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 Universities across the nation continue to experience shortage of minority faculty 

to meet the needs of an increasingly diverse student population.  Beyond recruiting for 

diversity, institutions face the challenge of retaining and ensuring that minority faculty 

members are successful members of the academic community.  The purpose of this study 

is to explore the phenomenon of Hispanic faculty experiences, their perceptions of 

support and barriers and how they negotiate their sense of place at two predominantly 

White universities. 

 Ten Hispanic faculty who represented diverse ethnic groups, disciplines, gender, 

and faculty ranks were selected for the study.  A mixed method approach was used to 

obtain and organize data to answer the overarching question: How do Hispanic faculty 

negotiate a sense of place in an environment where they are a minority?  The Curriculum 

Vita Analysis focused on the records of productivity, tenure status, and their longevity. 

The Sociogram focused on participants’ relationships with critical stakeholders, essential 

in establishing a sense of place within the academe.  The open-ended interviews focused 

on participants’ perceptions of factors that promote and limit their sense of place. 



 The findings of this study revealed that the participants have contributed 

over 100 publications and 231 presentations to the academic communities they 

represent.  On the average, tenured faculty were slightly higher than the untenured 

faculty.  Participants rated the importance of their relationships with critical 

stakeholders higher than the current levels of their relationships with these 

stakeholders.  It appears that participants used productivity to gain legitimacy and 

utilized relationships strategically to negotiate a sense of place. While all the 

participants were conscious of their heritage, they provided different reasons for 

their consciousness.  Factors promoting a sense of place include positive 

relationships, effective mentoring, support and acceptance of scholarship, 

granting of tenure, involvement and participation in institution’s activities, 

recognition of heritage, and affirmation of unique contributions to the university.  

Factors that limit a sense of place include alienation, lack of recognition, and lack 

of institutional support.  The study concludes with a set of recommendations, 

which includes the need to shift paradigm from minority faculty retention to 

focusing on developing faculty’s sense of place.   
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CHAPTER I 

BACKGROUND OF THE STUDY 

In order for the academe to strengthen its diversity, the representations of faculty 

of color must be improved (Turner & Myers, 2000). Although institutions of higher 

education are enrolling more minority students than ever, they are still failing to diversify 

their faculty (Moody, 2004a). Examples of evidence date back to the World War I era 

where there were only a handful of African American faculty appointments at White 

universities and for most of the century that followed the Civil War where Blacks 

virtually were excluded from teaching positions in White colleges and universities 

(Turner & Myers, 2000). Since then, a significant number of events within the higher 

education environment led to the appointment of minority faculty at White colleges and 

universities. In spite of this, there has been a pattern of underrepresentation as measured 

by census data that permit an examination of underrepresentation by race, age, gender 

and nationality and its various sub-groups (Turner & Myers). 

Furthermore, there is a demographic shift taking place in higher education. 

Hispanics are among the largest minority and yet, one of the most underrepresented 

groups in the academe (U.S. Census Bureau, 2007). The increasing population of the 

Hispanic community has led to institutions of higher education educating learners who 

traditionally have been excluded. This development leads to a variety of issues that 

higher education professionals have not previously experienced, but can no longer 

overlook. The reality is that institutions are faced with educating majority groups along 
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with the growing minority groups that have different needs and challenges. Internal and 

external pressures on higher education have intensified to such a level that many 

university leaders are exploring how to reshape their institutions to be more responsive to 

its increasingly diverse population (Harvey & Valadez, 1994). The demographic base 

available to colleges and universities to recruit and develop professional talents needed 

by society has been altered forever (Hale, 2004).  

The literature shows the disparities of Hispanic faculty members within higher 

education. This disparity continues to be problematic since Hispanics are the largest 

minority in the 21st century (U.S. Census Bureau, 2005). According to National Center 

for Educational Statistics (NCES, 2003), Hispanics represent 3% of all full-time 

instructional faculty in degree granting institutions. Instructors and lecturers of Hispanic 

heritage make up 5% and 4%, respectively. The percentages decreased in the category of 

assistant or associate professor to 3% each and the full professor category at 2%.  

The majority of Hispanic faculty are concentrated at the lower rungs of the 

academic ladder. For example, in a study conducted by Turner and Myers (2000), in 

1989, White males accounted for 75.2% of all 34- to 43-year-old men with M.A. or Ph.D. 

degrees and represented 88.9% of all individuals identified as faculty (Turner & Myers, 

p. 71). However, Blacks, American Indians, and Hispanics within the same age groups 

were severely underrepresented. Also, American Indians, Asians, and Hispanics from 

early-career to mid-career age groups of 24 to 33 were underrepresented (Turner & 

Myers, pp. 72-73). Generally, it is in these age groups that faculty begin to move into 

tenure track or mid-level positions within academia. Turner and Myers concluded there 
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were not enough minorities at the mid-career level to improve their representation in top 

academic positions in the immediate future. Furthermore, he stated, that any optimism for 

improvement rests on the unrealistic assumption that the pattern of early drop out will not 

change in the short term (Turner & Myers, 2000, pp. 73-74). 

As of July 1, 2004, the U.S. Census Bureau estimated 41,322,070 Hispanics in the 

United States not including Puerto Rico (U.S. Census Bureau, 2003b). The one-year 

growth rate of 3.6% was the largest of all population groups. Additionally, Hispanics 

accounted for 14.1% of the population (not including Puerto Rico) with a growth rate of 

57.9% from 1990 to 2000, making Hispanics the fastest-growing population group in the 

U.S. (U.S. Census Bureau, 2005). In 1999-2000, Hispanics represented 11.1% of the 

nation’s high school graduates; earned 9% of all associate’s degree, 5% of first-

professional degrees, and 3% of doctoral degrees (Digest of Educational Statistics, 2002; 

NCES, 2003). 

According to the U.S. Census (2000), the Hispanic population is predicted to 

increase from 282.1 million in the year 2000 to 419.9 million in 2050. According to 

Ortiz-Silva (2004), the most useful way of looking at the underrepresentation of Hispanic 

faculty is to consider the disparity that exists between the percentage of Hispanic faculty 

and the percentage of Hispanics in the total U.S. population. Underrepresentation can 

also be looked at by considering the percentage of Hispanic residents living within the 

state where the college or university is located. The percentage of Hispanic high school 

graduates within the state may also be compared to the percentage of Hispanic faculty 

(Ortiz-Silva).  
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Inequalities and ethnic differences still exist even in the 21st century. The growing 

number of students of color is the primary reason that racial diversity must work in 

higher education. Students of color must be able to identify with some of their professors 

to improve their level of success. Also, emerging groups, including Hispanics and 

African American first generation college students, provide a series of unique challenges 

to leaders in higher education. Because minority groups tend to have different 

socialization and value systems, they can view the institution as hostile whereas members 

of the dominant group may view it as friendly (Hale, 2004). Without higher education 

leaders’ awareness of this phenomenon and willingness to take deliberate steps to remove 

the socio-political, economic, and psychological hurdles, the impact facing these minority 

groups will worsen, which in turn will have a negative impact on the larger society. 

Evidence shows that minority youths who dropped out of school have a high probability 

of being incarcerated. 

Inequalities among Hispanic students eventually translate into the 

underrepresentation of Hispanic faculty within higher education institutions. Although 

the numbers of Hispanic higher education faculty are increasing, they still lag far behind 

those of their White colleagues. According to the American Council on Education’s 

(ACE) Minorities in Higher Education 20th Annual Status Report (2005), Whites hold 

more than 87% of the highest academic positions as compared to African Americans 

(8.9%) and Hispanics (3.2%) in 1999. For minority doctoral students, it has become 

evident that their representation in academic programs is pitifully small in many fields 

(ACE, 2004). This is especially an issue when it is noted that enrollment in doctoral 
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programs opens up opportunities for minorities to enter academia notwithstanding other 

obstacles. 

Other disturbing trends affect underrepresentation, including the move away from 

need based students to merit based financial aid at both the federal and state levels and 

the rapid increase in tuition costs at public institutions driven by the cuts in state 

appropriations. Additionally, the increase in merit aid and the competition to get the “best 

students” as defined by high grades and test scores and has a direct effect on both access 

and completion rates among minorities (ACE, 2004). 

Many colleges and universities, particularly the most prestigious and selective 

ones, have initiated affirmative action programs or “racial preferences” in admissions 

aimed at increasing the number of underrepresented racial and ethnic groups. This has 

contributed significantly to progress towards increased diversity over the last 30 years 

(Cole & Barber, 2003). However, the attack on affirmative action in states like 

California, Texas, Florida, and others where recent Supreme Court decisions have 

preserved the ability of selective institutions to consider race among other factors in 

admission decisions has also influenced the n umber of minorities entering higher 

education institutions (ACE, 2004). Today, with race based scholarships under scrutiny, 

affirmative action losing support, and efforts to achieve diversity and equity in higher 

education being contested, there is an urgent need to re-examine minority faculty issues 

including recruitment, retention, and development of faculty of color in the academic 

workplace (Turner & Myers, 2000). According to Turner and Myers, “such developments 
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are modern day manifestations of the historical legacy excluding racial and ethnic groups 

from full participation in education and in the economy” (p. 19). 

As a Hispanic female and part-time faculty member in a predominantly White 

university, I have discovered a phenomenon in the literature that has stimulated my 

interest and compelled further investigation. The phenomenon involves the plight of 

Hispanic faculty in higher education. I found myself discouraged, amazed, and shocked 

with studies that depict the negative experiences of Hispanics. Even as an undergraduate 

student, I struggled with finding Hispanic faculty mentors who could relate to my cultural 

issues as a Hispanic student. As a graduate student, the need for mentors who can relate 

to students’ experiences on campus became clear to me. Considering the growth of the 

Hispanic population, I noticed the disparities in Hispanic faculty members in my 

undergraduate and graduate institutions, both of which are predominantly White. In 

addition, my sister, who is a professor at a predominantly White university in another 

state, tells stories of her struggles with underrepresentation and isolation of Hispanic 

faculty. Hence, many, including myself, continue to wonder about the experiences of 

Hispanic faculty members in predominantly White universities.  

Purpose of the Study 

In response to the paucity of literature on Hispanic faculty experiences on 

predominantly White campuses, the purpose of this study is to explore the phenomenon 

of Hispanic faculty experiences, their perceptions of support and barriers and how they 

negotiate their sense of place at two predominantly White universities: University A and 

University B. 
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The intent of this descriptive study is to uncover and describe the experiences of 

Hispanic faculty at predominantly White universities. This study represents the 

descriptive interpretive qualitative research design, and the methodology used to explore 

Hispanic faculty experiences and perceptions of barriers and constraints within 

predominantly White universities. Specifically, I describe Hispanic faculty perception of 

barriers and constraints within their institutions and find their balance and negotiate for 

success within their environments.  

This study will contribute to the void in the literature on Hispanic faculty 

perceptions of barriers and constraints which specifically influence their sense of place. 

Also, I hope it will create a forum for synthesizing the voices of Hispanic faculty 

regarding their experiences in the academy, which may assist in building bridges for 

Hispanics in higher education. Moreover, internal and external pressures on higher 

education have intensified to such a level that many university leaders are exploring how 

to reshape their institutions to be more responsive to its increasingly diverse population 

(Harvey & Valadez, 1994). This study will contribute to the dialogue and offer strategies 

for Hispanics attempting to enter academia.  

Need for the Study 

Undoubtedly, higher education leaders face an enormous challenge in their effort 

to recruit faculty members of Hispanic heritage. As mentioned earlier, even when 

predominantly White universities are eager and willing to attract and recruit this group of 

faculty, the limited graduation rates from elementary to high school and from 

undergraduate to graduate schools hamper their success. 
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It makes sense, therefore, that universities would concentrate their efforts on 

retention of the very few Hispanic faculty they are able to recruit. It also makes sense to 

expect that efforts would be made to ensure the success of this group of faculty. After all, 

it is a waste of institutional resources when efforts and resources have been expended to 

recruit Hispanic faculty only for the faculty to stay for a short period of time at the 

institution. Evidence suggests that retention of minority faculty continues to be a serious 

challenge in many higher education institutions in the nation. Given this revolving door 

situation, it behooves higher education researchers to explore factors that contribute to 

attrition and limited success among Hispanic faculty. 

The central aim of this study is to investigate how Hispanic faculty members 

develop a sense of place in an environment where they are a very tiny minority. The 

National Trust for Historic Preservation defined “sense of place” as “those things that add 

up to a feeling that a community is a special place, distinctive from anywhere else” 

(Stokes, Watson, & Mastran, 1997, p. 192). To have a sense of place is to have a sense of 

connection with the immediate environment, to have a sense of belonging to the 

community, to have a sense of attachment with values and vision of the institution. 

Alienation is minimal where there is a strong sense of place. 

Sense of Place 

In summarizing “a sense of place”, these questions will serve as a guide in 

understanding how “a sense of place” has been used in the literature: 

(a) In what various disciplines is the concept of “a sense of place” used? (b) How 

is the context of “a sense of place” used in each of these disciplines? (c) What are 
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the dimensions and different aspects of “a sense of place” as used in these 

different disciplines? (d) Which aspects of all of these will I be using to serve as a 

context for my study? 

The concept of “a sense of place” spans diverse academic disciplines 

ranging from Education, Biology, Sociology, Environmental Education, Geology, 

Geography, Art and Architectural, and Public Administration.  The term “sense of 

place” can be conceived as a multidimensional construct representing beliefs, 

emotions and behavioral commitments concerning a particular geographic setting. 

This view can better reveal complex relationships between the experience of a 

place and attributes of that place than approaches that do not differentiate 

cognitive, affective and cognitive domains (Jorgensen & Stedman, 2006). 

According to Shamai and Ilatov (2005), sense of place is constructed by 

underlying the structures of power.  Sense of place includes people together and 

excludes the ‘other’. “Those who belong to a particular place are distinguished 

from those who do not; and while the latter may be excluded from that place, the 

former are expected to conform to its conventions.” (p. 468).  The authors state 

that sense of place is a holistic concept comprised of two main components: 1) 

interactions among family, friends, activities and traditions, culture and power 

relations and 2) the scenery of the place, its climate or geological value.  Thus, a 

sense of place is a combination of both the physical (environmental) and 

personal/social interactions in the place (Shamai & Ilatov, 2005). 
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  Dillon’s (2006) notion of ‘place’ in which people express their creativity 

in its many different manifestations, including the influence of place on, place as 

a location for and place as an expression of literature, drama, poetry, art, crafts 

and especially music. In this view, place is a human construct, not a totally 

independent reality.  When people encounter a new place, they try to make sense 

of it and at the same time they become involved with it. They review what they 

know about the place, or need to know about it, in order to interpret it. They make 

comparisons and associations with other places and other experiences. They 

engage with the new place through all the senses. They respond, or react, to it.  

Personal construct psychologists, using approaches derived from Kelly 

(1955), describe processes such as ‘construing’. Construing involves thinking, 

feeling and reacting; it has cognitive, affective and dimensions and thus provides 

a means of establishing how individuals experience the world and make sense of 

those experiences (Dillon, 2006). 

In social science theory, “sense of place” is used as an umbrella concept 

for manifold people–place relations. A few studies exist, mainly in the field of 

leisure  sciences, that examine tourist–place relations with the concept of sense of 

place (Hummon 1992; Hay 1998; Stedman 2003). These studies explain that for 

tourists, visited places can be as deeply meaningful as for locals, notably as 

symbols of important experiences or because of the places’ restorative value. But 

empirical studies focus mostly on defining the constituents of sense of place, or 

on the strength of place relations. Stedman’s (2003) quantitative study in northern 
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Wisconsin demonstrates that sense of place is not just based on social 

constructions, but also on some material reality, i.e. on concrete landscape 

characteristics. Hay (1998) found in a survey study on Banks Peninsula, New 

Zealand, that the sense of place of local Maori people is deeply rooted, whereas 

the sense of place of tourists is rather superficial, due to different residential status 

and thus different ancestral and cultural connections. Social relationships are 

relevant to the sense of place of both locals and tourists.   

 “Sense of place” can be defined as a relationship to place, a dialectical way 

of thinking of and experiencing a biophysical and cultural place (Deer, 2002).  In 

recent years, environmental education programs have often included ‘sense of 

place’ in their curricula, assuming that if children care about one place in 

particular, they will eventually care about the environment in general (e.g., Lane-

Zucker, 1997; Leslie et al., 1999; Orr, 1993; Pyle, 1992, 1993; Sobel, 1993, 

1997/98, 1998; Traina & Darley-Hill, 1995; Turner, 1997). 

Authors write about a sense of place and the importance of nature in 

children’s experiences (Basso, 1996; Feld & Basso, 1996; Hough, 1990; Low, 

1992,  Pena, 1998; Relph, 1976) and planners and geographers discuss the 

importance of preserving and developing a sense of place for community 

prosperity and preservation (deGroot, 1992; Forman & Godron, 1986; Hart, 1997; 

Jackson, 1994; Moore, 1986; Perkins, 1988; Relph, 1976; Sago!, 1992; Spin, 

1984; Tuan, 1978; Usner, 1995; Watson, 1997). A sense of place is to try to 
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uncover what it is about a sense of place that really matters. For without this 

understanding, creating or preserving a true sense of place is not possible. 

 Frumkin (2003) states that: “Some places are romantic, and some places 

are depressing. There are places that are confusing, places that are peaceful, 

places that are frightening, and places that are safe. We like some places better 

than others. Then he asks, How do we know what makes a good place?” 

Shamai & Ilatov (2005) state that dealing with the concept of sense of 

place is a complex task because it is not just a formal concept awaiting precise 

definition. Although sense of place resists a simple definition, I have shown that 

there can be different ways of explaining and probing the concept. 

I have chosen to use “sense of place” within a cultural context in order to 

understand Hispanic faculty members’ perceptions of their own sense of place by 

looking at their individual consciousness, ethnic heritage, productivity and 

relationships within predominantly white institutions using three tools: participant 

interviews, sociogram and CV analysis. These all contribute to faculty sense of 

place because it is the currency that must be used to be successful within 

academe.   

 An examination of sense of place of Hispanic faculty becomes critical 

 because the literature of higher education identifies many challenges that minority 

 faculty members encounter in predominantly White institutions. Examples of 

 these challenges include racism, marginalization, invisibility, devaluation, 

 prejudice, and a sense of disconnection with the institution. In essence, the
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 institutional climate is not always perceived as supportive, affirming, and 

 empowering by members of minority faulty groups. 

 However, in spite of these challenges, some minority faculty members 

 survive the climate, while others actually thrive in the same environment. How is 

 it possible that some faculty of Hispanic origin fail whereas others survive? How 

 is it possible that some thrive whereas others are merely surviving? Could the 

 answers to these questions lie in how the Hispanic faculty members perceive their 

 institutional environments? Could it be that Hispanic faculty members who 

 succeed differ from those who do not in terms of the strategies they adopt to 

 negotiate their sense of place within this environment? How does this group of 

 faculty find a home in a predominantly White university for their scholarship and 

 their humanity? 

