the group was feeling and experiencing meant. This study helped the Co-Rs articulate
why they are experiencing cultural tensions. As a result of this study, they gained a deeper
appreciation for each other’s work and became aware of the combined empowering knowledge
they shared. The study helped to create a culturally meaningful bond; a sisterhood. The
sisterhood helped to lessen the loneliness they described that they feel as EDI LatinX leaders in
predominantly White institutions This study resulted in a poetic meaning-making group process,
a poiesis in which they could articulate retrospective thinking. The study facilitated dialogic
processes which led to self-interpretation, self-articulation, and self-discovery. As shared by the
Co-Rs, this study enhanced their views of who and what they are; individually and collectively.
The study led the Co-Rs’ reconfiguration of self: they moved through and beyond what existed
before, and shared their truths, stories, and their lived experience. They became dialectically
intertwined. They became mindfully, and spiritually aware of their collective power. They
honored and celebrated their bicultural fluency, capacity, and currency. This study guided the
Co-R through a process in which they could see each other as a reflection of themselves.
Significance and Contributions of This Study

The value of applying IPA as an effective and culturally relevant research methodology
was confirmed by the Co-Rs. They shared feelings of gratitude and appreciation for having had
the opportunity to take part as a Co-R in this study. They stated they were empowered and

validated by the experience, and, developed trusting relationships. In addition, they began to
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develop a strong network of LatinX colleagues in the Pacific Northwest. The Co-Rs variously

29 ¢

described this study as “validating,” “healing,” “liberating,” “oppression-less,” and “freeing.”
Co-R1 commented,
The focus group was validating for me. It reminded me that [ am worthy, that I do have

the knowledge to do my work well, and this experience reminded me how much I still
need to learn. It felt good not be alone in this challenging work.

Co-R7 said, “It was wonderful getting to know all and I will often reflect back on our
short, and amazing experience together” Co-R5 observed, “I feel more clarity and energized
about the work” Many of the Co-Rs described their experience as “insightful,” “enlightening,”
and “informative.”

Significance of This Study

This research study focused on positive social change, specifically, for the EDI in HEISs.
The scholarly significance to the topics of LatinX cultural values, EDI leadership, DO positions,
Latinos as an emerging majority, and IPA as a qualitative methodology, is valuable and adds
unique elements to currently existing scholarly literature. LatinX Diversity Officers merit our
attention as EDI leaders. This dissertation topic is historically timely because it comes at a
sociohistorical turning point in our society where LatinX proportion of the overall population
continues to rise while, sadly predictably, pervasive racism endures and even expands to divide
the United States. This reality places LatinX populations in precarious circumstances. What does
this mean for LatinX EDI leaders in HEIs? It means we invite, encourage, and admonish White
HEI leaders, deans, executive, and staff members to become aware of the very unique
psychological stressors placed upon EDI change agents on campus. The Co-Rs voiced their
concern that, given the harm inflicted on marginalized populations, it is imperative for HEI top
leaders, faculty, staff, and, also for White allies to learn why and how to personally commit to

take action to disrupt, disarm, dismantle, and disrupt microaggressions and macroaggressions.
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These actions must be demonstrated by top executive-level leaders in HEIs who need to
model and publicly announce a strong stance against microaggressions and macroaggressions by
actively engaging in anti-racism and anti-discriminatory actions. They cannot institutionalize
EDI only by hiring a DO and leave it up to them, their EDI teams, or, EDI committees to manage
these issues and, then, to expect institution-wide change to take place and be sustained
long-term.

The greatest significance of my dissertation is in the search for new meanings elicited
during a time in our history of considerable racialized sociopolitical stressors, a time when
leaders of color are challenging leaders in positions of power and privilege to collaboratively
create greater opportunities and support for all students. A unique factor in the design of this
study is the C-RRR concept and framework applied to the multi-phase study. An additional
strength is the role of Co-Rs (participants) who interpreted their own lived experiences in this
IPA study. A meaningful element that led to the success of this study was to create a safe space,
an environment where all could give voice to their lived experiences in an anti-oppression zone.