 These questions describe the central struggle of this study—a struggle in 

 the mind of a researcher who yearns for illumination about the micro world within 

 a macro universe, illumination about personal adaptation to and confrontation 

 with the dominant paradigm and culture, and illumination regarding private 

 strategies and sources of strength necessary to survive in a seemingly  

“unfriendly” environment. 

Research Questions 

In response to the central purpose of this study, the following questions guided the 

research process:  
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1.  How do Hispanic professors develop a sense of place within predominantly 

White institutions? 

2.  How do Hispanic faculty describe the climate of their institutions especially in 

relation to institutional support and barriers? 

3.  What strategies do Hispanic professors use to survive in predominantly White 

institutions? 

4.  What recommendations do Hispanic faculty members provide to beginning 

faculty members who desire to excel in predominantly White institutions? 

These questions served as a guide for data collection, analysis, and discussion of the 

findings of the study.  

Significance of the Study 

 Why study faculty? Green (1989) stated that “faculty are the core of the 

institution” and it is imperative that the academe attempts to enhance diversity so that 

representation and the well being of faculty of color be strengthened. Institutions will 

continue to fail in their efforts to recruit and retain Hispanic faculty until they are familiar 

with the perceptions of Hispanic faculty themselves.  

 It is critical that a study of this type leads to an examination of Hispanic faculty 

perceptions and strategies that are essential to their success. To be successful (a) Hispanic 

faculty need to understand themselves and their academic institutions.  Both Hispanic 

faculty and the institution need to know what works and what does not and why. This is 

useful for future Hispanic faculty in the pipeline; (b) Institutions need to know about how 

their environment is perceived by different segments of the institutions. They need to 
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search for ways to change the environment to enhance Hispanic faculty retention and 

success; (c) A study of this nature is critical because it uses the voices of Hispanic faculty 

themselves; and (d) Its contributions to the literature in an area that is scantily 

represented. 

Definition of Terms 

Hispanic: According to the Office of Management and Budget (OMB), a 

Hispanic or Latino is classified as a person of Mexican, Puerto Rican, Cuban, Central or 

South American, or other Spanish culture or origin, regardless of race. The term “Spanish 

origin” can be used in addition to “Hispanic or Latino” (OMB, 2006).  

Latino/a: Latino is the direct Spanish translation of the word Latin. In the United 

States, Latino (and sometimes the feminine form Latina) refers to a person of Latin 

America, especially Hispanic heritage. Some Latinos do not consider themselves 

Hispanic, especially if they are of indigenous Amerindian or African descent, whereas 

others consider themselves Hispanic, especially if they are of Spanish or European 

descent; therefore, Latino/a is the preferred term (U.S. Bureau of Census, 2007). 

Subgroups: Groups that are geographically represented under the Hispanic 

umbrella such as Puerto Ricans, Mexican/ Chicanos, Columbians, Peruvians, Cubans, 

and so forth. These sub-groups differ in their migration patterns and socio-economic 

backgrounds (U.S. Bureau of Census, 2007). 

Underrepresentation: The basis from which underrepresented minority groups are 

calculated: 
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• Percentage of minority faculty compared to their percentage in the general 

population 

• Percentage of minority faculty compared to their percentage in the national 

pool of qualified individuals 

• Percentage of minority faculty compared to the expected availability (“fewer 

in a particular job group than would reasonably be expected by their 

availability”) 

• Percentage of minority faculty compared to their representation in the 

appropriate civilian labor force which may be geographically determined 

(Turner & Myers, 2000). 

Turner and Meyers measured minority representation by the ratio of the percentage of 

faculty who are minority to the percentage of the relevant population who are minority.  

Assumptions 

Assumptions are embedded in every major study of this type. The assumptions 

pertinent to this study are presented below. 

1. Hispanic faculty may provide assistance to other Hispanic faculty members in 

overcoming barriers to advancement. 

2. Hispanic faculty will respond openly and candidly to probing questions about 

their lives in their institutions. 

3. Hispanic faculty are the best ones to talk about what can make them succeed; 

they can build rapport with each other. 
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4. This study will give voice to Hispanics and through their voice discover what 

is unique and what is common or expected in the literature. 

5. It is assumed that a sense of faculty productivity can be derived from faculty 

CV and that their productivity plays some role in their retention. 

6. In addition, it is assumed that how minority faculty members negotiate their 

sense of place is different from how majority faculty members negotiate their 

sense of place at predominantly White universities. 

 In summary, given the growing demographics of Hispanics and the challenges 

that face them, a study of this type is critical in developing strategies and 

recommendations for institutions and new Hispanic faculty members to adopt as they 

enter academia.  The next chapter will provide a literature review to further validate the 

need for the study.



 

18 

 
 
 

CHAPTER II 

LITERATURE REVIEW 

In this chapter, a comprehensive review of the literature is presented. The purpose 

of the literature review is to avoid unnecessary duplication, to identify variables that may 

influence the problem, to identify promising procedures and instruments, and to limit the 

problem. In this study, the literature illustrates the importance of the struggle to increase 

Hispanic representation within predominantly White institutions. The literature review 

also indicates the lack of research and gaps on this topic. The terms Hispanic and Latino 

are used interchangeably to reflect the new terminology in the standards issued by the 

Office of Management and Budget in 1997 that was implemented on January 1, 2003 

(U.S. Census Bureau, 2000). For purposes of this research, I consistently used the term 

Hispanic. 

Existing data show that institutions are struggling to increase their Hispanic 

faculty pool (NCES, 2003). Increasing the pool of Hispanic faculty is necessary in order 

to respond to the changing demographic needs of students. Institutions have tried to 

address this problem in various ways using strategies such as: (a) Affirmative Action as 

mandated by the federal government and (b) various methods for recruitment and 

retention using strategies such as mentoring. However, part of the problem is a lack of 

understanding of the worldview of Hispanic faculty members. Furthermore, the voices of 
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Hispanic faculty are scantily represented in the literature that addresses the issue of 

minority faculty retention. 

Although many studies have looked at the barriers to higher education and factors 

that contribute to student attrition within institutions (Astin, 1975a; Terenzini & 

Pascarella, 1977, 1978, 1980; Tinto, 1975, 1987), relatively few studies specifically 

examine these problems among Latinos. Although the dropout rate is a significant 

deterrent to graduation of Latinos in higher education, other factors also play an 

important role. 

Noted among the contributory factors to the underrepresentation of Hispanic 

faculty in higher education is racism. Hale (2004) described racism as “a disease 

ingrained in the fabric of American Society. Racial prejudice becomes racism when one 

group has control over another group” (p. 5). Historically, minority groups such as 

Blacks, Latinos, Asians, and Native Americans have been victimized by racism in the 

United States. As a result, affirmative action policies were proposed as a way to end 

racism with the hope of making substantial positive gains in the areas of minority 

contracting, employment, and admission of students to colleges and universities.  

Within the academe, many higher education policies are set by boards of trustees 

and key administrators. These leaders develop policies that govern for flexible admission 

policies, support services, financial aid packages to underrepresented students, and other 

programs that support the climate for minority students. Additionally, institutional leaders 

develop hiring practices, curricula, and mentoring programs, the aims of which are to 

generally influence participation rates of minority groups (Hale, 2004). 
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In 2002, one of every four persons (24.3%) living in poverty in the United States 

is of Hispanic origin (U.S. Census Bureau, 2003b). Participation in higher education for 

other minorities such as African Americans and American Indians is dismal at best. Low 

representation rates for people of color among tenure-track and tenured faculty ranks 

follow this pattern, and it is clear that exclusion continues to be the theme (Turner & 

Myers, 2000). 

There are many potential benefits to diversity. Ethnic diversification among 

students suggests that successful efforts are being made to overcome the educational and 

financial disadvantages that have prevented African American, Latino, and Native 

American students from taking full advantage of the opportunities that come with an 

education (Cole & Barber, 2003).  

 With a diversified student body comes the expectation of a diverse faculty that 

will teach this body and be sympathetic to their special needs. Having the representation 

of African American and Latinos on faculties roughly proportionate to the representation 

of students and the ability of minorities to fill faculty positions in all fields would suggest 

that long term discrimination is being abandoned and recognized. Additionally, it is 

believed that the academic performance of minority students will be enhanced if minority 

faculty can serve as role models to these students (Cole & Barber, 2003).  

Demography 

The demographic data of the United States is changing. It is now widely predicted 

that before the end of the 21st century, the minority population will constitute the 

majority, a development that is largely attributed to the continuing astronomical increase 
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in Hispanic population (U.S. Census Bureau, 2000). According to the Office of 

Management and Budget (OMB), a Hispanic or Latino is classified as a person of 

Mexican, Puerto Rican, Cuban, Central or South American, or other Spanish culture or 

origin, regardless of race. The term “Spanish origin” can be used in addition to “Hispanic 

or Latino” (OMB, 2006). The term Hispanics refers to a group of Americans who share a 

common language and origin, but who come from diverse nations and backgrounds. The 

three largest Hispanic subgroups are: Mexican-Americans, Puerto-Ricans, and Cuban-

Americans, with Central and South American immigrants growing steadily. These sub-

groups differ in terms of their migration patterns and socioeconomic backgrounds. 

Cuban-Americans have the highest levels of education, whereas Mexican-Americans, the 

largest Hispanic sub-group, have the lowest. Puerto Ricans and Central/South Americans 

fall in between both groups (Moreno, 1998). 

According to the United States Bureau of the Census (2000), 281.4 million 

residents were counted in the United States (excluding the Commonwealth of Puerto Rico 

and the U.S. Island Area), of which 35.3 million or 12.5% were Hispanic (see Figure 1). 

Mexicans represented 7.3%; Puerto Ricans represented 1.2%, Cubans 0.4%, and 

other Hispanics 3.6% of the total population making one out of every eight persons in the 

country a Hispanic (U.S. Census Bureau, 2000). The Hispanic population in the United 

States increased from 22,354,059 in 1990 to 35,305,818 in 2000—a 57.93% increase—

making them the largest minority group (U.S. Census Bureau, 2000).  

For the year 2000, the U.S. Census Bureau reported Hispanic individuals of 

Mexican descent increased by 52.94% from 1990 to 2000. During that same period, 
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Puerto Ricans and Cubans increased by 24.87% and 18.94%, respectively. Interestingly 

the population of Hispanics from Central and South America and other parts of the world 

almost doubled during the same time. It is predicted that the nation’s Hispanic and Asian  
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Other
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Figure 1. Demographic representation of Hispanics in America by sub-groups 

 
populations will triple over the next half century. Overall, the population is predicted to 

increase from 282.1 million in the year 2000 to 419.9 million by 20

ntrated in the following s

lorida, and Illinois with almost one-third living in California and one-fifth

in Texas making up almost one-half of the Hispanic population. There are Hispani

individuals in almost every county in the United States with the exception of a few in 

some northern and southern states (U.S. Census Bureau, 2000). Although many, 

especially in the business sector, perceive this as an opportunity, a growing new market
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the political arena, a growing new voting bloc, others are of the view that the n

population presents some challenges to the traditional institution.  

Educational Attainment 

The gap in educational attainment continues to be pronounced for Latino 

Americans where only 10.6% of the Latino population holds a bachelor’s degree, 

compared with 28.1% of the non-Latino population (Therrien & Ramirez, 2001). Among 

the subgroups, there is a considerable difference in educational attainment of bac

degrees: Mexican origin, 6.9%; Puerto Rican origin, 13%; Cuban origin, 23%; Central 

and South American origin, 10.6% (Therrien & Ramirez).  

The U.S. Census Bureau (2000) has reported that the educational attainment 

levels of Hispanics with a high school education influence the ability of Hispanics to 

attend higher education institutions. The education gap begins long before students start 

to think about college. According to the National Assessment of Educational Progress,

41% of White students are proficient in reading by the 4th grade, compared to 15% of 

Latino students. By the 12th grade, a point by which a significant number of students h

already dropped out, only about one-fourth or 26% of Hispanics have achieved 

proficiency in reading, compared with almost one-half or 47% of White students (N

1999, 2003). Ultimately, between one-third and one-half of all Latino

in the U.S. drop out of high school and fail to receive a diploma (Orfield, Losen, 

& Swanson, 2004; Rumberger & Rodriguez, 2002). Educational attainment, as 

d by the U.S. Census Bureau (2000), indicates that the Hispanic population, age 

 over, have attained less education than their non-Hispanic White counterparts. 
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 seven percent have less than a 9th grade education compared to 4.2% among non-

ic Whites (4.2%); 15.7% have not completed high school versus 7.3%

ic Whites; 27.9% have diplomas co

igh school education compared to 54.4% for non-Hispanic Whites. These 

numbers are staggering. According to Rodriguez-Villadares (2002),  

Students who drop out are faced with a life of functional illiteracy; significantly 

lower earnings; double the rate of unemployment than for graduates; four times

the likelihood of ending up on welfare th

 a criminal. Fifty percen

high school dropouts . . . at best, the lack of education condemns people to a life 

of menial jobs and poverty. It can sentence them to a life of welfare, 

unemployment, or crime. (p. 36)  

According to Orfield et al. (2004), the number of jobs offering livable wages fo

individuals without high school diplomas grows smaller each year. In 2001, the 

unemployment rate for dropou

graduates (7.3 vs. 4.2%). Approximately two-thirds of all state prison inmates 

have not completed high school (Orfield et al.). 

Socio-economic Status 

Given the relationship between education and socio-economic status, institution

of higher education need to prepare for the influx of lower-income students so that 

graduation is a reality. The U.S. Census Bureau (2000) estimates that high school 

dropouts will earn $270,000 less than high school graduates over their wo
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 data also show that the gap between high school graduates and dropouts has 

grown over the last 20 years.  

The publication, The Sixth Edition of Knocking at the College Door (McGlynn, 

2004c) shows in the publication family income data in the 2006-07 school year indicating

that 16% of public high school graduates will come from fam

0 a year. The same holds true for families earning over $100,000 per year; an

68% of all students will come from families with annual incomes ranging from $20,000 

to $100,000. The West will see the highest growth rate among low-income students. The

Northeast

Among full-time, year-round workers in 2002, 26.3% Hispanics and 53.8% non-

Hispanic Whites earned $35,000 or more. Mexicans were reported as earning the lowest

proportion among people who earned $35,000 or more. Additionally, 12.4% Hispanics

and 31.8% non-Hispanic Whites earned $50,000 or more. Mexicans lagged behind

only 10.6% in this category (Ramirez & de la Cruz, 2003).  

Although most immigrants move to the United States for economic reasons, 

Hispanics continue to fall behind non-Latino Whites in economic attainment. Accord

to Torres (2004) among full time, year-round Latino workers, only 23.3% earn $35,00

e. 

The percentage of people living at or below the poverty level is another indicator 

of economic attainment. Among U.S. Hispanics, 25.8% of Puerto Ricans live under the 

poverty level, the largest among U.S. Hispanics (Torres, 2004). There is a significan

difference between U.S Hispanics and U.S. Latino non-Whites (22.8% and 7.7%, 
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s are only 14.2% as compared to 35.1% of non-Hispanic Whites coming from 

the same occupational group (Ra ). This data contributes to the 

literatu

 

 integrate one’s career aspiration within a society historically 

bound nities 

he 

t 

American students, and 53% of all Hispanic students graduated from high school. Black, 

respectively), living below the poverty level, which indicates the continued economic 

struggle of Hispanics in the United States (Therrien & Ramirez, 2001). According to 

Cole and Barber (2003), as of 1996, of the total undergraduate student populations, 

10.8% were African Americans, 8.3% were Latino, 6.0% were Asian, and 1% other. 

College completion rates for

ic advantage. The occupational distribution of Hispanics can be characterized

“low paying, less stable, and more hazardous occupations” (Cordova & del Pinal, as cited

in Gross, 2004, p. 64). Hispanics employed in managerial or professional specialty 

occupation

mirez & de la Cruz, 2003

re that shows the existing presence of continuing education and economic barriers 

for Latin Americans. Moreover the projected growth of the Latino workforce and Latino

underrepresentation in higher education may indicate a future gap in readiness for an 

increasingly technical labor force.  

The struggle to

by barriers to educational access, economic resources, and political opportu

requires attention to factors that influence how Hispanics are underrepresented within t

academe.  

Hispanic Dropout Rate 

According to the report “Losing Our Future: How Minority Youth Are Being Lef

Behind by the Graduation Rate Crisis,” only 50% of all Black students, 51% of Native 
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Native American, and Hispanic males fare even worse: 43%, 47%, and 48%, respectively

(Orfield et al., 2004). 

Undergraduate Hispanics have a very high dropout rate from primary and 

secondary education. Their high school dropout rate is 43% as compared to 11.6% for 

Whites and 21.1% for African Americans (U.S. Census Bureau, 2000). These perce

are more than double the rate for African Americans and four times the rate for Whites. 

Hispanics not only have higher dropout rates than other ethnic groups, but they tend

drop out earlier than other groups. Whereas dropout rates have decreased about 40% f

African Americans and Whites combined, between 1972-1999, only a 15% decrease h

occurred for Hisp

According to Brown, Santiago and Lopez (2003), policymakers argue that cutting 

the dropout rate of Latino youth should be the top priority for improving Latino advanced

educational attainment. “Without plugging this hole in the educational pipeline for 

Hispanic students,” they argued, “we will never substantially increase Latino enrollmen

in higher education” (Brown et al., p. 41). They further emphasize that “any action 

strategy to increase the college-going rate for Latino students must include efforts to 

increase the numbers who graduate from high school and ready to pursue Bachelor’s 

degrees” (p. 41). 

, 2003) emphasize high s

 that the Latino community is also making progress in higher education. Wh

more disturbing to them is the fact that the media focuses on high school dropouts and 

that limited public attention is given to Latino education achievement. This reinforces 
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hievement at the highest level (Brown et al.). 

n 

 et 

 

h minority districts consistently standing between 20 and 

40%. The district data remain consistent, as the graduation rates are consistent in majority 

minority populations. 

There are a total of 3.2% of districts in Ohio considered majority minority. The 

more segregated districts include the largest cities such as Cleveland, Columbus, 

Cincinnati, Toledo, Akron, and Dayton. Ohio’s 2002 performance report identified 12 

school districts in a state of “Academic Emergency” where 10 of the 12 districts were 

above Ohio’s average Black enrollment and most were from high poverty urban school 

districts (Orfield et al., 2004). 

two bad habits: (a) focusing on deficits when talking about Hispanics and the invisibility 

of Latino high achievers; and (b) to rely exclusively on the deficit model diverts attention 

from the real accomplishments that can be the foundation for national strategies to ensure 

Hispanic intellectual ac

Ohio Graduation Rates 

In Ohio, graduation rates of 70.7% remain slightly better than the national 

average. However, the racial gaps in graduation rates are among the highest in the natio

standing at 32.7 for Hispanics, 36.3 for Blacks and 53.5 for Native Americans (Orfield

al., 2004). The authors illustrate this in Table 1. The authors indicated that the graduation

rates were extremely low in hig
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Table 1 

Ohio Graduation Rates by Race and Gender 

 
Ohio Students as Reported 

 

 
All Students 

 
Female 

 
Male 

 
 
Ohio Students (CPI)* 

 
70.7 

 
73.8 

 
67.0 

 
By Race/Ethnicity 
American Indian/AK Nat. Asian/Pacific Islander 
 

 
22.4 

 
- 

 
- 

 Hispanic 43.2 45.5 32.7 

 Black 39.6 45.6 32.4 

 White 75.9 78.2 72.3 

 
*CPI: Cumulative Promotion Index. Developed by the Urban Institute and considered the 

most accurate of all the methods for estimating graduation rates 

 
Barriers Associated With Latino Dropout Rates 

Many barriers have been associated with possible reasons why Hispanics continue 

to drop out at a rate almost 2.5 times higher than other ethnic groups. These barriers 

include inequity in school financing, school segregation and poverty, underrepresentation 

of Hispanics among school personnel, lack of multicultural training for school personnel, 

lack of bilingual and English as a Second Language programs, low expectations of school 

personnel, language proficiency, misplacement of students in special education classes, 

testing and assessment, underutilization of technology, parental involvement and lack of 

school safety.  
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English language ability is an important indicator for the likelihood of dropping 

out of high school among Hispanics. Unlike most White and African American dropouts, 

Latino dropouts overall are not proficient English speakers. Almost 40% of Latino high 

school dropouts, including recent immigrants who never attended U.S. schools, do not 

speak English at least “well” (Fry, 2003).  

In 2000, about 86% of Hispanic 16- to 19-year-olds either spoke only English or 

spoke English at least well. The 14% Hispanic 16- to 19-year-olds who have poor 

English language skills have a very high dropout rate. About 60% of these youth are high 

dropouts. Among Latino youth with fluent English skills, about 15% are high school 

dropouts (Fry, 2003). Individual barriers include academic expectations and performance, 

accelerated role taking, generational status and acculturation, pregnancy, drugs and 

unsupervised environments as parents work multiple low wage jobs (Fry). 

Brown et al. (2003) described most Latino students as, “first-generation college 

students, low-income, have a less academic high school education than their peers and 

enroll in community colleges” (p. 41). They continued by adding:  

A large number of Hispanics in higher education are also nontraditional students. 

They are older, work, attend college part time, and often caring for family-all 

characteristics that influence the decisions Latino students make in participating 

in and completing higher education. (p. 42) 

Language has also been responsible for some of the gaps in educational 

attainment. Dr. Kenneth Yglesias, President of Golden West College in Huntington 

Beach, California, stated, “one of the first things schools must do to meet the demands of 
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this growing Hispanic population is to collapse the language barrier” (in Lane, 2002, p. 

30). One of the ways of meeting the needs of this group is by hiring faculty and staffs that 

can help Spanish-speaking students overcome language barriers. Not all students have the 

same needs. Some students need both intensive English immersion and remedial 

education, whereas others just want to learn English for a job (Lane).  

It is important to meet the needs of diverse student bodies in our institutions 

throughout the United States. Dr. Bill Wenrich, Chancellor of the Dallas Community 

College District, is quoted as saying, “The success of the American workforce will be 

determined by extending the franchise, so they (Hispanic students) have the language, the 

skills. If we can’t do that, we are going to leave America short” (in Lane, 2001, p. 30). 

Hispanic Undergraduates in Higher Education 

The number of Hispanic undergraduates in higher education is projected to 

increase dramatically by 2015. It is estimated that Hispanics will comprise 2.5 million of 

the 16 million students, which reflects a 73% increase, up from 1.4 million students in 

1995 (Mellander, 2004b, p. 10). 

Projections are that those students preparing to go to college, dubbed as 

“Generation Y”, will expand and strain undergraduate enrollment to 16 million by 2015 

Mellander, 2004b, p. 10). This will be an increase of roughly 2.6 million more students 

from a 1995 base of 13.4 million college students (Mellander, 2004b, p. 10). This group 

when compared to the baby boomers reveals that the vast majority of this group will 

come from minority sectors. A full 80% of the added enrollment will be from minorities: 

African Americans, Hispanics, and Asian/Pacific Islanders (p. 10). 
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Minority undergraduates will outnumber White students at colleges in the District 

of Columbia, California, Hawaii, and New Mexico. Texas will be split almost evenly 

between White and minority students as the year 2015 approaches, with minorities as a 

group becoming the majority on Texas campuses soon thereafter. Five states—California, 

Texas, Florida, New York, and Arizona—will account for more than 50% of the overall 

enrollment gains (Mellander, 2004b, p. 10). The failure to continue their education at 4-

year institutions will have a significant impact on future earnings. 

Advances made by Latinas are evident in degrees conferred. Throughout the 

1980s, approximately 16% of 18- to 24-year-old Latinas who enrolled in college 

remained. In the 1990s, Latina women’s participation in college steadily increased, and 

by the year 2000, 25.4% of Latinas in this age group enrolled in college. On the other 

hand, Latino males experienced a much slower enrollment increase with 15.3% in 1990 

to 18.5% in 2000 (Gonzalez, Jovel, & Stoner, 2004). According to Cooper (2005), there 

is a dramatic increase in Latina presence in the academy that should prompt dramatic 

increases in Hispanic females in faculty positions; however, in most cases Hispanic males 

outnumbered their female counterparts. 

Cooper (2005) stated that Hispanic females outpaced their male counterparts 

when it came to undergraduate and graduate degrees. In her article, Cooper listed the 

states with the most Latinas as full-time faculty.  The eight states that led the way with 

new Latina faculty hires included: Texas with six schools; Florida with four; California 

and New York with three each; New Jersey, Minnesota, Arizona, and Colorado each with 

one school. 
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When comparing the types of degrees received by Hispanics in the 1999-2000 

academic year, Hispanics accounted for 9% of associate degrees, 6% of bachelor’s 

degrees, 4% of master’s degrees, 3% of doctorates, and 5% of first professional degrees 

(NCES, 2003), a significant increase from the early 1990s. NCES also reported that 

during the same academic year, the most popular fields of study in which Hispanics had 

bachelor’s degrees were: business, social sciences/history, psychology, and education. 

Master’s degrees were in education and business, and doctorate degrees were in 

education and psychology. Although these statistics may seem encouraging, the fact still 

remains that Hispanics lag behind other ethnic groups in completing college. In fact, the 

number of Hispanics completing college has not increased since 1990, although the 

number for other groups have. 

NCES reports that in 2000, 10% of Hispanics ages 25 to 29 had completed a 

bachelor’s degree or higher. In comparison, 34% of Whites and 18% of Blacks in this age 

group had completed a bachelor’s degree. Similar proportions of Hispanics (0.7%) and 

Blacks (0.6%) in this age group have earned a first-professional degree, and more 

Hispanics (0.5%) have earned doctorate degrees than Blacks (0.3%). Over 1 in 4 Whites 

(28%) have at least a bachelor’s degree, whereas about 1 in 10 Hispanics (11%) and 1 in 

6 Blacks (17%; NCES, 2003).  

According to the Ohio Board of Regents, in 2001, Hispanics comprised only up to 

2% of Ohio state-supported college and university undergraduates as compared to 18% 

Black/non-Hispanic and 80% White. When broken down by University main campuses, 

Hispanic undergraduate students comprise no more than 2%.  
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Additionally, more than one-quarter of Hispanics 25 years and older had less than 

a ninth-grade education. Only 4% of non-Hispanic Whites have so little education. More 

than 20% of the non-Hispanic White population has at least a bachelor’s degree. But only 

one-tenth of the Hispanic population has earned a baccalaureate (Orfield et al., 2004; 

Rumberger & Rodriguez, 2002). 

Young Hispanics that obtain a General Educational Development (GED) or some 

other form of high school equivalency are also less likely to complete their degree (Fry, 

2002). According to Ganderton and Santos (1995), Hispanics’ failure to obtain post-

secondary education represents a major obstacle to their economic improvement and to 

their increasing participation in the work force, which suggests a decline in the level of 

education among workers in the United States. As a result, understanding the post-

secondary experiences of Hispanics and their propensity to complete college programs is 

vital.  

Table 2 represents obstacles encountered by Latino students in their quest to 

attend and obtain their bachelor’s degree (according to a Pew Hispanic Center Report; 

Fry, 2004). According to Fry (2004), Latino students do not even pursue admission to 

selective schools even though nearly 30,000 Hispanics graduated from public school in 

2000, translating into 10% of the graduating class. Eight percent of students taking the 
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Table 2 

Percentage of Latinos Who Say That Each of the Following is a Major Reason Why They 

Do not Go to College or Fail to Finish College if They Start 

 
The cost of tuition  
 
A need to work and earn money  

Receiving a poor high school education 

People feel that they do not need a college  
Degree to be successful 

Discrimination 

Staying close to their family instead  
of going away to school 

% 

 
*Source: Pew Hispanic Center/Kaiser Family Foundation Na

January 2004 (conducted Aug-Oct 2003) 
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It is also important to note that these statistics translate into 250,000 African 

Americans and 550,000 Hispanic American students that will be missing from college 

campuses. Additionally, Hispanic men lag the farthest behind in college graduation rates. 

As the principal provider of the family, the inability to finish college will adversely affect 

future Hispanic generations (Mellander, 2004b).  

Barriers for Latino Undergraduates 

 Many Hispanic students experience culture shock, loneliness, frustration, and 

disappointment in an environment they believe does not support their cultural beliefs and 

practices. Students who live on campus are more socially engaged and integrated into 

college life, which fosters a better sense of belonging. Hispanic 4-year undergraduates are 

more likely to reside with their parents than their White peers. Almost half of Hispanic 4-

year students reside with their parents when compared to less than one-fifth of their 

White peers (Fry, 2003). Often, there are few Latino students present on campus, 

hindering their ability to form peer group support systems, an important aspect of Latino 

culture. 

Ganderton and Santos (1995) found that increasing the capacity of the individual 

or family to finance educational investments increases the probability of both enrolling in 

and completing college by a larger amount for Hispanics and Blacks than for Whites, 

targeting a greater need for financial aid. The authors recognized that other supporting 

policies are needed that would increase minority participation such as enrollment and 

retention. 
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Fry (2004) indicated that a major reason for Hispanic undergraduates being less 

educated than their White counterparts has to do with the college they initially attend. 

Because colleges differ in both size and scope, Fry indicated that Hispanics tend to go to 

a certain type of college. Fry further stated that Latino college students often enter less 

selective colleges and universities than their White peers due to their level of academic 

preparation. Fry (2002) found that Latino/as are far more likely to be enrolled in 

community colleges than any other group in America. He stated that between 40 and 55% 

of Hispanic undergraduates attend 2-year colleges. Fry further stated, “Latino 

undergraduates are never just students. They have a work life; they’re more likely to live 

at home, they juggle more, they have a more complicated set of responsibilities, making 

it much more difficult to concentrate on their studies” (p. 42). 

Even among the best-prepared Latino students, 60% attend non-selective colleges 

compared to 53% of Whites. Institutions that provide an open door admission policy 

attract 16% of well-prepared Latinos compared to 12% of Whites. This has some serious 

implications due to the fact that the literature shows that college selectivity is an 

important determinant of college completion and that selective institutions have better 

prepared students, which yield higher graduation rates.  

Kane (as cited in Fry, 2004) found that there can be as much as a 3% increase in 

the likelihood of graduating if a student enrolls at more selective institutions. He also 

stated that the effect of selectivity is about the same for minority and non-minority 

college students. Additionally, the lack of Hispanic faculty nationwide poses some 

problems for Latino students, at all institutions. Latino students often encounter 
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discrimination and prejudice and misconceptions about them by faculty, administrators, 

and other students.  

Due to the lack of a Latino support system, Latino students often feel isolated and 

alone during their first year in college. Considering the unique impact that racism has on 

Latino students due to being phonetically different, coming from lower socio-economic 

backgrounds, or speaking with a Spanish accent, many in the college environment remain 

oblivious to the fact that both overt and covert racism does exist and are aimed at Latino 

students. According to Ortiz (2004), student services personnel should be well connected 

with first-year individual students, services, and organizations that serve Hispanic 

students to build a relationship of trust and reciprocity.  

Student services personnel who address the unique needs of Latino students often 

find themselves in effective working relationships with Latino faculty, staff, and student 

organizations that can cut across organizational structures and reporting lines. Staff 

should practice due diligence in seeking out locations of covert and overt racism rather 

than awaiting students to bring it to their attention. These acts can occur in the classroom, 

residence halls, advisors’ offices, and student government meetings or in the community. 

In understanding Latino students’ unique needs, student services personnel can help 

connect new students to various networks at a time when they need them the most,           

develop a student’s sense of self-efficacy, as well as develop defensive mechanisms that 

can help them to succeed in college (Ortiz, 2004). 

According to Astin’s (1993) study of student outcomes and how college 

environments affect them, it was indicated that next to peer groups, faculty represent the 
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most significant aspect of the student’s undergraduate development. Among other things, 

the sheer amount of interaction between the individual student and the faculty has 

widespread effects on student development. Given that Hispanics at most 4-year 

universities have limited opportunities to form similar peer group relationships, have 

limited access to other Latino faculty, and often face prejudice and discrimination from 

other faculty and students, these findings may have significant implications for Hispanics 

even though Hispanics were not specifically addressed in this study.  

Fry (2003) stated that attendance at less selective institutions may bring about 

other consequences that may dampen the student learning process and development of 

new skills. Although more difficult to measure, there is a correlation between 

undergraduate student body quality and college quality.  

Chapa (2005) indicated that race plays a major role in American social life and 

the educational system. It is essentially a major factor when students decide which school 

they want to attend. They look at the quality of the schools and how the teachers treat the 

students as well as how their peers treat them. Historically, many African Americans and 

Hispanics were segregated to inferior public educational facilities and as a result have 

never gained equal footing in terms of educational opportunities (Chapa).  

Chapa (2005) further noted the linkages between school segregation and adverse 

learning and achievement outcomes in a study that shows a correlation between 

segregation and negative educational outcomes. At the secondary level, as segregation 

increases, the dropout rate rises. As a result, the number of college prep courses offered, 
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percentage of those taking college entrance exams, the average college entrance 

examination, as well as college admission scores all decline. 

Hispanics in Community Colleges 

The literature identifies Hispanics today as typically being first-generation college 

students, with a lesser academic high school education than their peers, and enrolling in 

community colleges. They are concentrated geographically in a small number of states 

and institutions of higher education (Brown et al., 2003). 

Although factors like financial and family problems and poor academic 

preparation are considered the main barriers to minority student success in college 

(Boser, 2003), enrollment in community colleges negatively impacts degree attainment. 

Although community colleges serve as an entry point for Latinos to postsecondary 

education, research indicates that students who enroll in community colleges often attend 

on a part-time basis, prolong their college education into their mid 20s and beyond, and 

have gaps in their attendance. Such factors cause the incidence of transfer to 4-year 

universities to decrease (Fry, 2002). Attachment to family, community, and economic 

need appear to be associated with high enrollments in 2-year institutions as well.  

Many youth enrolling in community colleges do not complete a postsecondary 

credential. Fry (2004) stated that small percentages of both Whites and Hispanics 

complete associates degrees and vocational certificates. Latino college students 

significantly trail their White peers in finishing bachelor’s degrees. One explanation for 

this besides the lack of academic preparation is the relatively low rates of full-time 
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enrollment. Less than half of young Hispanics in 2-year colleges pursue their education 

on a full-time basis over the entire academic year, well below the rate for Whites. 

McGlynn (2004c) stated that Black and Hispanic students who start their 

education at the community college level are less likely to earn a bachelor’s degree 

within six years than their White and Asian peers. The author cited the following factors 

that account for these finding: (a) Black and Hispanic students who begin their education 

at 4-year institutions come from a higher socioeconomic status and are better prepared to 

do college level work; (b) those attending community colleges are more likely to live at 

home with their families. Hispanic students at home are expected to contribute to the 

family earning pot and more often work full- or part-time jobs than their Hispanic cohorts 

at 4-year institutions; (c) Hispanic community college students are most likely to be 

enrolled in college part time, a risk factor in degree completion; (d) community college 

Hispanic students tend to be non-traditional students who have had gaps between high 

school and college versus the traditional 18- to 24-year-old university student that reaps 

the greatest economic benefit from earning a college degree; and (e) community college 

Hispanic students often get side tracked into a job providing short term economic success 

rather than transferring to a 4-year institution (McGlynn, 2003). 

Many Hispanics experience difficult academic situations and therefore may not 

feel they have as many choices for higher education as other groups. The largest 

percentage of U.S Hispanics (44%) begins their higher education experience in a 

community college. This trend seems to be more prevalent among Central and South 
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Americans students (not including Mexicans; 41%) than among Puerto Rican (31%) or 

Cuban American (31%) students (Fry, 2002).  

Hispanics who attend 4-year universities face additional barriers. Once they have 

overcome financial and family issues, Hispanics beginning at 4-year predominantly 

White campuses find themselves confronting additional barriers than those attending 

community colleges and HSIs (Hispanic Serving Institutions). Many young Hispanics are 

delayed in pursuing their educational pathway. Statistics show that 19% of Hispanics 

waited more than a year after high school graduation to start college, compared to their 

White counterparts (12%). Delayed enrollment is more prevalent in 2-year institutions 

where statistics show that more than 40% of young Hispanics delay their enrollment 

when compared to 32% of White 2-year students.  

The delayed timing of Latino undergraduates undercut their success in college. It 

is associated with the diminished likelihood of completing a bachelor’s degree. 

According to the U.S. Department of Education:  

A key finding was that the odds of earning a bachelor’s degree or higher changes 

when entry into postsecondary education is delayed . . . Furthermore, the longer 

students delayed their entry into postsecondary education, the lower their average 

levels of educational attainment. (NCES, as cited by Fry, 2004)  

Other reasons for delayed timing include more family responsibilities than their 

White peers. They are twice as likely to have children or elderly dependents, and more 

likely than Whites to be single parents. Additional family responsibilities are persistent 

risk factors that hinder their completion of a degree (NCES, 1995a). 
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Hispanic Serving Institutions (HSIs) 

Over 50% of all Hispanics enrolled in higher education are in two states: 

California and Texas (NCES, 2001). Over 40% of Latino students are enrolled in 

approximately 220 institutions identified as Hispanic Serving Institutions (HSIs; NCES, 

2000). Most Latino students enroll in HSIs, “degree-granting public or private institutions 

of higher education eligible for Title IV funding in the United States and Puerto Rico in 

which Hispanics comprise 25% or more of undergraduate full-time equivalent 

enrollment” (NCES, 2003, p. 96). Title IV of the Higher Education Act (HEA) governs 

the federal student financial aid program. 

According to NCES, in 1999, HSIs accounted for nearly one-half (45%) of the 

total Hispanic undergraduate enrollment in colleges and universities, nearly the same 

proportion they accounted for in 1990 (46%). These figures show that the existence of 

HSIs has barely improved Hispanic enrollments in colleges and universities. There are 

220 HSIs in the United States and Puerto Rico. About three quarters are 2-year 

institutions, and most are public. Of these, 30% (66 institutions) are in California, serving 

almost 130,000 undergraduate Full Time Equivalent (FTE) Hispanics (Brown et al., 

2003).  