The Co-Rs expressed themselves as cultural beings; love, humor, and optimism
permeated their stories. These Latinas are hopeful, tenacious, and dedicated to improving the
level of cultural intelligence that exist in HEIs. More importantly, my goal, hope, and
expectation is for the findings to provide a reason for LatinX community members to not allow
cultural amnesia to set in but to embrace their cultural values. Lastly, the findings may serve to
encourage and validate DOs, confirming and affirming that the tensions they experience are real

and are based in the reality that we must continue to disrupt inequity in HEIs.
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Contribution of This Study

I sought to explore, discover, and identify key findings that contribute to the development
of empirical knowledge on the topic of LatinX, DOs, lived experiences based on IPA qualitative
research design. DO positions are increasing in HEIs (Williams & Wade-Golden, 2013), this
study may contribute to the development of more comprehensive and clearly identified roles for
DO job descriptions, hiring, retention, and promotion practices of LatinX DOs, and help to
identify ways for HEI leaders to offer support. More importantly, I hope that the readers of the
research findings may gain in EDI knowledge, cultural intelligence, feel inspired, validated, and
consider Indigenous ways of knowing. I hope this study inspires social justice activism.
Additional studies explored may be in the areas of cultural values and their impact on leadership,
recruitment, and retention of LatinX professionals, EDI training design, HEI leadership, and
qualitative studies of People of Color. My message to Latinas, is that my hope is that by
exploring and identifying various elements of our cultural values, that we strengthen or reconnect
who we are as powerful cultural beings; we carry our ancestors DNA. The Co-Rs are remaining
in contact and encouraging the exploration of the creation of a Pacific Northwest DO network
(Wenger & Snyder, 2000). A DO network or professional community of practice (Wenger et al.,
2002) now exists in the Northwest, there is potential for this study to further explore and study
their group as LatinX DOs.

The findings in this study offer existing scholarly literature an in-depth,
phenomenological knowledge about LatinX DOs in HEI. The findings will inform White HEI
leaders and professionals of the tensions and cultural dissonance that exist in many cultures of
color working or enrolled in HEIs. My hope is that the findings provide provocative insights into

a dynamic that may help explain why EDI change is so complex for DOs and for LatinX EDI
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leaders. The findings may serve as a basis for courageous conversations and for deeper
understanding of biculturalism. The findings may provide a foundation for empathetic exchanges
and for sustained collaborative alliances to develop. In addition, the findings may inform White
allies of the subject matter expertise DOs possess, such as leadership, human resource
development, and student advocacy. The findings may also help DO allies to understand how
cultural values contribute, inform, and motivate DO’s work. The findings may serve as topics for
classroom discussion, lectures, workshops, and group dialogue.
Recommendations for Future Research

Research related to LatinX EDI leaders in HEISs is very limited and scholarly literature
identifying or exploring LatinX DOs and cultural core strengths appeared to be non-existent. A
recommendation would be for researchers interested in LatinX populations to also conduct
studies which include this population. [IPA methodology was not found to be applied to DOs nor
LatinX DOs in any of the current literature. In this regard, my recommendation is to apply this
method of research to diverse, marginalized populations in research studies. Studies on the topics
of 21st century leadership, and its interrelatedness to cultural differences and emerging majority
populations, would provide HEI professionals information that could help manage diversity.
Additional studies on culture, race, leadership, and change are needed for the 21st century’s
globalized world. LatinX leadership leans toward heterarchical leadership within HEIs that have
been historically hierarchical. This topic can be further explored within diverse cultural
contexts.

An additional recommendation for a study is the investigation of psychological stressors
and its impact on an EDI leaders’ health. Indigenous leadership theories would contribute to the

literature; in particular, ensemble leadership theory and practice in HEIs. A study of cultural
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intelligence and 21st century leadership is another area I would recommend for future research
due to the impact of globalization. Lastly, EDI leadership and its psychological impact
throughout HEIs would be an important contribution to future scholarly literature.