Although HSIs were not created explicitly to serve Hispanics (except in Puerto 

Rico), they are located in communities that have high concentrations of Latino students. 

These attributes create an opportunity to aim resources, services, and information about 

opportunities for higher education at large members of Latino students throughout the K-

16 educational pipeline (Brown et al., 2003).  
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According to Dolan (2005), the demand for higher education is expected to grow 

by 714,000 students between now and 2010 when approximately two-thirds of these new 

enrollments will attend a community college as an initial entry point into higher 

education. The largest projected enrollment will be concentrated in five southern 

California counties; half the growth of the state will be in 15 of the 72 community college 

districts. Dolan also noted that the projected growth in high school students will be 

mostly minority and 80% Hispanics, an increase of 11% over the start of the decade. 

Dolan (2005) is of the view that increases in Hispanic enrollment is being driven 

by both population growth and by increasing proportions of the population enrolling in 

colleges and universities. For example, in 1980, Hispanics represented 4% of those 

enrolled in colleges and universities compared to 2000 when they comprised 10% of total 

enrollment. Projected increases in high school graduates and community college 

enrollment rates are anticipated to increase by 2010 in California. In his estimation, this 

represents an enormous growth of students in the history of California.  

Dolan (2005) referred to this growth as a “hidden tidal wave” of almost 1 million 

18- to 24-year-old Californians without a high school diploma that “will demand far more 

from society than they return to it, unless community colleges play a significant role 

preparing them for jobs in today’s knowledge-based economy” (p. 26). Figure 2 

illustrates the author’s point. 
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Figure 2. Increase in Latino College enrollment 

Source: California Department of Finance, Demographic Research Unit, 

www.dof.ca.gov: CPEC, www.cpec.ca.gov as cited by Dolan, 2005, p. 26. 

 
Hispanics in Academe 

The image of a pipeline frequently is used to describe the links between the 

availability of faculty of color, the training of minority graduate students, the accessibility 

of undergraduate education for minorities, and the success of minority students at the 

elementary and secondary school levels. The presence of “leaks” in this pipeline provides 

one explanation for underrepresentation and assumes that the main issue is one of supply, 

and that the solution is to increase the number of doctoral students of color (Turner & 

Myers, 2000). 

Interest in Hispanic faculty members as a group in U.S. higher education is a 

relatively new phenomenon. The literature on African American faculty, their successes, 

and their challenges in American higher education is extensive. To that extent, an 

empirical investigation of the latter becomes a necessity.  
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Historically, the mid-1960s, a period characterized by the civil rights movement, 

showed slow progress characterized by continual debate. In 1961, less than one percent 

of faculty at predominantly White institutions was African American. The G.I. Bill grants 

following World War II provided the impetus to diversify the student body. This 

generation of educated minorities provided the majority of minority faculty and 

administrators recruited into predominantly White institutions during the years of 1964-

1967 (Wilson, as cited by Washington & William, 1989, p. 7). 

By 1979, African Americans represented 2.3% of the faculty at predominantly 

White institutions (Harvey & Valadez, 1994). Despite the lack of advances for women 

and minority faculty and administrators at predominantly White institutions, the changes 

were significant, albeit small. The significance lies in the fact that Congress and the 

federal government recognized the existence of exclusionary laws and policies and were 

critical in creating an atmosphere where these issues could be more fully explored 

(Harvey & Valadez). 

In an article written by Dovidio, Gaertner, Niemann and Snider (2001), the 

authors examined the implications of personal group dimensions for better understanding 

racial and ethnic stigmatizations. In this article, majority and minority group members 

were examined in terms of roles of perceptions of group boundaries and social identities 

of the group members and attitudinal responses and behavioral intentions within 

educational settings. 

The authors looked at senior minority faculty at colleges and universities in 1993 

and identified 4.4% Blacks, 4.2% Asians, and 2.1% Hispanics. Among junior faculty 
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(described as having less than seven years of experience), 5.4% were Black, 7.7% were 

Asian, and 3.0% were Hispanic (Dovidio et al., 2001). In general, minority faculty 

members were reported as being very conscious of their race or ethnicity and felt 

stigmatized. The study showed that faculty satisfaction with their job and quality of life at 

predominantly White institutions is significantly lower for faculty of color than for White 

faculty members. Unfortunately, the implementation of affirmative action programs left 

all minorities and professionals with a legacy of tokenism—a difficult stigma to dispel.  

Elements Influencing the Workplace Environment 

According to Turner and Myers (2000), there are less visible, subtle slights and 

exclusions of racism. Conflict and lawsuits filed by faculty of color contesting tenure and 

promotion decisions are now a vehicle in which one can see that racism still exists today. 

The authors pointed out that the mere legal challenges, whether successful or not, are 

signs of continuous racism in academe.  According to Reyes and Halcon (1991), the fact 

that there is a lack of perception of racism in the academy does not mean that it does not 

exist. Minorities know that racism is real within the academe and is well documented.  

The diverse representation of racial and ethnic groups in the larger societal 

context is not reflected in academia. Unfortunately, there is little racial diversity among 

those who occupy the upper echelons of the educational pipeline as well as those in 

charge of developing and implementing educational policies. Students on campus pay for 

the underrepresentation of these groups as well. With the absence of minority faculty, 

students do not have anybody that can relate to them (Reyes & Halcon, 1991). The 

authors revealed that minority scholars were excluded from full participation in the 
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academy although historical accounts of their exclusion are almost entirely absent from 

the standard histories of the United States and American education. The legacy of 

segregation and exclusion continues today, handed down through generations. 

Weinberg, (in Turner & Myers, 2000) documents incidents of racism against 

African Americans and also includes some discussion on the plight of Mexican 

Americans, American Indians, and Puerto Ricans in academic settings. Regarding the 

early experiences of minority faculty in White academia, he stated, “White academia 

ensured its ignorance by excluding eminent minority scholars from university faculties” 

(p. 4). Not only were minorities excluded from faculty and academic discourse, their 

work was also not included in scholarly works. 

Turner and Myers (2000) further stated that the works of early scholars from other 

minority groups were often unpublished and unrecorded. Olivas (1988) wrote that the 

history of exclusionary employment has created learning environments that are citadels 

of segregation.  

The discussion of race in the academy has gone on for many years. Blauner 

(1972) addressed the sociological context of institutional racism contending that a 

broader more sociological definition of racism “focuses on the society as a whole and on 

structure relations between people rather than on individual personalities and actions” (p. 

277). He saw “the University as racist because people of color are and have been so 

systematically excluded from full and equal participation and power—as students, 

professors, administrators and particularly, in the historical definition of the character of 

the institution and its curriculum” (pp. 277-278). 
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The work of Blauner (1989) suggests indicators that might be observed daily to 

assess inclusiveness of departmental climates for people of color. He has documented a 

historical legacy that exists for minority groups that excludes them from full participation 

in the academic environment. 

Thomas and Asunka (1995) in their 1992 study took an in-depth survey of faculty 

who were employed for a minimum of one year at a large research university in the 

Southeast. They addressed questions regarding women and minority faculty; how faculty 

are distributed by race and gender; the experiences, perceptions, status, and quality of life 

for them; the factors associated with job satisfaction; and the extent of turnover and 

persistence among women and minority faculty at the institution. Although the findings 

of Thomas and Asunka’s findings showed relatively good conditions regarding job 

satisfaction, work environment, and overall quality of life, the data showed that salary 

inequity was a major concern for a significant proportion of women and Asian 

Americans. Additionally, receiving respect from colleagues was a significantly greater 

concern for females than male faculty. Finally, low representation of women and 

minority faculty coupled with high turnover rates for these groups when compared to 

males and Whites suggested a clear need to continue to increase the enrollment and 

retention of women and minorities at the university.  

Nature and Extent of Minority Faculty Underrepresentation 

Aguirre (1995) asked the question, “When do minority faculty have a meaningful 

presence in academe?” When they are not treated as strangers in academe? In this 

author’s view, minority faculties are put in a meaningful context in the academe “only 
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when the academe needs them to legitimize its own response to an issue or decision 

involving a minority person. As a result, minority faculties are institutionalized as ‘shape 

changers’ in academe” (p. 18). 

According to Moody (2004a), minority faculty must often cope with complex 

interpersonal dynamics within their majority departments and campuses that bring 

disadvantages. Additionally, minorities find their hard work counts for far less than the 

same credentials and hard work of the majority. Moreover, in order to earn their 

doctorates and become professors, many minorities have had to withstand psychological 

and intellectual harm disproportionate to that suffered by majorities. According to Reyes 

and Halcon (1991), Hispanics have been surprised to learn that earned doctorates have 

not translated into equal access or benefits even at the highest levels of the educational 

ladder where even the most educated are expected to behave fairly and treat others 

equitably. Instead, what Hispanics discover is that the same discriminatory practices 

generally encountered at the lower end of the educational pipeline are also present in 

academia, albeit with various disguises. 

A common explanation for the lack of Hispanics in academia is that the pool of 

Ph.D. candidates is very small, and proportionately this is true and statistics support this. 

However, the inability to gain access to faculty positions for unemployed or 

underemployed Hispanic PhDs in institutions of higher education is growing (Reyes & 

Halcon, 1991). What becomes eminently clear is that no matter what comparator is used, 

African Americans, American Indians, and, to a lesser extent, Hispanics are consistently 

underrepresented as faculty of colleges and universities. 
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According to NCES (2002), as of 2002, Hispanics earned 4.6% of all master’s 

degrees in the U.S. The top three master’s degrees earned by Hispanics are in education, 

business, and public administration. In the same year, Hispanics earned 3.4% of all 

doctoral degrees granted in the U.S. The top three doctoral degrees earned by Hispanics 

are in education, psychology, and biological/life sciences. 

The turning point affecting the appointment of minority faculty at White colleges 

and universities was Adams v. Richardson in 1973 where the NAACP Legal Defense 

Fund challenged the segregated dual system of higher education and the 

underrepresentation of minority faculty, staff, and students in White institutions in 

southern states. Later the underrepresentation of minorities in intuitions of northern and 

border states was found to be equally inequitable. The mandate of Adams was to 

dismantle the segregated, dual system of education and to increase the percentages of 

minority faculty, administration, and students. As a result, states implemented measurable 

plans to increase minority presence at public institutions of higher education (Turner & 

Myers, 2000).  

Although minority hiring increased between 1973-1977, African American 

faculty numbers decreased between 1977-1983 in most states covered by the Adams 

decision (Wilson, 1994). As a result, for the first time, states felt threatened by federal 

action and in response made concerted efforts to hire minority faculty. In the 1970s, it 

became a legal issue, fought and won in the courts as a vestige of illegal segregation and 

institutionalized discrimination (Turner & Myers, 2000).  
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In the 1970s, there was a pattern of low employment of minorities at White 

institutions, and it was a past legacy of blocked opportunities. As these opportunities 

became unblocked, minority employment grew. But these faculty members strive to 

maintain their identities and resist assimilation. According to Washington and William 

(1989), representation of African American and Hispanic faculty increased until 1976 and 

then dropped from about 4.4% to 4.0% between 1977 and 1984 for African Americans 

and from 1.7% to 1.4% for Hispanics. By the 1990s, controversy grew as to whether 

minorities were really underrepresented because non-native born faculty and Asian 

faculty were included in calculations; it gave the appearance of overrepresentation 

(Turner & Myers, 2000).  

According to Erlach (2000), the educational process ceases at the secondary 

school level. The numbers continue to decrease as one looks at Hispanic participation 

through the graduate levels. Erlach stated that for many Hispanics, a total of 10.9 years is 

needed after the bachelor’s degree is conferred in order to complete the Ph.D.  

It is the field for which these groups are underrepresented that changes according 

to the basis of comparison: According to the U.S. Department of Education, 33% of the 

full time regular instructional faculties in institutions of higher education are employed in 

science and engineering fields. Blacks, Hispanics, and American Indians, who accounted 

for about 6% of all faculty, comprise less than 3% of engineering faculty and 3.5% of 

natural science faculty. Together, African Americans, Hispanics, and American Indians 

account for about 3.7% of science and engineering faculty. Thus, science and engineering 

fields are severely underrepresented by this subset of minority faculty. At the doctoral 
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level in these fields, the underrepresentation of minorities is lower (Turner & Myers, 

2000). 

According to Martinez and Martinez (2003), of 68,000 bachelor’s degrees in 

engineering in 2002, 3,300 went to Hispanics, 3,400 went to African Americans and 300 

went to Native Americans. Combined, these groups made up 10.7% of the engineering 

baccalaureates in 2002. These groups, which comprise more than a quarter of the U.S. 

population, are still severely underrepresented in engineering and related professions 

accounting for only 7% of the total scientific and engineering workforce. 

Interestingly, McGlynn (2004c) stated that although community college teachers 

are paid less, they seem to be more satisfied with their salary and fringe benefits than 

public university teachers, teachers at public and private 4-year colleges, and slightly less 

satisfied than their colleagues at private universities. The main issue was that community 

colleges supported faculty research better than larger institutions. Community college 

faculties often experience a more egalitarian campus atmosphere and felt like they are 

treated fairly. 

Erlach (2000) stated that changes are needed for the reversal of Hispanic 

underrepresentation in the professorate; however, currently, little is known about this 

group and its status across universities has largely been unassessed. 

Executive Order 11246 and Higher Education 

On September 24, 1965, Lyndon B. Johnson issued Executive Order 11246, 

which ordered all government contractors to comply with affirmative action policies, 

seeking to ensure the termination of occupational segregation by race mandated by Title 
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VII of the Civil Rights Act of 1964. Opposition to racial preferences is based on the 

belief that this system of admission or hiring violates the rights of White individuals who 

are protected under the Fourteenth Amendment, which guarantees everyone equal 

protection of the law regardless of their race, and Title VII of the 1964 Civil Rights Act, 

which stated: “No person in the United States shall on the grounds of race, color, or 

national origin . . . be subjected to discrimination under any program or activity receiving 

Federal financial assistance” (Cole & Barber, 2003). 

The goal of affirmative action is the fair representation of ethnic groups at all 

levels of the academe meaning that the proportion of African Americans and Hispanic 

populations should equal their proportion in the national population (Fleming, Gill, & 

Swinton, as cited by Washington & William, 1989). The definition of equity is based on 

the proportion of the total African American and Hispanic populations and not on the 

proportion of African American and Hispanic college graduates (Washington & 

William). 

Executive Order 11246 required federal contractors, including universities 

contracting with the federal government, to ensure that all employment applicants be 

treated without regard for their race, creed, color, or national origin. In 1973, the 

American Association of University Professors endorsed affirmative action in faculty 

hiring and charged the professorate with promoting diversity to remedy past 

discriminations (Turner & Myers, 2000).  

In Hopwood v. Texas (1996), the U.S. Court of Appeal for the Fifth Circuit held 

unconstitutional a University of Texas Law School admissions process that targeted 
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percentages of Mexican-Americans and African American students. According to Chapa 

(2005), the Hopwood Case ended the affirmative action program when it declared that 

affirmative action in university acceptance policies was unconstitutional. In his opinion, 

this has helped to contribute to the low numbers of Hispanics in academia, leaving 

discrimination in institutional hiring and promotional practices within institutions.  

In an analysis of affirmative action theory and practice for African American and 

Hispanic faculty in predominantly White, 4-year institutions of higher education, 

Washington and William (1989) examined higher education before affirmative action and 

showed the statistics on the presence of African American and Hispanic faculty before 

World War II. They described Hispanics as being “nearly invisible in academia.” By 

1900, Mexican Americans were permitted to attend the few existing “Mexican” schools 

and with the exception of a minority of wealthy Mexican Americans, educational 

opportunities did not exist (Wilson, as cited by Washington & William). In 1900, the 

University of Puerto Rico was established as a normal school and began to offer college 

instruction in 1920. However, before 1945, Hispanics were enrolled in few Catholic 

colleges (Educational Record, as cited by Washington & William.) 

Bayer, as cited in Washington and William (1989), reported a national survey of 

college faculty in 1972-73 that shows that from about 1,500 faculty self-identified as 

Mexican Americans or Chicano, around 600 were in community colleges. 

African Americans were excluded from participating in the academy from the 

1600s to the mid 1800s. In 1865, there were less than 30 African Americans who had 

graduated from a college or university in the United States, marking the close of the civil 
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war and eventually the emancipation from slavery (Weinberg, as cited in Washington & 

William, 1989).  

Those refusing to accept African Americans included prestigious institutions such 

as Princeton University and Brown University, whereas Harvard Medical School 

accepted only three African Americans in 1850. They were later expelled due to the 

insistence of White students and faculty (Weinberg, as cited in Washington & William, 

1989).  

During the 1840s and 1850s, two colleges accepted African American students: 

Oberlin College, comprising about 4 to 5% of their enrollment, and Antioch College. 

Oberlin College graduated about one-third of the 13 African American per year that 

graduated from northern colleges and universities between 1876 and 1900 (Weinberg, as 

cited in Washington & William, 1989). 

The main reason for the underrepresentation of minority faculty at predominantly 

White institutions was not because of the lack of qualified applicants but rather because 

of discrimination practices such as employment quotas with ratios of 100 to 0, which 

sparked affirmative action programs (Weinberg, as cited in Washington & William, 

1989). 

. Records show that in 1936, there was a sizable amount of African Americans 

with PhDs,  By 1950, 72 of 1,051 White colleges and universities surveyed employed 

African American professors, most of whom were visiting instructors for one term or 

year. By 1958, there were 200 full time African American faculty members at 

predominantly White colleges and universities, and by 1961, the number stood at 300. By 
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1960, African Americans comprised 3% of faculty in the United States and were 

represented in historically African American schools. Between 1968-69, the percentage 

fell to 2.2% of the total. By 1972-73, African Americans comprised 2.9% of all college 

and university faculty in the nation. By 1976, the percentage rose to 4.4% (Weinberg, as 

cited in Washington & William, 1989). 

Issues related to diversity remained visible throughout the 1980s over the notion 

of quotas where women and minorities were hired over qualified White males no matter 

their qualifications. Recognizing the unfairness of hiring an unqualified individual 

reinforced many stereotypes within society and within colleges and universities that 

continued to demand a greater commitment to minority and women (Harvey & Valadez, 

1994). 

Since then, there has been a substantial amount of opposition to the 

implementation of affirmative action in higher education. Blackwell (1989) saw the 

opposition to affirmative action in higher education as a complex and subtle 

phenomenon, in that verbal support is often inconsistent with institutional behavior. He 

cited a number of means in which affirmative action in faculty recruitment is subverted 

including transmitting negative signals during the interview process, failing to include 

minorities on search committees to review curricula vita of applicants, having no tenured 

minority faculty on search committees free to voice opinions without fear of reprisal, and 

continuing to use White male networks as a primary recruitment tool for faculty 

positions. 
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According to a report by ACE (2004), institutions that have responded to 

prohibitions on affirmative action by admitting a percentage of the top students in each 

high school is a poor substitute for affirmative action. It stated that it “perpetuates the de 

facto segregation of our public schools without addressing the underlying factors 

accounting for inconsistency in school quality” (p. 2). Factors accounting for such 

differences include: differences in property taxes among wealthy and poor school 

districts and differences in proportions of high-risk students accounting for differing 

levels of resources.  

Cole and Barber (2003) suggested one way in which universities would be able to 

achieve racial and ethnic diversity of its faculty without resorting to the use of racial 

preferences in hiring. They suggested an alternative route to increase the number of high-

achieving African Americans, Latino, and Native American college graduates with 

equivalent academic skills of White and Asian college graduates, and who decide to 

select academia as a career, and suggest policies that might increase these hiring pools. 

Cole and Barber (2003) further suggested that the challenge is to increase the 

minority pool of candidates for academic positions to such an extent that those candidates 

will be available for “openings at all levels of the higher education hierarchy, from the 

elite research universities seeking highly productive scholar-teachers to those in four-year 

and two-year colleges demanding good teaching skills” (pp. 4-5). 

Chapa (2005) argued that affirmative action programs are needed to increase 

Latino representation in higher education. In his definition, Chapa noted that: 



59 

 

Affirmative action rests on the principle that “prohibiting discrimination is not 

enough to bring about increased economic and educational opportunities for the 

victims of past and continuing unequal treatment. Moreover, because these 

programs were intended to help overcome past discrimination based on race and 

national origin, they were also intended to explicitly consider race and national 

origin in bestowing their benefits. It is exactly this inherent feature of affirmative 

action that has caused the controversy and has proved to be the aspect most 

vulnerable to successful legal and political attacks. (p. 184) 

As an alternative, Chapa (2005) proposed that universities use percent plans 

where universities are mandated to admit a fixed percentage of high school graduates in 

their state. Chapa stated that percent plans work as seen in the Texas 10% plan and they 

are less subject to lawsuits than traditional affirmative action. Chapa further stated that 

minorities would still be underrepresented; however, there is nothing else being proposed 

that has the likelihood of doubling the proportion of minorities admitted to a selective 

university. 

Top 10% plans such as in Texas, also referred to as H.B. 588, took effect in 1988, 

two years after a district court decision banned the use of affirmative action in college 

admission. Opponents of the bill assert that the plan gives unfair advantage to graduates 

of underperforming schools instead of giving underqualified minority students an 

advantage. Supporters of the plan say that there have been increasing levels of diversity 

as well as an increase in the geographic diversity of college students at Texas flagship 
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universities such as University of Texas at Austin and Texas A &M College Station that 

used race sensitive admissions prior to 1996 (Campbell, 2004).  

Niemann and Dovidio (1998) explored the relationship between the issue of 

affirmative action perceptions and the satisfaction of racial and ethnic minority faculty 

members. The authors further examined organizational climates that go beyond 

affirmative action commitments and predict satisfaction of minority faculty in academe. 

In their analysis, four main themes emerged: Affirmative action that was seen as being 

willingly pursued by their department was positively related to satisfaction; as a result of 

faculty perceiving the department as supportive, minority faculty experienced a more 

“healthy environment” as well as feeling more confident in their work performance; 

mentoring activities contributed greatly to the healthy environment by creating more 

positive impressions of the climate of the department and contributing to the faculty’s 

self confidence; and fourth, although different groups have different values and 

preferences leading to diverse reactions to various types of assistance, there were basic 

commonalities across groups which include lower levels of self-doubt and stronger 

perceptions of support from one’s department. 

Minority Faculty Demographics 

Unfortunately, there have been no substantial gains in the percentages of 

minorities at predominantly White institutions. Statistics show that opportunities for 

Hispanics in academia have increased, albeit slowly, over the years. Across the country, 

institutions of higher education are engaged in diversity efforts. However, this diverse 

population is not well represented within the academy, especially for Hispanic faculty 
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members, to meet the changing demographic needs of students on campus. In light of the 

rapid demographic shift, the number of Hispanic faculty members are not proportionally 

increasing at the same rate when compared to their White counterparts across institutions 

of higher education, especially predominantly White institutions (Moody, 2004a). 

Research shows a severe underrepresentation in minority faculty in the academic 

workplace. The root causes have been associated with excessively high barriers to 

minorities’ entry into and success in the professoriate (Moody, 2004a). Once hired, there 

may be little incentive for them to stay. Major trends that emerge from the literature 

include pipeline (educational) issues, recruitment, retention, and impact of minority 

representation on campus.  

Higher education institutions are confronted with the challenge of retaining 

Hispanic students until graduation. More importantly, higher education institutions have 

to respond to the curricular challenges presented by the growing Hispanic population. 

There have been long struggles to broaden the canon, diversify the faculty, and make the 

university a place of relevance for a wide variety of students. To respond to the many 

challenges and opportunities associated with the increasing number of Hispanic students 

in higher education, higher education leaders are seeking to increase the number of 

Hispanic faculty in all disciplines. The presence of Hispanic faculty on campuses may 

help provide assistance to student recruitment and retention. This group of faculty may 

assist in culturally appropriate advising and in the development of Hispanic studies 

programs. 
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Olivas (1988) characterized the presence of Latino faculty in higher education as 

the “single most important key to any hope for increasing Latino access” (p. 6). He 

contended that Latino faculty remain at the border, due to the historical legacy of racism 

toward Latino populations. Olivas pointed out that departments attribute the absence of 

Latino faculty, in large measure to the lack of qualified minority candidates for faculty 

openings. However, he challenged us to examine the track records of those departments 

granting doctorates to Hispanics to see if they are part of the problem or part of the 

solution. Olivas noted that the “consumers are also the producers; why don’t they see 

their responsibility to graduate more Latino doctorates” (p. 7). 

Hispanics, though still a small percentage of faculty members, have been making 

considerable gains in terms of overall faculty positions. Between 1975 and 1977, the total 

number of Hispanic faculty members grew from 6,323 to 6,842. Two years later, the 

numbers only grew by 67 (6,842 to 6,909). A total of 439 Hispanics received PhDs in 

1978-79. Despite the growth, the total number of faculty positions held by Hispanics 

between 1975-1979 was stagnant.   Proportionally Hispanic representation increased by 

0.4% in 1979 (Wilson & Melendez, as cited in Washington and William, 1989). 

In 1979-1980, Hispanic faculty numbers increased 260.4% overall. In full 

professorships, Hispanics gained by 149.8%; in associate professorships, 119.8%; and 

lastly instructors and lecturers, 116.4% (Gardner, 2004a, p. 40). 

In the 1980s, the number of Hispanic full professors made some small gains. 

Since 1981-82, minorities increased by 4%, with more gains coming from minority 

women. Although Hispanics made few gains in the area of full professorships, they 
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showed significant increases in associate professorships (6.1%) and assistant 

professorships (7.2%; Gardner, 2004a).  

According to Duarte (2005), a record number of minority women received their 

doctorate degrees between 1996-1997. The number of women earning a PhD in 1997 was 

52% higher than in 1989 and 20% higher than in 1993. However, the payoff was less than 

desired considering the majority was overrepresented in the arts and sciences and 

underrepresented in engineering, computer science, and physics, which males continue to 

dominate. Unfortunately, research shows that these women are not entering leadership 

roles as college presidents, female deans, and department heads. 

Gardner (2004a) stated that between 1997-98 and 1999-2000, minority faculty 

numbers increased by 8.3%, whereas Whites gained 2.5%. Minority women faculty 

increased by 10.6%; minority men by 6.9%. Recently (1999-2000), Hispanic faculty 

members’ numbers rose by 11.7%. Women increased by 15%, although the majority of 

Hispanic faculty were men. In the year 1999, Hispanics comprised 3% of all full time 

instructional faculty n degree granting institutions. Five and four percent were instructors 

and 3% each were assistant or associate professors and 2% full professors (NCES, 2000). 

An October 1996 publication of HACU, The Voice of Hispanic Higher Education, 

reported, “While Hispanic full-time faculty employment increased by a reported 62% 

over the past decade, the nation’s fastest growing minority group still accounts for less 

than 3% of all full time faculty” (p. 1). Consequently, HACU is urging minority student-

faculty mentoring programs to encourage Hispanic students to pursue faculty careers. The 
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report also reports that the tenure rate among Hispanic faculty showed a 4% decline from 

1983-1993. 

The literature stated that another contributing factor to the low numbers of 

Hispanics in higher education is the fact that only 4.2% of  PhD Hispanics-1,157 of 

27,300 were awarded in the year 2000 according to the Doctorate Recipients from the 

United States Universities: Summary Report 2000, Chicago: National Opinion Research 

Center. The literature showed that a contributing factor related to the low number of 

doctoral recipients is high school completion as well as where they are going after 

finishing high school. Primarily, Hispanics attend public institutions with the majority 

going to 2-year colleges—almost 60%. Though community colleges are a gateway to 

postsecondary education, the transfer rate to 4-year institutions by Hispanics is fairly low 

(Gardner, 2004a). 

Just over 10% of full time undergraduate professors are faculty of color, 

according to the report “Diverse Student Bodies, Diverse Faculty” (Antonio, 2003). The 

report stated that the factors accounting for the low number of Hispanics employed in 

higher education are: today’s climate of opposition to diversity, too few Hispanics in the 

PhD pipeline, too little outreach by institutions, and too few efforts to retain Hispanic 

faculty once they are hired. The author also stated that in the late 1960s and early 1970s 

there was a social movement in higher education to increase the African American 

participation. However, the goal to increase the Hispanic population was not that 

widespread due to anti-affirmative action climate; as a result, the number of Hispanics in 

academia is low (Gardner, 2004c).  
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According to Gardner (2004c), the majority of Hispanic academics teach at public 

institutions, 37% versus 25% at private institutions, and 45% are employed at 2-year 

community colleges. Gilroy (2003) wrote that three out of five instructors at community 

colleges were part-time faculty that teach 60% of all classes at 2-year institutions. These 

figures may vary depending on academic disciplines where the rates can range. This is 

attributed to the fact that part-time faculty usually teach the highest percentage of 

introductory courses. 

Education and Psychology (20% and 17% respectively) were the most popular 

fields in which doctoral degrees were conferred in the 1999-2000 school year. When 

compared to the national average, Hispanics were less likely to earn their doctor’s 

degrees in engineering or related technology fields (7% and 12%) and physical 

sciences/sciences technology (6% and 9%; NCES, 2003).  

Hispanics earned 1,270 doctorates, African Americans earned 1,708, and Asians 

earned 1,350. The figure for combined minority doctorates is 20% higher than in 1998 

and 64% higher than in 1993 (Gilroy, 2005).  

A study of 30 predominantly White schools conducted by Cole and Barber (2003) 

indicated that the proportion of African American and Hispanic faculty is below that of 

undergraduates, whereas the proportion of Asian and White faculty is above that of 

undergraduates. 

In terms of doctoral degrees conferred by degree-granting institutions, sorted by 

sex, race, ethnic group, and major field of study, the majority of female Hispanic 

graduates received their degree in the fields of Education (307), Psychology (276), and 
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Biological and Biomedical sciences (173), whereas Hispanic males graduated in the 

fields of Education (109), Psychology (83), and Engineering (81). White females far 

outnumbered Hispanic females graduating in the field of Education (4,746), Psychology 

(3,684), and Biological and Biomedical sciences (3,072).  (Digest of Educational 

Statistics, 2002). 

In addition to the uneven distribution by field, African American Ph.D. recipients 

are older and more likely to be enrolled part-time when they begin their graduate studies 

and take significantly longer to attain their degrees than Whites, presumably for financial 

reasons (National Advisory Committee on Black Higher Education, as cited by 

Washington & William, 1989).  

Even though statistics show that the availability pool for African Americans and 

Hispanics with doctoral degrees is in a crisis, the distribution across fields is still 

problematic. Even when the availability pool was somewhat larger and faculty hiring was 

on the rise, African American and Hispanic academics did not receive faculty positions at 

predominantly White institutions in proportion to their representation in the total pool of 

PhDs. Even in the fields with larger pools such as education and social work, few African 

Americans or Hispanics have been hired (Washington & William, 1989).  

Minority Faculty Salaries 

In terms of salary, the average base salary of full-time faculty at a Tile IV 

granting institution as of 1998 was $54,370, compared to $57,000 for White faculty, 

$50,360 for Black faculty, and $82,800 for Asian/Pacific Island faculty. American 

Indian/Alaska Natives were low at $48,090. Hispanic females who were full time 
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averaged $46,890 versus their Hispanic males counterparts at $58,990 making women 

earn roughly 79 cents to the male dollar. Those earning more than $80,000 per year made 

up only 5.4%, whereas 15.1% were men in this same category. The average salary for 

women in 1992 equaled $43,990 whereas males made $53,130 (Hixson, 2005). 

In an article written by McGlynn (2004b), she cited a survey by the American 

Association of University Professors (2002-2003) that indicated the average pay of full 

professors at doctoral universities was $97,910. For academic institutions offering 

various master’s programs, the average full time professor salary was $75,334. For 

colleges that grant bachelor’s degrees, the salary for the same rank was $69,598, and for 

community colleges, the average full-time professor was $65,608 (p. 18). 

Minority Faculty Barriers 

Faculties at most institutions are evaluated using three criteria: scholarship, 

teaching, and service. Each criterion weighs differently depending on the institution 

(Baez, 2003b). At research focused institutions, greater value is placed on scholarship 

whereas non-research institutions stress teaching. The “catch-22” of being asked to serve 

on more committees than White faulty members, particularly when minority issues are 

involved along with a heavy workload, places additional stress on minority faculty to 

balance their time to conduct research and tenure review (Turner & Myer, 2000). 

According to Tierney and Bensimon (1996), minority faculty are burdened because they 

feel a sense of obligation to serve their racial and ethnic groups. Unfortunately, this 

obligation becomes an unreasonable expectation for faculty of color.  
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Baez (2000) stated that faculty of color struggle with the balancing act of having 

to provide service with other promotional and tenure criteria, ultimately reducing their 

opportunity due to excessive service demands. The reason for the struggle stems from 

having the desire to take advantage of opportunities that will enable them to share in 

diverse perspectives as well as become more visible on campus. Unfortunately, majority 

faculties are the “gatekeepers” and can grant membership to anyone they so choose, but 

they lack a true commitment to achieving equity for ethnic minorities (Reyes & Halcon, 

1991).  

Minority faculty often feel that the commitment of higher education to faculty 

diversification is shallow at best. It appears that the experiences of minority faculty 

reflect a feeling that their recruitment was only part of the numbers game needed to meet 

university compliance reporting requirements. Unfortunately, few reap the benefits of 

becoming respected members of the academy in the academe (Williams, 1994). 

In terms of the recruitment and the search process for minority faculty, Mickelson 

and Oliver (1991) found that faculty and administrators at predominantly White colleges 

and universities falsely assume that only “qualified” minority candidates can be found in 

graduate programs at elite research institutions. The search process is often based on this 

assumption resulting in minority doctorates from non-elite graduate programs not even 

making the short list.  

Vargas (2002) stated that most studies on faculty of color do not distinguish 

between native-born and foreign-born professors largely because the data collecting 

instruments used by colleges and universities do not distinguish between both groups. 
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Vargas further noted this practice is useful for institutions if they are to comply with 

demands for more representation of native-born minorities. However, the fact still 

remains that minorities, especially minority women, continue to be severely 

underrepresented on the academy. The author stated that few women of color teaching in 

institutions of higher education are likely to be transient adjunct or part-time instructors 

hired under short-term contracts that move from one campus to another..  

Decisions about hiring minorities as well as promotion and tenure practices are 

often based on what Reyes and Halcon (1991) called “hairsplitting” practices. This refers 

to the practice of “making highly subjective and arbitrary judgment calls that frequently 

result in favor of whites over minorities” (p. 176). Because minorities have had the 

opportunity to serve on many search committees, they have learned that the final decision 

is not necessarily based on the “best qualified” candidate, but often because the candidate 

is the “best fit.” Many times the chosen candidate may be second or even third choice. 

The “best fit” rule, according to the authors, is the most significant barrier to access for 

minority candidates. 

According to Hale (2004), the reason for a general failure to diversify lies 

typically in the culture and practices typically associated with faculty hiring. Faculty 

search and selection are considered to be privileged activities that occur at predominantly 

White institutions and faculty demand the right to select their own colleagues. As 

expected, their allegiances are usually within their disciplines and to their professional 

organizations, with little attention paid to anyone or anything outside of their own worlds. 

For example, typical faculty searches at predominantly White campuses are very closed 
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and private, even though they appear to be public. Culture and practices associated with 

faculty searches continue to be largely unchanged and yield the same outcomes.  

One thing that could help create an environment that would induce minority 

faculty to stay is a diverse community on campus. According to Gardner (2004a), 

research suggests that faculty of color at campuses with diverse student bodies are more 

comfortable with the academic and social culture of their campuses and more satisfied 

with their jobs than their counterparts who teach at less diverse institutions. According to 

this author, minority students make a difference by serving to provide a community for 

the minority faculty. It is important to remember that the faculty and student worlds are 

not separate, and each influences the other (Gardner, 2004c). 

Dr. Anthony Lising Antonio, assistant professor of education at Stanford 

University (as cited by Gardner, 2004), laid out four propositions showing how student 

diversity affects the experiences of faculty of color: racial diversity in the student body 

reduces the isolation experienced by faculty of color; it helps to broaden the range of 

what is taught and how new opportunities are developed for collaboration; it reduces the 

possibility of denial of tenure or promotion because of race or ethnicity; and it reduces 

expectations placed on faculty of color to handle minority affairs. 

Dr. Daryl Smith, professor of education and psychology (In Gardner, 2004c), 

Claremont Graduate University, defined diversity in four dimensions: (a) access/success 

for historically underrepresented students; (b) campus climate—how it facilitates (or does 

not facilitate) diversity in race and ethnicity, gender, religion and sexual orientation; 

education and scholarship—what are we teaching and how? What kind of knowledge is 
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valued? (c) to what degree the curriculum reflects the diversity of social issues and 

institutional aspects of diversity; and (d) who we are, in our leadership, policies, and 

practices. According to Smith, in order to retain minority faculty, institutions must 

develop a campus climate supportive of diversity. To this end, the institution should be 

able to connect with pockets of the community, in order to gauge what is attractive to 

prospective minority faculty. 

 In order for an institution to be truly diverse, a university needs to build a critical 

mass of minority faculty, recruiting and retaining enough people to be a visible presence, 

making real commitment at the institutional level forms the leadership to the faculty—a 

climate evaluating diversity rather than giving it lip service. (Gardner, 2004c) 

Experts suggest several ways to go about creating and retaining a diverse faculty. 

One method according to Dr. Caroline Sotella Viernes Turner, professor of leadership 

and policy studies, Arizona State University (as cited by Gardner, 2004c), is to “grow” its 

own. She suggested that a university groom its graduate students to become faculty, a 

very untraditional approach to the tradition of institutions not hiring their own students.  

Dr. Smith (In Gardner, 2004c) suggested using a different approach to the usual 

search procedures such as putting an ad to look for people, getting to know them, so 

when a position becomes available, a diverse pool of applicants will be available. 