Various forms of research designs may be applicable in future studies on the topic of
DOs. Qualitative, mixed methods, and participatory action research designs may be applied.
Studies may focus on multi-ethnic DO group representations and address various geographical
areas. DOs work may be contrasted on an international level. A focus on male LatinX DOs in
HEIs would provide comparison studies on the topic. Studies may also focus on DOs in
corporate environments. In addition, DO-focused studies may explore the differences between
working in Hispanic Serving Institutions and those that do not have this specific designation. In
other words, the topic of DOs has yet to be explored further by applying diverse research designs
and approaches; each of which would add to the existing literature.
Recommendations for Future Practice

In the following brief subsections, I will offer some recommendations for changing and
strengthening future practice in the field of EDI, based on the findings of the research.

Recruiting, appointing, and valuing DOs. Prior to hiring an EDI officer, a clearly
identified network of support which includes top-level HEI executives must be clearly outlined
and documented. HEI leaders must understand and honor her cultural values. DOs are
instrumental in the distribution and development of EDI knowledge and practice on campus.
Therefore, it is important for HEI executive-level leaders— the HEI president, provosts, and
deans—to acknowledge their work. DOs can unlock the benefits of diversity in a way that can

place the HEI as a progressive and informed national model for the future.
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DO job descriptions must have clarity; it must clearly detail the scope of work, tasks, and
role. If the DO job description is in generic language or, the role so expansive that it is
confusing, it may lead to EDI failure.

Retaining, supporting, and building alliances with the DO. I suggest that DOs must be
hired only after HEI executive-level leaders have become culturally informed, possess a high
degree of cultural intelligence, show evidence of being EDI practitioners, allocate funds for an
EDI fully staffed office, ensure the DO position is at the executive level, and has authority to
lead and make institution-wide decisions.

The literature clearly shows that attending EDI training is not enough to change
behaviors; to become EDI practitioners. Hiring a DO to create an EDI strategic plan, and EDI
initiatives alone, does not lead to institutional EDI change. If EDI initiatives have been
identified, executive leaders on campus must be fully engaged in the work until the change
sought is sustained. The HEI president, provosts, counsel, administrators, deans, faculty, and
staff must all be promoting and practicing EDI.

Mainstream DO practices and EDI systemic development. HEI leaders, faculty, and
staff must be evaluated on their EDI efforts in regularly scheduled evaluations and recognition
and promotions made based on EDI-based evidence and active engagement in EDI institutional
change. EDI practices must be institutionalized, in other words, EDI must go beyond creative
marketing campaigns, strategic plans, and initiatives; it must be mainstreamed.

All EDI systems must be evaluated by applying an EDI lens. An EDI data dashboard
must be regularly scheduled at HEI board of trustee meetings, executive leadership meetings,
including college, unit, and department meetings. Human resource leaders must help lead all EDI

strategies and initiatives. EDI data must be tracked, and technical accountability measures
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imbedded in the HEI. In addition, an educational campaign, cross-campus, on the topic of race,
racism, microaggressions, and marginalization will inform, address, and challenge social
structures that exist on campus.

Personal responsibility to lead EDI. LatinX professionals carry a multi-generational
responsibility to address social injustices. In education, we are often sought out by students, staff,
and faculty of color for guidance, advice, counsel, and validation. Students of color seek them
out, sometimes daily to share their stories of navigating existing HEI social structures which
continue to create educational barriers and limit access to equitable resources. This connection is
critical to the cultural reinforcement needed by students to complete their studies. Can more be
done to rally around and support LatinX DOs?