Additionally, taking a second look at minority candidates who have excelled at a college 

that may not be considered elite and getting to know their mentors is another viable 

option for institutions. 
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Faculty also recognize their power and when it comes to minorities, they often 

choose not to exert that power, justifying to themselves that it is beyond their control. 

Oftentimes, departments choose to “pass the buck” when it comes to minority hiring, so 

that no one is held accountable. However, the majority seem to have no problems in 

making concerted efforts to engage in price wars when the presence of a candidate 

enhances and meets the institutional needs (Reyes & Halcon, 1991). 

Aguirre (1987) pointed to disturbing organizational practices that may limit the 

participation of Latino faculty at departmental or program-chair levels while fostering 

their participation in more visible but peripheral minority service activities. The author 

described these activities as “organizational logic” that channel faculty into a limited-

opportunity structure in academia that may have negative consequences for the career 

mobility of senior and junior Latino faculty. 

Still, other factors that contribute to the low number of Hispanics in academia 

include discrimination in institutional hiring and promotional practices. According to 

Gardner (2004c), diversity among Hispanic faculty members have not been growing 

because those who do the hiring have not been committed to it. Getting minority scholars 

a second round of interviews is very difficult because their work may not be in 

mainstream journals and the issues that they may want to address may not fit mainstream 

journals. Interviews sometimes are conducted to bring in the person they already want. 

According to Gardner (2004c), institutions feel that once they have hired one 

underrepresented minority, their obligation has been fulfilled. Institutions may also claim 

that they cannot find any or enough minority scholars when all they have done is place an 
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ad in a newspaper or journal instead of making a concerted effort to network with 

minority professional groups. Faculty members tend to be overburdened with being 

assigned to numerous committees and serving as the outreach person for minority affairs 

and in essence charging them with the responsibility for the diversity of the institution. 

According to Gardner (2004c) the most common reported problem by faculty of 

color was their sense of isolation.  Occupational stress including different demands 

placed on their time and energy than what was expected from White faculty members 

emerged as another problem for faculty of color.  

Turner and Myers (2000) believed that although an important part of the solution, 

the barriers that hinder the recruitment and retention of faculty of color still are not 

addressed within academia. As a result of several studies, the authors identified many 

institutional barriers to the recruitment, retention, and the development of faculty of color 

including issues of campus environment for faculty of color, reevaluation of hiring, 

tenure, and promotion policies and practices. 

Turner and Myers (2000) explained the causes for underrepresentation to be an 

array of factors ranging from a shortage of qualified applicants for faculty positions to the 

existence of institutional barriers that prevent minorities from being hired. Among the 

factors with a direct impact on faculty supply are the number of PhDs and wages in 

academia versus wages in the public sector.  After extensive research, Turner & Myers 

found that market wages had influence on the underrepresentation of minority faculty in 

higher education. 
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Turner and Myers (2000) explained the duality of differences in analyzing this 

phenomenon of the undersupply of minority faculty. On one continuum, there is a lack of 

qualified minority faculty in the pipeline. On the other, the market competition for 

talented minority scholars may undermine recruitment to faculty positions, specifically in 

the area of science and engineering. According to the authors, strategies such as 

affirmative action undermine the supply problem and discourage “preferential treatment” 

including salary premiums for minorities.  

Faculty of color find that research on minority issues is not considered legitimate 

work, particularly if articles are published in journals that are not considered mainstream 

(Turner & Myers, 2000). Due to consistent exclusionary practices within institutions of 

higher education, Verdugo (1995) described such institutions as “segregated citadel(s)” 

(p. 101). 

Garza (1993) conducted a national study of 238 Latino faculty and found that 

40% of the Chicano and Puerto Rican faculty in his study felt that colleagues devalued 

their research, particularly if it related to their own racial/ethnic group; 44% felt that 

research by Chicanos and Puerto Ricans was generally seen as inferior within their 

departments. According to these respondents, the top three reasons for the denial of 

tenure for many Latino faculties were department politics, racism, and insensitivity to 

their research interests. 

Faculty of color report that colleagues expect them to be less qualified or less 

likely to make significant contributions in research. The belief that hiring one person of 

color in the department is enough furthers the feeling of isolation (Garza, 1993). 
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Opp and Smith (1992) made the proposal that institutions should cancel positions 

when people of color are not in the candidate pool. Other recommendations include state 

incentive programs developed to target funds for enhancing minority faculty recruitment, 

minorities hired as chief academic administrators of institutions, and minorities appointed 

to board of trustees of institutions. 

Opp and Smith (1992) recommended that institutions establish healthy 

environments within their own departments, which include positive administrative 

leadership, institutional recognition of the unique challenges and contributions of 

minority faculty through reward systems and in making personnel decisions, create 

supportive environments for teaching, create intellectual diversity and seek active 

mentors and colleagues who recognize issues of diversity and understand university 

processes, and give encouragement to minority faculty members emphasizing the three 

Cs: cooperation, collaboration, and community.  

Harvey and Valadez (1994) stated that minority faculty members become victims 

of revolving doors unless things are put in place at an institution to nourish them. Once 

recruited, institutions should do more for their minority faculty than putting them in a 

classroom. Unless welcomed and made to feel like a valued member of society, they will 

end up becoming casualties. 

Yet another recommendation for recruitment is provided by Mickelson and Oliver 

(1991) stating that institutions not limit their recruitment efforts to the elite universities 

but to schools of all rankings by casting their nets more widely as well as having more 

post-doctoral training programs at elite universities to address biases in hiring practices. 
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Reyes and Halcon (1991) described typical examples of racism within the 

academe. The authors grouped them into categories such as “type-casting syndrome,” 

tokenism, the “one-minority-per-pot syndrome,” “brown-on-brown” research taboo, and 

the “hairsplitting concept” (p. 173). The “one-minority-per-pot” syndrome refers to the 

reluctance of institutions of higher education to hire more than one minority faculty per 

department. This unwritten policy puts limits to minority hiring and faculty 

diversification (Reyes & Halcon). The “brown-on brown” research syndrome refers to the 

practice of devaluing research on minorities when minority researchers undertake it. 

Minority topics are often met with disapproval from White academics who are usually 

the ones that are sitting as judges rating the quality of their research and publication and 

perceive it to be narrow in scope and lack objectivity (Reyes & Halcon).  

According to Reyes and Halcon (1988), institutional racism involving minority 

faculty is generally covert and “often masked by adherence to a mystical academic 

meritocracy regarding professional qualifications that subtly favors whites” (p. 168). 

Padilla and Chavez (1995) further described covert racism in their book, The Leaning 

Ivory Tower, which portrays the professional lives of 15 Latino faculty. The authors 

described faculty as feeling excluded, isolated, and alienated in their experiences. One of 

the feelings captured by a Latino faculty is seen below: 

I am struck by my lived contradiction: To be a professor is to be an Anglo: to be a 

Latina is not to be an Anglo; to be a Latina is not to be an Anglo. So how can I be 

both a Latina and a professor? To be a Latina professor, I conclude, means to be 

unlike and like me. Que locura! What madness! (p. 74) 
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The Latino faculty members contributing their stories and voicing viewpoints 

previously unexplored in the literature on higher education explores these questions and 

contradictions in greater depth. These faculty members strive to maintain their identities 

and resist assimilation. The importance of networking and mentoring is mentioned 

several times in these essays as key components of their individual progress.  

According to Anderson (1985) there is a double standard for women. Rank and 

salary are important measures if faculty professional success and administrators rely on 

students’ perception. Her research reveals that gender and ethnicity matters a great deal. 

Providing mentoring opportunities for junior faculty is one of the more widely discussed 

aspects of academic life. Tierney and Bensimon (1996) divided mentoring into the 

categories of formal and informal because “they differentiate between those aspects of 

socialization that occur when both parties acknowledge that mentoring is taking place, 

and when one or both parties may be unaware of it” (p.52).  

According to Tierney and Bensimon (1996), formal mentoring takes place when 

the mentee mentions the mentor by name. Typically, it is either a senior professor or 

someone in his or her department who would assume the responsibility of taking on this 

mentee but is often very limited. According to some of the interviews in the authors’ 

study, respondents noted the following regarding their mentors: 

“I was assigned one person . . . but it was very stilted.” “Really not much help.” 

Another said: “The kind of mentoring that we’re talking about takes bonding, and 

to just assign somebody usually is a disaster, or at least a minimal of support.” A 
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third person stated, “I have never asked for advice. It shows weakness, and I 

won’t do that.” (Tierney & Bensimon, p. 53) 

The authors further stated that the challenge for mentoring is the ability to match 

the recipient’s needs with the provider’s strengths. 

Torres and Rollock (2004) argued that  

Ethnic minorities develop their own group-specific theories and strategies to deal 

with their new environments and these theories and strategies are grounded in and 

characteristic of their traditional cultures and experiences resulting in greater 

distress not only if the skills and methods they use for cultural transitions do not 

produce success in the mainstream but also if these approaches are inconsistent 

with those sanctioned by their traditional group for achieving success in the new 

mainstream. (p. 2)  

To summarize, when speaking to the issues of supply and demand for African 

American and Hispanic faculty, Exum (1983) pointed out that demand is usually related 

to both scarcity and desirability. Although there is no argument regarding the scarcity of 

African American and Hispanic faculty, the issue of how high they are valued at 

predominantly White institutions remains in question.  

The academe needs to do a better job of recruiting and retaining Latino(a) faculty 

members to serve as role models for Hispanic undergraduate students and the process of 

enhancing Hispanic academic success should begin at the elementary school level. 

Academia needs to be better prepared in the recruitment and retention of Latino(a) 

faculty members that can serve as role models for Hispanic undergraduate students. They 
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must reward good teaching and diversify their faculty. Rewards, tenure, and promotions 

should hinge on good teaching.  

Counting Hispanics 

Counting Hispanics generally includes analyzing U.S Census and EEOC data and 

separating the data to identify White non-Hispanics, Black non-Hispanics, Asian non-

Hispanics, and Hispanics. This permits computation of mutually exclusive, collective sets 

of race and ethnicity labels (Turner & Meyers, 2000). Turner and Myers (2000) stated 

that computations generally exclude persons who are not U.S. residents. Faculty with 

resident visas are counted in whatever racial or ethnic category in which they fall, 

regardless of national origin.  

Turner and Myers (2000) compiled data using the U.S. Equal Employment 

Opportunity Commission on full-time employed faculty and computed percentages of 

faculty accounted for by race in various states. Using the 1990 published census reports, 

they also computed the percentage of faculty to the percentage of persons in the general 

population for each racial group as defined by the group faculty representation. The 

general patterns show that severe underrepresentation exists among  Blacks, Hispanics, 

and American Indians across selected Midwestern states including Illinois, Kansas, 

Michigan, Minnesota, Missouri, Nebraska, Ohio, and Wisconsin. 

Turner and Myers (2000) had four conventional explanations for minority faculty 

underrepresentation: (a) Chilly Climate: describes the dominance of a White male culture 

that undervalues contributions of minorities; (b) Turnover: the inability for institutions to 

promote and retain faculty due to inadequate mentoring programs, tenure and promotion 
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process and other institutional conditions that stifle minority development; (c) Pipeline 

issues: deals with the view that minorities are poorly represented due to lack of qualified 

minorities and doctoral candidates; and (d) Market forces: related to pipeline issues 

proposing that the lack of doctoral candidates and the weakness of academic wages 

relative to wages in competing occupations.  There is an argument that increased wages 

in other sectors of the economy drive talented minorities out of the academy. 

 In summary, the literature provides a clear description of the significant 

challenges and barriers that Hispanics face as they enter higher education institutions. It 

is critical that these challenges and barriers be addressed in order to increase Hispanic 

faculty representation within higher education institutions.  The next chapter will further 

explain the methodological approach to the study.
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CHAPTER III 

METHODOLOGY 

Design 

The research design I have used for this study is best described as a mixed method 

that uses a three-pronged approach: (a) curriculum vita (CV) analysis; (b) a Sociogram 

approach using quantitative ratings; and (c) qualitative interviews using a 

phenomenological approach. According to Yin (1989), “The research design is the 

logical sequence that connects the empirical data to a study’s initial research questions 

and, ultimately to its conclusions” (p. 28). Therefore, research methodologies are logical 

tools for generating desired data that answer research questions. 

The purpose of this study is to explore the phenomenon of Hispanic faculty 

experiences, their perceptions of support and barriers, and how they negotiate their sense 

of place at two predominantly White universities: Institution A and Institution B. As 

stated by Marshall and Rossman (1989) phenomenological studies rest on the assumption 

that there is an essence to shared experiences that can be structured and narrated. These 

shared experiences of Hispanic faculty are the focus of the study. 

The Mixed Method Approach 

Johnson and Onwuegbuzie (2004) defined mixed methods research as “the class 

of research where the researcher mixes or combines quantitative and qualitative research 

techniques, methods, approaches, concepts or language into a single study” (p. 12). When 
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combined together correctly, quantitative methods are given a greater ability to reveal 

relevant truth and enhance the accuracy and the usefulness of the findings.  

The goal of mixed methods research is to draw from the strengths and minimize 

the weaknesses of both in a single research study and across related studies of points in 

the middle area (Johnson & Onwuegbuzie, 2004). The mixed method approach makes 

methodological triangulation possible.  

For this study, the Triangulation Design-Convergence Model was used. Creswell 

(1999) noted that the Triangulation-Convergence model draws valid conclusions about a 

research problem. The convergence model represents the traditional model of a mixed 

methods triangulation design (Creswell). In this model, the researcher collects and 

analyzes quantitative and qualitative data separately on the same phenomenon and then 

the different results are converged (by comparing and contrasting the different results) 

during the interpretation. Researchers use this model when they want to compare results 

or to validate, confirm, or corroborate quantitative results with qualitative findings. The 

purpose of this model is to end up with valid and well-substantiated conclusions about a 

single phenomenon (Creswell). 

The Triangulation design has a number of strengths and advantages, including 

efficiency whereby both types of data are collected during one phase of the research at 

roughly the same time. Each type of data can be collected and analyzed separately and 

independently, using the techniques traditionally associated with each data type. This 

lends itself to team research, in which the team can include individuals with both 

quantitative and qualitative expertise (Creswell, 1999). 
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Typically, the Triangulation design (see Figure 3) is challenging because efforts 

and expertise are required, particularly because of the simultaneous data collection and 

the equal weight that is given to each data type. These challenges can be addressed by 

forming a research team that includes members who have both quantitative and 

qualitative expertise or having researchers who have this expertise on graduate 

committees, or by training single researchers in both quantitative and qualitative research. 

The Convergence Model, according to Creswell (1999), has other challenges that 

include what to do if the quantitative and qualitative results do not agree. These 

differences can be difficult to resolve and may require the collection of additional data 

(Creswell). 

Population 

The Hispanic faculty as a whole constitutes the population of interest in this 

study. According to the U.S. Department of Education, National Center for Education 

Statistics (2002), in 1999, Hispanics comprised 3% of all full-time instructional faculty in 

degree granting institutions in U.S. higher education. Hispanics are not a homogeneous 

racial group. Therefore, Hispanic faculty form many ethnic and racial groups in the U.S.  

Sample 

According to Creswell (1989), the purposeful selection of participants represents 

a key decision point in a qualitative study. However, Creswell suggested a more narrow 

range of sampling strategies for phenomenological studies. The author suggested that 

“criterion” sampling works best when individuals studied represent people who have 
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experienced the phenomenon. As a result, all individuals must meet this criterion 

(Creswell, 1989). Purposeful sampling makes cases for study (e.g., people, organizations, 

etc.) and are selected because they are “information rich” and illuminative or bring useful 

manifestations of the phenomenon of interest; sampling then, is aimed at insight about the 

phenomenon and does not make empirical generalizations from a sample to a population 

(Patton, 1990). To locate individuals who were “information rich,” I selected two 

institutions where Hispanic faculty could be found. The selection of these two 

predominantly White universities is based on convenience.  However the two represent 

major public universities in Ohio with Hispanic faculty members and provide a good 

opportunity to collect data about Hispanic faculty experiences. 

Demographic Survey 

A demographic survey was used to collect demographic information about 

participants such as age, Hispanic sub-group information, tenure status, and years at 

current institution (see Tables 3 and 4). 

Participant Selection 

Although there are several dozen Hispanic faculty at the two universities, only 

five Hispanic faculty from each institution were selected. For the purposes of this study, 

the following criteria were used to select participants: Professorial Rank and National 

Origin. Table 5 provides summary data of participants. 

Data Collection Guide and Instrument 

 The phenomenological part of the study utilizes qualitative data. Whereas a list of 

questions was generated from the relevant literature, the study was open to further  
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Table 3 

Institutional Profile 

 
University 

 
Institution “A” 

 
Institution “B” 

 
 
Date 
Established 

 
1870 

 
1910 

 
Enrollment 22,636* 34,491* 

Classification 
of Institution 

Main Campus RU/H: 
Research Universities (high 
research activity) 
 

Main Campus RU/H: 
Research Universities (high 
research activity) 

 
*Fall 2005 

 
Table 4 

Student and Faculty Population by Race 

 Institution “A” Institution “B” 
 

Race 

 
% Student 
Population 

 
Faculty 

Population 

 
% Student 
Population 

 
Faculty 

Population 

 

Native American 

 

0.3% 

 

0% 

 

0.3% 

  

0.02% 

Asian Pac Islander 1.9% 3% 1.9% 0.06%  

African American 11.9% 10% 11.9% 0.04% 

Hispanic 1.1% 1% 1.1% 0.02% 

White 77.7% 73% 77.7%  80% 

 
* All tenure/tenure track faculty demographics 2005; Institution A: N = 764; Institution 
B: N = 865 
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Table 5 

Demographics 

 
 
 

Participants 
 

 
 
 

Institution 

 
 
 

Age 

 
 
 

Ethnicity 

 
 

Tenure 
Status 

 
Years 
since 

Tenure 

 
Years 
before 
Tenure 

 
Years at 
current 

institution 

 
 
 

Name 

 
 
 

Accent 

 
 

Physical 
Appearance 

 
A 

 
A 

    
Spanish 

 
Yes 

 
1 

 
6 

 
N 

 
N 

 
N 

B           

           

          

           

         

           

         

          

          

A 34 New
Mexican 

 

No 3 3 Y N Y

C A 64 Mexican Yes 1 7 N N N

D A 45 Colombian No 5+ 1 Y Y Y

E A 55 Spanish Yes 5+ 18 N Y N

F B  Argentinean Yes >1 7 N N N

G B 59 Mexican Yes 5+ 18 Y Y N

H B 49 Costa Rican No 3 3 Y Y Y

I B 55 Puerto Rican Yes 3 6 Y Y N

J B 47 Puerto Rican No 5+ 3 N N N
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questions that may emerge during the interview process. The list of the questions can be 

found in Appendix A. The Sociogram used by Michael and Hyun (2002) was adapted to 

suit the need of this study. 

Data Collection Procedures 

As required by Kent State University, I sought permission and received from the 

Institutional Research Board (IRB). After that, I contacted the Offices of Diversity of the 

two institutions to obtain a list of Hispanic faculty members. The list was reviewed based 

on the criteria for participant selection. I sent a letter of invitation to potential 

participants. Ten potential participants were contacted and nine agreed to participate. 

Another Hispanic faculty member was contacted to replace the one that declined. Once a 

participant agreed to participate, I made arrangements for an on-site interview and 

requested each participant complete a consent form. Interviews were tape recorded, and 

participants’ CVs were collected after each interview.  

Bogdan and Biklen (2003) described interviewing as: 

A purposeful conversation, usually between two people but sometimes involving 

more, that is directed by one in order to get information from the other. In the 

hands of the qualitative researcher, the interview takes on a shape of its own. (p. 

95) 

Although the interview was a conversation between the researcher and the participant, the 

conversation was semi-structured to yield specific data of interest. As the researcher, I 

ensured that an empathetic stance and the essence of neutrality took place during the 
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interviews in order for me to seek a vicarious understanding without judgment by 

showing openness, sensitivity, respect, awareness, and responsiveness (Patton, 1990).  

Curriculum Vita Analysis 

 The first aspect of methodology I used in this study was a curriculum vita 

analysis. Faculty curricula vitae are a rich source of data that portray their productivity, or 

lack of it, and their priority and academic interests. To the extent that faculty productivity 

serves as a means of acceptance in academia, an analysis of the curriculum vita becomes 

an indirect data source for understanding faculty experiences in these institutions. 

For this study, the CV Analysis served as another method of generating data to 

answer the question of  each participant’s achievements with regards to publications, 

teaching, and service. I carried out the analysis to ascertain faculty productivity. The CV 

analysis summarized data based on the year that participants obtained their terminal 

degrees, the number of publications and presentations per year, the level of service 

activities, and the summary of professional awards obtained.  

Sociogram 

As stated earlier, a strong sense of place entails connection with the environment, 

especially with members of the community. In essence, a study of a “sense of place” is a 

study of relationships with members of a particular community. A Sociogram is a useful 

tool for participants to rate their relationships.  In this study, a Sociogram was used to 

analyze Hispanic faculty’s perceptions of the quality of their relationships with internal 

and external administrators, colleagues, and staff. There are several definitions of a 

Sociogram.  
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Michael and Hyun (2002) described a Sociogram as a diagram depicting their 

subjects’ social relationships. Their study measured participants’ perception of their 

relationships with critical stakeholders within a community. Their Sociogram used an 11-

point scale to measure participants’ Current Social Assets (CSA) and Desired Social 

Assets (DSA). See Appendices B and C. 

 To illustrate the organization of the collected data, Table 6 provides a logical 

arrangement that categorizes faculty relationships. First is a relationship that is high in  

 
Table 6 

Category of Faculty Relationships 

 
Importance 

 
Nature 

 
Degree 

 
Interpretation 

 
 
1. HIR 

 
Positive 

 
Strong 

 
An ideal relationship that supports a “sense of place” 
 

2. HIR Negative Weak An ideal relationship that negates a “sense of place” 
 

3. MIR Positive Strong A moderate relationship that generally supports a “sense of place” 
 

4. MIR Negative Weak A moderate relationship that does not generally support a “sense of 
place” 
 

5. NIR Positive Strong A relationship that uses resources unnecessarily 
 

6. NIR Negative Weak 
 

A relationship that is unnecessary 
 

 
Note. HIR=Highly Important Relationship; MIR=Moderately Important Relationship; 

NIR=Not Important Relationship 

 
importance (HIR) and is positive and strong. This will be an ideal relationship that 

supports  faculty members’ sense of place. Second is a relationship that is high in 
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importance but weak in degree. This relationship is acknowledged to be important; 

however, the actual relationship is negative in nature. This category constitutes an 

important relationship that negates a faculty member’s sense of place. Third, is a 

relationship that is moderately important (MIR) and is positive and strong in nature and 

generally supports a faculty’s sense of place. Fourth is a moderately important 

relationship that is negative and weak and does not generally support a faculty member’s 

sense of place. Fifth is a relationship that is not important (NIR), but is positive and 

strong. This category uses resources unnecessarily since the relationship is deemed by the 

faculty member not to be important to them. Sixth is the category that characterizes the 

relationship as not important that is also negative and weak in nature. This relationship is 

also unnecessary to the faculty member.  

Phenomenology 

According to Patton (2002), phenomenology means “to describe one or more 

individuals’ experiences of a phenomenon” (p. 40). As an approach within sociology, 

phenomenology has roots in the philosophical viewpoint of German mathematician 

Edmund Husserl. Phenomenology has been used in the social and human sciences, 

psychology, nursing and health sciences, and education (Creswell, 1989). Husserl 

emphasized that researchers search for the essential, invariant structure (or essence) of 

the underlying meaning of the experience with an emphasis placed on the intentionality 

of consciousness where memory, image, and meaning come into play in both the outward 

and inward consciousness (Creswell, 1989). “Phenomenology is a movement in 

philosophy that has been adapted by certain sociologists to promote an understanding of 
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the relationship between states of individual consciousness and social life” (Orleans, 

2000). 

Phenomenological data analysis is processed through the search for all possible 

meanings, the analysis of statements, and the methodology of reduction. Additionally, I 

used bracketing or the setting aside of all prejudgments in my experience and used my 

imagination, intuition, and universal structures to obtain a picture of the experience 

(Creswell, 1989, p. 52).  

Phenomenology commences with an analysis of the natural attitude. This is 

understood as the way ordinary individuals participate in the world, taking its 

existence for granted, assuming its objectivity, and undertaking action projects as 

if they were predetermined. Language, culture, and common sense are 

experienced in the natural attitude as objective features of an external world that 

are learned by actors in the course of their lives. (Orleans, 2000) 

Moustakas (1994) placed more emphasis on bracketing out preconceptions and 

developing universal structures based on what people experience and how. However, 

Moustakas and others including Tesch (1990), Giorgi (1985, 1994), and Polkinghorne 

(1989) reached a consensus regarding the general procedural issue when using 

phenomenology and cautioned researchers to use it as a general outline. According to 

Polkinghorne, researchers should develop plans of study that are appropriate in 

understanding the phenomenon at hand. The major procedural issues provided by 

Creswell and how this study responds to the guidelines are summarized in Table 7. 
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Table 7 

Researcher Guidelines 

 
Creswell (1989) 

 
Researcher Compliances 

 
 
“The researcher needs to understand the philosophical 
perspectives behind the approach, the concept of studying how 
people experience the phenomenon” and understand it “through 
the voice of the informants” (Field & Morse, as cited in Creswell, 
1989). 
 

 
As a doctoral student of Hispanic 
heritage, I understand intuitively how 
Hispanic faculty experiences an 
institution. 
 

The research questions reflect the lived experiences of the 
individuals. The questions should be written in a way that 
explores the meaning of the experience (Creswell, 1989, p. 54). 

The research questions are deliberately 
designed to elicit meaning behind 
experiences that are personal and 
private. 
 
 

The researcher collects data from those who have experienced the 
phenomenon under investigation typically through detailed 
interviews and supplemented with researcher self reflection and 
previously developed descriptions from artistic works with 
informants ranging in number from 5-25 (Polkinghorne, as cited 
in Creswell, 1989). 
 

I went directly to Hispanic faculty to 
obtain data about their experiences. 

 

Data analysis for a phenomenological study begins with original 
protocols that are divided into statements or horizonalization 
where units are altered into clusters of meanings. The 
transformations are then put together to form general descriptions 
of the experience looking at the textural description of what was 
experienced and the structural description of how it was 
experienced. This approach may vary by adding personal 
meanings to the experience (Moustakas, 1989). 
 

As explained further in this chapter, 
analysis entails data reduction that led 
to natural description of experiences 

. 
 

The phenomenological report provides the reader with an 
increased understanding of the essential, invariant structure 
(essence) of the experience, recognizing that a single meaning of 
the experience exists. In other words, all experiences have an 
underlying structure such as grief (Creswell, 1989). 
 

Chapter 4 and 5 provide clearer 
understanding of Hispanic faculty 
experiences at predominantly White 
institutions. 
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There are challenges to conducting a phenomenological study. For example, it 

requires the researcher to understand the philosophical tenets of phenomenology. 

Additionally, the participants chosen for the study must have experienced the 

phenomenon. Thirdly, the practice of bracketing by the researcher may be difficult; and 

lastly, the researcher must find a way to present his or her personal experiences in the 

study (Creswell, 1989). 

Since the purpose of this study is to explore and seek to understand the meaning  

of Hispanic faculty experiences, their perceptions of support and barriers, and how they 

negotiate their sense of place at predominantly White universities, the phenomenological 

design is most appropriate in understanding Hispanic faculty’s lived experiences. 

Creswell (1989) stated that phenomenology has influenced mainstream research 

while remaining an identifiable movement within the discipline of sociology.  

The greater acceptance of intensive interviewing, participant observation and 

focus groups reflect the willingness of non-phenomenological sociologists to 

integrate subjectivist approaches into their work. The study of constructive 

consciousness as a method of research has broadened and strengthened the 

standing of sociology in the community of scholars. (Aho, as cited by Creswell, 

1989) 

Patton (2002) provided major characteristics for qualitative data collection. In his 

description of qualitative data, Patton (1990) describes it as an observation that yield 

detailed, thick description; inquiry in depth; interviews that capture direct quotations 

about people’s personal perspectives and experiences. In my study, I draw on the 
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personal experiences and engage with participants so that I have direct contact and get 

close to them, the situation, and the phenomenon under study. It is important that I relate 

my personal experiences and insights to this part of the inquiry as they are critical to the 

understanding of the phenomenon. 

Data Analysis 

CV Analysis 

I requested all participants to have their CV available at the time of their interview 

and they all agreed. It turns out that faculty CVs varied considerably in their amount of 

details of their experiences and achievements. However, basic sections were common to 

all of them. For example, institutions attended, date of graduation, degrees obtained, 

schools attended, number of publications, number of presentations, tenure status, and 

awards, recognitions, and grants obtained almost always were present in each faculty’s 

CV.  

 Information about teaching was limited to the number of courses taught and 

sometimes developed. A CV rarely contains information about quality of teaching. In 

analyzing the CV, a table was developed for the category that alludes to faculty 

productivity. In this way, it is easy to compare number of publications, presentations, and 

grants. The information presented was based on their tenure status. 

Sociogram 

The Sociogram can be analyzed in three main ways. Because a Sociogram is a 

product of ratings, it is possible to present the data as a table. For this study, participants 

rated their current level of relationships with critical stakeholders and the importance of 
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this relationship to them. Secondly, Sociogram data can be presented graphically to show 

differences between current level of relationship and importance. The third method of 

presenting Sociogram data is through a Sociogram web, which graphically depicts the 

numerical ratings of the relationships with the critical stakeholders.  

Both the first and the second methods of presentation (which are a table of mean 

scores and graphic illustration) were used in this study. The graphs reveal the differences 

between current levels of relationships and levels of importance of relationships with the 

stakeholders. Also, each participant’s ratings were presented graphically. 

Qualitative Interview 

The qualitative interview approach utilized the tradition of phenomenology. A 

phenomenological approach enables the use of the inductive analysis approach through 

which critical themes emerged from the data (Hoepfl, 1997; Patton, 1991). The goal was 

to present general as well as individual findings that helped to answer the research 

questions. Unique case orientation as described by Patton (2002), whereby each case was 

assumed to be special and unique, guided data analysis for the study. The immersion into 

the details and specifics of the data to uncover and explore important patterns, themes, 

and interrelationships guided by analytic principles comes into play. 

Also, a deductive level of analysis using the elements of the interview protocol 

was employed to create categories from the data collected. Emerging themes and patterns 

that directly connected to the research questions helped in making specific decisions 

about where to go with the study. Additionally, I sought for alternative explanations 

using an inductive level of analysis by looking at contradicting data. For example, 
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participants were asked, “How conscious are you about your heritage within this 

institution?” The data obtained presented some contradictions regarding the level of 

consciousness. However, through inductive analysis, it became apparent that participants 

were describing different reasons or triggers of consciousness.  

The whole phenomenon under study was understood to be a complex system 

where the whole is more than the sum of its parts, where I was reflective about my own 

voice that conveyed authenticity and trustworthiness with a balance that provided a 

greater understanding of the phenomenon (Patton, 1990).  

As stated earlier, I collected data from those who had experienced the 

phenomenon under investigation typically through detailed interviews and supplemented 

it with my self-reflection (Polkinghorne, in Creswell, 1989). 

Data analysis involves organizing what you have seen, heard, and read so that you 

can make sense of what you have learned. Working with the data, you describe, 

create explanations, pose hypotheses, develop theories, and link your story to 

other stories. (Glesne, 1998, p. 130) 

 After transcribing the audio recorded interviews, I looked for emerging themes in 

the data.  Once emerging themes were identified, I then coded the data.  The themes were 

categorized on index cards.  The index cards were then further analyzed by triangulating 

other sources such as field notes and peer debriefing to make meaningful connections that 

translated into concrete themes. 

Using Glesne’s definition, I categorized and searched for patterns within the data 

and interpreted the data to make meaningful connections that translated into trustworthy 
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data transformations by using description, analysis, and interpretations (Wolcott in 

Glesne, p. 149). This was part of the deductive and inductive coding processes. 

According to Wolcott (in Glesne, 1998), description involves using field notes 

and interview transcripts to stay as close to the data as possible so that the data speaks for 

itself. The data zooms in and out so as to display details that compliment the purpose of 

the study and places the reader in the context of the setting. Although field notes were 

written at the point of interview, they were limited to data describing physical 

appearance, accents, and the surroundings, 

Analysis is the second category of data transformation according to Wolcott (as 

cited in Glesne, 1998). This process includes identification of relationships among key 

factors and placing them in a logical manner such as describing detailed coding schemes 

and describing any irregularities in analysis. For example, the use of the interview 

protocol provided a helpful guide in developing categories for the factors.  

The third category as described by Wolcott (as cited in Glesne, 1998) is 

interpretation and this happens “when the researcher transcends factual data and cautious 

analysis and begins to probe into what is to be made of them” (p. 36). The strategies used 

for data interpretation include using theory to provide structure, connecting with personal 

experiences, extending the analysis, and exploring alternative means of presenting data. 

These data transformations subsequently lead to comprehensive outcomes that make 

connections and provide a deeper and greater understanding. Data transformation 

procedures as described above guided data analysis for the study. For example, toward 

the end of the analysis, I began to question the literature on faculty retention and the 
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limitations of mechanical strategies to “hold on to faculty” rather than cultivating an 

environment that is magnetic and naturally attracts them to stay.  

Credibility and Trustworthiness 

Guba and Lincoln (1991) suggested that for qualitative studies, it is critical that I 

demonstrate the credibility and trustworthiness of the study. In their seminal work during 

the 1980s, Guba and Lincoln substituted reliability and validity with the parallel concept 

of “trustworthiness,” containing four aspects: credibility, transferability, dependability, 

and confirmability. Within these were specific methodological strategies for 

demonstrating qualitative rigor, such as the audit trail, member checks when coding, 

categorizing, or confirming results with participants, peer debriefing, negative case 

analysis, structural corroboration, and referential material adequacy (Guba & Lincoln, 

1981, 1982; Lincoln & Guba, 1985).  

Credibility 

Staying on the field until data saturation occurs supports my credibility. Also, (a) 

Credibility counters distortions on the context, limits my biases, and compensates for 

effects of unusual or seasonal events; (b) Persistent Observations are where I pursued 

interpretations in different ways in conjunction with a process of constant and tentative 

analysis. I looked for multiple influences; (c) Triangulation is where I collected 

information from different events and relationships from different points of view. 

Triangulation requires me to ask different questions, seek different sources, and utilize 

different methods; (d) Referential adequacy addresses the types of materials that are 

available to document findings; (e) Peer debriefing requires someone outside the context 
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of the study who has a general understanding of the nature of the study to review 

perceptions, insights, and analyses. The person may act as a “devil’s advocate,” test 

working hypotheses, helps develop next steps or serves as a catharsis; (f) Member Checks 

are used to ensure the source of the information and check both the data and the 

interpretation. Members may assess the intentionality of respondents, correct errors, 

provides additional volunteer information, put the respondent on record, and create an 

opportunity to summarize (which is the first step to data analysis) and assess the overall 

adequacy of the data in addition to creating individual data points (Guba & Lincoln, 

1981, 1982; Lincoln & Guba, 1985).  

As a doctoral student in higher education and also as an adjunct instructor at Kent 

State University for the past five years, I have stayed long enough within academia to be 

able to provide credible opinions about the academic environment, especially as it relates 

to minority faculty. To better understand this impact, I have focused my attention to 

relevant literature, attended relevant conferences, and engaged in relevant discourse all in 

an effort to demonstrate prolonged engagement with the phenomenon under 

investigation. 

For this study, the use of phenomenological data, Sociogram data, and data 

obtained from CVs was an effort at triangulation. Throughout this process, a Hispanic 

faculty member who lives and works in another state and university regularly served as a 

consultant to satisfy the requirement of peer debriefing. The coding processes provided 

audit trails that documented interview data from summary of points, to themes, to 

meaning making; for example, the audio taped interviews containing the data are 
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available for review, the transcripts from the audio tape are available, and index cards 

used as part of the data reduction process are available for independent examination. See 

Appendix L for pictures of the index cards. 

Transferability 

Transferability is the extent to which the findings can be applied in other contexts 

or with other respondents. Most contemporary researchers view applicability in terms of 

generalizability and address the issue by focusing on those aspects of the inquiry that do 

not shift. The naturalistic researcher maintains that no true generalization is really 

possible; all observations are defined by the specific contexts in which they occur. The 

naturalistic researcher does not maintain that knowledge gained from one context will 

have relevance for other contexts or for the same context in another time frame. In a 

traditional study it is the obligation of the researcher to ensure that findings can be 

generalized to the population; in a naturalistic study the obligation for demonstrating 

transferability belongs to those who would apply it to the receiving context. Strategies for 

transferability include using thick descriptions in the data with sufficient detail and 

precision to allow judgments about transferability to be made by the reader; purposive 

sampling where the researcher seeks to maximize the range of specific information that 

can be obtained from and about that context by purposely selecting locations and 

informants that differ; dependability where there is evidence that if  the study were 

replicated with the same or similar respondents (subjects) in the same (or a similar) 

context, its finding would be repeated, although replication is often not required in the 
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phenomenological study. However, both the CV analysis and Sociogram have been 

replicated. 

Dependability 

Lincoln and Guba (1985) stated that for dependability, an inquiry must also 

provide its audience with evidence that if it were replicated with the same or similar 

respondents in the same (or a similar) context, its findings would be repeated. Arguably, 

researchers must show that a study has quality, and it ought not to be necessary to 

demonstrate dependability separately. Additionally, overlap methods such as 

triangulation are taken to establish trustworthiness. Finally, an inquiry audit is performed 

as a way of examining documents and the process of inquiry. The inquiry auditor also 

examines the product—the data, findings, interpretations, and recommendations—and 

attests that it is supported by data and is internally coherent so that the “bottom line” may 

be accepted. This latter process establishes the confirmability of the inquiry. Thus a 

single audit, properly managed, can be used to determine dependability and 

confirmability simultaneously (Lincoln & Guba, 1985).  