Are HEI leaders sufficiently aware of how current sociopolitical stressors impact the
work of an EDI leader? Do human resource units fully understand the complex demands on
DQO’s expertise and time? Does the DO job description address this critical role and the time
needed to serve as cultural communicators and counselors? We are strong, intelligent, and
tenacious LatinX EDI professionals moving EDI structural inequities within HEIs. It behooves
HEI leaders who seek to employ a DO or HEI leaders of institutions with high numbers of
LatinXers, to educate themselves on the topics addressed in this dissertation. More importantly,
my desire and hope are that this study offer LatinX professionals cultural and intellectual
validation and acknowledgment of their unique distinct and lived experiences while honoring
their contribution to social justice leadership and change.

By identifying and understanding LatinX DOs experiences, as shared here through a
LatinX cultural lens, the study may open new avenues for understanding the complexities that

exist for LatinX DO professionals. Interestingly, although the findings reveal the Co-Rs lived
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experiences of marginalization and microaggressions are largely due to executive, faculty, and
staff member’s lack of professional and personal cultural intelligence (as described by the
Co-Rs); LatinX DO’s turn inward, into their identities, cultural values, and their sense of
authentic selves for continued strength, power, and voice for EDI change.
An Act of Social Justice

This study consummated in the collective idea of “The Colibri Effect” as an act of social
justice. Social justice challenges the status quo and its institutional inequities. This study has
confirmed the urgency for EDI change in HEIs. It is my heartfelt desire that LatinX DOs in
HElIs, and all LatinX EDI leaders, continue to access their core cultural capacities which are
proven to supply the needed energy, passion, purpose, and responsibility to co-construct EDI
change. This is not work that can be done alone. Building powerful alliances with EDI
advocates, activists, and community members from diverse cultures is critical. We are the EDI
paradigm shift and must continue to lead EDI change based upon the foundational cultural value
of justicia (justice), a LatinX cultural value that continues to guide and strengthen us, just as it
did our ancestors.
Research Study Limitations

The significant findings of this study contribute to scholarly literature on the topic of
LatinX DO in HIEs. Be that as it may, it is important to note this study’s limitations as a guide to
future studies.

General limitations of qualitative research. Qualitative studies require researchers to
be skillful in interviewing and, if in the research design includes, focus group facilitation.
Qualitative data can vary based on the degree of skill researchers possess. Qualitative study

interviews, focus groups, and categorizing data, are labor-intensive processes, therefore,
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qualitative studies are typically time consuming. Qualitative studies are also subjective, and
interpretations are limited (Yauch & Steudel, 2003). Mono-method research does not meet the
demand for interdisciplinary approaches, nor is it able to fully probe highly complex issues and
interactions (Mayring, 2007).

Limitations of IPA. Some scholars argue that a researcher’s dialogue facilitation skills
can be a limitation (e.g., Jayasekera, 2012). A compensating factor in my work was the special
degree and quality of rapport that was established because of the occupational and cultural
similarities between the participants and me. IPA’s lack of standardization processes can be
viewed as another limitation. Additionally, a limitation can be research inquiries rely on
subjective perceptions.

Sample size. For quantitative researchers the inevitably small number of the sample is
always an issue. Here, the number fell within the most typical ranges of qualitative research
involving interviews and focus groups (Robinson, 2014). While the sample size was relatively
small (nine), the low number of Co-Rs in this study was actually critical. A larger number of
Co-Rs may not have offered the same degree of time to build strong trusting bonds, to become
vulnerable with each other, and share stories of their successes, joy, and pain.

Data and collection. Confidentiality was a key factor in this study. One of the limitations
was that all shared data (e.g., demographics) could not be revealed. Revealing all of the
demographic would have placed the Co-Rs at risk for being identified. Especially since there are
so few LatinX DOs in HEIs. After completing my qualitative interpretation of the findings, |
discovered that perhaps, the way in which data was gathered could have been enhanced if a word
analysis or word study element of this study was applied. Future researchers may revise the

specific method used for this study for gathering data.
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Self-reporting. As primary researcher of this qualitative research study, I gathered the
data myself. Therefore, the data is limited by the fact it cannot be independently verified. The
interviews and focus group data is taken at face-value. However, the data collected was designed
to include a member-checking process for accuracy.

No longitudinal measurement. Due to limited time frames for completing this study,
longitudinal effects were not investigated. However, longitudinal effects may choose to
investigate the impact of psychological stressors, and/or cultural values and leadership identified
in this study.

Cultural bias. As a LatinX community member, and former EDL leader in an HEI, my
bias could be problematic. Because of this potential, I bracketed my assumptions and was careful
not to omit critical information. Additionally, I paid close attention to details by carefully
situating people, events, places, or things as they were interpreted by the Co-Rs as they identified
the “Colibri Effect” phenomenon.

Language and cultural fluency. There may be a significant limitation in replicating this
study if future primary researchers were not fully bilingual (Spanish and English) nor highly
informed of LatinX culture.

Conclusion

As a Latina, I set my scholarly goals on completing this research study as a social justice
act for myself, and to offer this study as a contribution to establish equitable, and inclusive,
social justice education. LatinX demographic groups are rapidly increasing in the United States. |
believe this places a great responsibility on us as Latinas for leading EDI change in HEIs.
Interestingly, I was very curious to what degree cultural values influence the Co-Rs in their EDI

leadership. What was confirmed by this study is that cultural values really do profoundly drive,
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guide, and influence how the Co-Rs lead EDI change. Cultural values were demonstrated,
expressed, and, symbolized during all phases of this study. During Phase III, the Co-Rs
co-created a collective narrative about their cultural values: collectivism, respect, family, work
ethic, heritage (cultural roots), social justice, spirituality, etc. One of the revelations was seeing
how the group’s cultural values permeated their dialogue and ultimately, their EDI leadership: in
the end, it is their cultural values that sustain them under the most difficult circumstances.

The Co-Rs experienced their EDI work, individually and collectively, as acts of social
justice. They each take an active role in identifying, and, transforming systems in HEIs that
produce inequitable outcomes for students from marginalized populations. The LatinX leaders
view EDI systemic inequities as causing social harm (Young, 2011, p. 96). Their stories were
centered on the cultural tensions —The Dance—they experience as they lead EDI change in
White institutions. In other words, while the HEIs are hiring LatinX EDI DOs (EDI change
agents), to help create cultural EDI changes on campus and within their institutions, what
became very concerning, as shared from their lived experiences, was that HEI leaders, faculty,
and staff, for the most part, are not becoming EDI practitioners themselves.

The DOs indicated they are often viewed as the one hired to address EDI issues on
campus. This in turn, works against HEI EDI initiatives, the EDI efforts these diversity
champions are so passionately promoting and leading. A huge concern is that when they
individually cannot make institutional change they may be viewed as not meeting their tasks
successfully. Nevertheless, they each find great meaning in their work. This is despite the
psychological stressors they experience. This study helps understand the cultural tensions that
exist between the co-researcher DO’s cultural values and those that predominate in their

respective institutions—The Dance.
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Latinx DOs culture switch according to the circumstances in their day-to-day work as
EDI leaders. Suppressing, withholding, or suspending their authentic cultural selves weakens
their sense of being. On the other hand, their ability to develop a high degree of bicultural
intelligence enhances their communication. The co-researchers know their best energy requires
being their authentic cultural selves. They continue to help institutional leaders understand the
power of inclusivity in order to invite and enable the best cultural selves of everyone; each
co-researcher aspires to reach this goal. Interestingly, one of the most powerful cultural values
that came forth throughout the study is justicia (justice). Justicia is at the heart of why the EDI
leaders do what they do. It is the key cultural value that drives their EDI work. It is by embracing
and honoring their cultural values that they keep their dignity and authentic selves, and their
autonomy. For it is by their lived experiences as LatinX DOs that they continue to invite strong
alliances with members of the dominant culture as they share their insightful critiques as 21st
century EDI leaders in HEISs. It is my hope that this dissertation may raise larger questions
among HEI leaders about the value of examining and broadening the values reflected in our

institutions so that they become more equitable.
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