Confirmability  

Confirmability is the degree to which the findings are the product of the focus of 

the inquiry and not of the biases of the researcher. Lincoln and Guba (1985) noted that 

Halpern (1983) suggested six classes of raw record data to be reviewed: (a) raw data such 

as recorded videotapes, written field notes, documents, survey results; (b) data reduction 

and analysis products which are write-ups of field notes, summaries, and condensed 

notes, theoretical notes such as working hypotheses, concepts, and hunches; (c) data 
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reconstruction and synthesis products which are themes that were developed, findings 

and conclusions, and final report; (d) process notes including methodological notes, 

trustworthiness notes, and audit trail notes; (e) material relating to intentions and 

dispositions such as inquiry proposal, personal notes, and expectations; and (f) instrument 

development information such as pilots, forms and preliminary schedules, observation 

formats, and surveys. 

Although this study did not set out to provide sweeping generalizations from the 

beginning, a number of steps taken ensure that similar findings could be reproduced by 

researchers in other settings. For example, the Hispanic faculty selected represented 

typical Hispanic populations. They represented the wide range of faculty ranks, years of 

experience, and ethnic/cultural backgrounds. Data obtained from participants were 

carefully dissected and massaged, and analyzed to ensure that their central meaning was 

not lost. In conclusion, there was nothing unique about how the study was conducted. 

Therefore, adequate efforts were made to ensure process integrity for reasonable and 

continuous transferability. 



103 

 

Conceptual Framework 

 Figure 3 provides an illustration of the major sections and factors relevant to the 

study.  The triangulated methodology reflects the three research approaches which are: 

CV analysis, Sociogram and Phenomenology.  These three approaches are aimed at 

generating data about respondents’ relationships, productivity and sense of place.  

Faculty sense of place is expected to have impact on their retention, productivity, sense of 

belonging and well being. 
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Limitations and Delimitations of the Study 

Interview methodology provides many advantages, but limitations also exist. 

Interviewees’ choice of words, comfort level, and degree of truthfulness are largely 

outside the control of the researcher. Interviews may capture the spoken words, but 

capturing the unspoken words is a subject of research artistry. The use of the Sociogram 

is a snapshot rating of relationships that may be influenced by events, especially recent 

events that impact relationships. Also, faculty members do not follow the same pattern in 

developing their CVs. Some are elaborate whereas others are parsimonious. Gleaning 

data from CVs is thus a challenge.  

First, the length of time in this study has implications that prohibit the researcher 

from exploring the phenomenon in greater depth. Could the researcher spend several 

years collecting data? Technically yes, but practically no. The dissertation has to be 

completed within a specified period; hence, the limitation of time. Although there are 

limitations to generalizing, studies show that qualitative studies can be transferable and 

replicable. Could more institutions be involved in a study of this nature? Yes, however 

resources provided limitations for the number of institutions involved. As a result, the 

study lacks the perspectives and experiences of Hispanic faculty working in Ivy League 

schools, private colleges and universities, as well as community colleges. Secondly, not 

all Hispanic faculty within each institution were included. Some faculty members were 

part-time faculty and non-tenure track. Hence, they were excluded. 
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Yet, another limitation may be apprehension on the participant’s part due to the 

sensitive nature of the study. The participants may not want to participate due to their 

positions at their institutions and may want to protect their identity. Others may respond 

in a way that is favorable to me as the researcher.   

Researcher’s Role 

My role as the researcher is to learn from participants, to report information that 

can affect the data, and to eliminate all possible biases to the fullest extent possible. I 

have experience with this issue and I am of Hispanic descent and am familiar with this 

population. In addition, I am a term instructor at Kent State University teaching Latino 

Studies. While this lends to my credibility, I also acknowledge the fact that this could 

potentially have some implications with respect to the issue of bias. In order to address 

and enhance credibility issues, the methods of reflection on biases, bracketing, and peer 

debriefing were used effectively. Several methods of triangulation were used and the 

study benefited from the guidance of seasoned researchers and faculty. 

Summary 

To understand Hispanic faculty’s sense of place within predominantly White 

universities, a mixed methodology was used. This chapter documented the established 

research processes and procedures, and how the study complied with the requirements. 

Ten participants from two institutions were involved in the study. Although the original 

intent of the study was not to provide generalizations, efforts were made to ensure 

believability, integrity, and credibility. In spite of these efforts, limitations were inherent 

in the design and resource constraints necessitated deliberate delimitations. 
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CHAPTER IV 

SUMMARY OF RESEARCH FINDINGS  

Chapter 4 provides the summary of findings from data analysis. The chapter is 

organized into two sections: horizontal analysis and vertical analysis. What is hereby 

referred to as horizontal analysis is a set of analyses of aggregate data representing all the 

participants. Horizontal analysis enables a presentation of findings that compares 

individual participants against all participants on all the factors, themes, and variables 

derived from the study. For example, horizontal analysis enables the researcher to 

compare faculty productivity derived from the CV analysis, current and important 

relationships derived from the Sociogram, and factors that promote sense of place derived 

from a phenomenological interview.  

 A vertical analysis is a re-presentation of the data on an individual basis. Whereas 

the horizontal analysis is a story of many, the vertical analysis is the story of one—the 

story of the individual participant. For example, vertical analysis enables the researcher to 

present results of the CV analysis (productivity), current and important relationships 

derived from the Sociogram, and themes associated with the sense of place for each 

participant. In this way, the story of Professor A can be viewed completely and separately 

from the story of Professor B.  
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Findings From Horizontal Analysis 

As mentioned above, the horizontal analysis is a presentation of the aggregate 

data of all the participants. Findings are organized under the three methods (CV Analysis, 

Sociogram, and Interview) used for the study.  

Curriculum Vita (CV) Analysis: Productivity 

In a sense, CV Analysis enables the assessment of participants’ productivity over 

the years and an assessment of the role that productivity might play in the development of 

a sense of place within an academic setting. Table 8 presents the summary of aspects of 

participants’ productivity and value to their institutions. Participants’ curriculum vitas are 

a source of data for indicators of their activities within their institutions. Most of the 

participants did not include teaching or the quality of their teaching in their curriculum 

vita. Hence, data on teaching is not included in this analysis. Also missing is the amount 

of service and the quality of service to community. Of the 10 participants, one faculty 

who promised to provide his curriculum vita did not honor this promise in spite of 

repeated requests.  

Eight of the participants had a doctoral degree, whereas two had an MFA (Master 

of Fine Arts) degree. The dates they obtained their final degrees ranged from 1986 to 

2002. Three of the participants were in hard sciences (biology and physics). Two were in 

social sciences, and the remaining were in Arts. Of those in Arts, two taught Spanish and 

cultural studies. Most of the participants have obtained tenure, while three had yet to 

obtain tenure. Tenured faculty obtained their terminal degrees over 10 years  



 
109 

 

Table 8 

CV Analysis-Productivity 

 
 
 

Participants 

 
Date 

Obtained 
Ph.D. 

 
 
 

Discipline 

 
 

Tenure 
Status 

 
 

*# of 
Pubs 

 
 

Pending 
Pubs 

 
 

# of 
Presentations 

 
 

# of 
Patents 

 
# Grants/ 
Funded 

Research 

 
 

Honors & 
Awards 

 
 
A 

 
1996 

 
Biology 

 
Tenured 

 
11 

 
4 

 
19 

 
0 

 
6 

 
0 

 
B         

          

          

         

          

          

          

2002 Sociology Untenured 17 7 34 0 4 9

C 1998 Public
Administration 

Tenured 9 0 20 0 6 20

D 2001 Spanish Untenured 2 0 17 0 1 5

E MFA, 1998 Film Production Tenured 6 0 **17 0 8  
($23,000) 

 

4 

F~ 1996 English Tenured 5 4 14 0 0 3

G 1986 Physics Tenured 32 81 1 12
($587,000) 

3 

H (No CV)  Biology        

I 1988 Spanish Tenured 10 2 10 0 0 6

J MFA, 1999 Fine Arts Untenured 9 0 **19 0 2 6 

Total 101 17 231 1 39 56

* Includes book chapters and book reports, **Exhibitions, ~Regional Campus Faculty 



110 

 

ago; the longest had his terminal degree about 22 years ago. Faculty yet to be tenured 

obtained their terminal degrees less than 8 years ago with the exception of one whose 

terminal degree was 11 years ago.  

 The number of publications produced by tenured faculty ranged from 5 to 32. 

Tenured faculty members had a total of 73 publications, an average of 10 publications per 

participant. The number of publications produced by untenured participants ranged from 

2 to 17. Untenured faculty had a total of 28 publications, an average of 9 publications per 

participant. 

The average number of publications among the science faculty was 21, the 

average number of publications among social science faculty was 13, and 6 among the 

arts faculty. Many of the participants had manuscripts at different stages of publication, 

ranging from in progress to in press. The number of publications pending ranged from 0 

to 7. Only one of the untenured faculty had work pending publication. The majority of 

those who had work pending publication were already tenured faculty.  

The number of presentations conducted by participants ranged from 10 to 81. The 

fine arts faculty’s presentations were exhibitions. Between the two fine arts faculty 

members, the tenured faculty had 17 exhibitions whereas the untenured faculty had 19. 

The two science faculty had a total of 100 presentations (one had 81 whereas the other 

had 19), but both had been tenured although at two different institutions. The two Spanish 

faculty had a total of 27 presentations (an average of 13.5 publications). The two social 

science faculty (Sociology and Public Administration) had a total of 54 presentations 

with an average of 27.  
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Only 1 of the 10 participants had a patent. The number of grants or fellowships 

received ranged from 0 to 12. Most of the participants who obtained grants did not 

indicate the amounts on their curriculum vitae.  Also, they did not always indicate the 

sources of these grants. Two participants indicated the amounts of grants received to date, 

which ranged from $23,000 to $587,000. All untenured faculty indicated they had 

received from one to four grants. Two of the tenured participants never received any 

grants.  

The number of honors and awards received ranged from 3 to 20. Untenured 

faculty have received a total of 20 honors and awards with an average of 6. Tenured 

faculty have received a total of 36 honors and awards with an average of 7. In total, 

participants have contributed over 100 publications and over 230 presentations to their 

institutions. More than half a million dollars in grants have been obtained on behalf of 

their institutions and over 50 awards and honors have been received.  

Individual Faculty Performance 

Among the tenured participants, Professor G (a Physics Professor) appeared to be 

the most productive with 32 publications, 81 presentations, and over a half million dollars 

in grants. Professor F (a regional campus English professor) appeared to be the least 

productive among the tenured faculty (5 publications and 14 presentations). In comparing 

this faculty with the rest, differences in publication expectations between regional 

campuses and main campuses must be considered. 

Professor B (a sociology professor) was clearly the most productive among the 

untenured faculty with 17 publications, 7 publications pending, 34 presentations, and 9 
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awards. Among the untenured faculty, Professor D (a Spanish professor) was the least 

productive with 2 publications, 17 presentations, and 5 awards. On the whole, the 

productivity of the untenured faculty compares very well with the tenured faculty 

members.  

Summary of Findings on Productivity 

1. The majority of the 10 participants have received tenure at their respective 

institutions. As suggested by several participants, the granting of tenure is an 

affirmation of a faculty’s value to the university—an important element in the 

development of a sense of place in academic setting.  

2. The productivity of those who were yet to receive tenure compared 

impressively with those who had received tenure. Unless there has been a shift 

in productivity expectations of the participant institutions (and there was no 

indication that that was the case), untenured participants were on their way to 

receive tenure, at least based on the levels of productivity. The lack of data on 

departmental and college variations on productivity prevents an authoritative 

conclusion regarding untenured participants’ readiness for tenure.  

3. The second most productive participant (Professor B) was untenured. This 

supports the conclusion that the untenured participants’ productivity was 

comparable to their tenured counterparts.  

4. The overall contributions of the participants in terms of publications, 

presentations, grants, and so forth, were high. Given the value that universities 
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put on these activities, it is to be expected that participants’ contributions 

would be valued by their institutions. 

Sociogram 

The results of the Sociogram exercise are presented in this section. Two sets of 

ratings were presented to the participants. The first assessed the relative importance of 

relationships with critical stakeholders to them. The second assessed participants’ 

perceptions of the current levels of their relationships with these critical stakeholders. 

Table 9 provides the summary of participants’ ratings of the importance of their 

relationships and the current levels of these relationships with critical stakeholders. The 

same data is presented as Sociogram webs that can be found in Appendix M. 

 Since relationships are crucial in developing a sense of place within any human 

organization, participants were requested to rate their relationships with critical 

stakeholders: deans, department chairs, program coordinators, clerical and administrative 

staff, students, colleagues within the university, colleagues within participants’ home 

colleges, and colleagues within their home departments. According to Table 9, 

participants’ relationships with their deans range from irrelevant (0) to highly important 

(5). However, participants’ current levels of relationships with their deans range from 

most highly negative (-5) to most highly positive (5). Relationships with chairs had higher 

ratings than deans ranging from irrelevant (0) to very highly important (5). Participants’ 

current levels of relationships with their chairs also had higher ratings than those with the 

deans ranging from highly negative (-4) to most highly positive (5).  
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Table 9 

Participants’ Ratings of the Importance and Current Levels of Their Relationships With Critical Stakeholder 

 
Relationship 

 
I/C 

 
A* 

 
B 

 
C* 

 
D 

 
E* 

 
F* 

 
G* 

 
H* 

 
I 

 
J 
 

 
Dean 

 
I/C 

 
0/0 

 
4/-4 

 
2/3 

 
4/3 

 
4/5 

 
4/5 

 
0/-5 

 
3/2 

 
5/0 

 
2/0 

 
Chair            

            

            

            

           

           

           

I/C 4/2 4/-4 5/5 5/5 4/5 2/0 0/-3 5/5 5/3 4/4

Coordinator I/C - 0/0 4/5 5/5 4/5 4/4 - - 4/3 -

Staff I/C 1/4 3/-4 3/5 4/5 4/5 3/3 4/5 - 3/3 2/3

Students I/C 4/4 4/2 5/5 5/4 5/5 5/3 5/5 5/5 5/5 5/5

Colleagues 
(University) 
 

I/C 5/3 2/0 4/4 4/4 5/5 2/0 5/5 4/3 3/0 4/3

Colleagues 
(College) 
 

I/C 5/4 3/0 4/4 5/4 4/5 2/1 2/0 2/2 4/1 2/3

Colleagues 
(Department) 
 

I/C 5/5 5/2 5/5 5/5 5/5 5/3 5/5 4/4 5/5 3/4

 
*Tenure faculty; I = Importance of Relationship; C = Current level of Relationship; Scales: Importance: 0 = Irrelevant; 1 = 

Little; 2 = Somewhat Important; 3 = Moderately Important; 4 = Highly Important; 5 = Most Highly Important 

Current Level: -5 = Most Highly Negative; 0 = Neutral; 5 = Most Highly Positive 
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According to the participants, the importance of relationships with the program 

coordinator ranges from irrelevant (0) to highly important (4), whereas the current level 

of relationships with coordinators range from neutral (0) to most highly positive (5). The 

importance of relationships with clerical and administrative staff ranges from little (1) to 

moderately important (4), while the current levels of relationships with staff range from 

highly negative (-4) to most highly positive (5). With respect to the importance of 

relationships with students, participants’ ratings range from highly important (4) to most 

highly important (5), while the current levels of relationships with students range from 

somewhat positive (2) to most highly positive (5).  

Participants’ relationships with colleagues were in three categories: relationships 

with faculty across the campus, relationships with faculty or colleagues within 

participants’ home colleges, and relationships with participants’ home departments. With 

respect to the importance of relationships with colleagues across the campus, 

participants’ ratings ranged from somewhat important (2) to most highly important (5), 

whereas the current levels of relationships with colleagues across the campus ranged 

from neutral (0) to most highly positive (5). The importance of relationships with 

colleagues within the college ranged from somewhat important (2) to most highly 

important (5). The current levels of relationships with colleagues within the college 

ranged from neutral (0) to most highly positive (5). Similarly, the importance of 

relationships with colleagues within the department ranged from moderately important 

(3) to most highly important (5), whereas the current levels of these relationships ranged 

from somewhat positive (2) to most highly positive (5). 



116 

 

Importance of Stakeholders’ Relationships 

According to Figure 4, the most important relationships to the participants are 

with their students. The importance of relationship with students was rated as most highly 

important with a mean score of 4.8. The second most important relationship was with 

colleagues within the home departments of the participants (X = 4.7). This was followed 

by the importance of relationships with colleagues within the college (X = 4.3), with their 

department chairs (X = 3.8), and colleagues across the university (X = 3.8).  

The least important relationship with the participants was with their deans (X = 

2.8) although the relationship with the deans was described as somewhat important. The 

importance of the relationship with program coordinators was rated equal to that with the 

deans with a mean score of 2.8.  

The Current Level of Relationships 

On the aggregate, participants’ current levels of relationship with colleagues 

within their home departments had the highest mean score of 4.3. This was followed by 

the current levels of relationships with students and with program coordinators with mean 

scores of 4.0 and 3.7, respectively.  

As indicated on Figure 4, participants had the lowest current levels of 

relationships with their deans (X = 0.9). This was followed by relationship with chair (X = 

2.2) and with their colleagues within their college(X = 2.4).  

Comparison of Importance of Relationship With Current Levels of Relationships 

As indicated by Figure 4, in most cases, participants rated the importance of 

relationships with critical stakeholders higher than their current levels of relationships  
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Figure 2: Importance/Current Levels of Relationships
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program  
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with these stakeholders. The only excep

 coordinators (2.8/3.7) and relationships with clerical and administrative staff

(3/3.2). This implies that participants felt their current levels of relationships with these 

two groups of stakeholders were higher than their relative importance to them.  

The relationships that presented the greatest challenge to participants were those 

with the deans. The importance of relationships with deans, on the aggregate, was 2.8, 

whereas the current level of relationship with deans was only 0.9. The distance betw

importance and current level is 1.9. Another group of stakeholders that shared similar 



118 

 

charact  of 
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of their igure 5, 

 

 

of their relationships only slightly higher with a mean score of 3.1. 

Professor D rated the importance of his relationship the highest with a mean score of 4.6, 

followed by Professors E and I with mean scores of 4.4 and 4.3 respectively. 

Professor B had the least favorable relationships among all the participants. 

Professor B’s current level of relationship, on the aggregate, was negative (X = -1). This 

was followed by Professor G with a mean score of 1.7 for current levels of relationship. 

Professor E rated his current level of relationships the highest with a mean score of 5. 

This is followed by Professors C and D with m

With the exception of two, all participants rated the importance of their 

relationships higher than their current levels of relationships. Professors C (4/4.5) and E 

(4.5/5) both rated their current levels of relationship higher than the importance of these 

relationships.  

 

 

eristics was the colleagues within the college (4.3/2.4) with a gap or distance

1.9. 

Participants’ Individual Relationships 

Figure 5 provides the summary of the mean scores of individual participant’s 

ratings of the importance of relationships with critical stakeholders and their assessmen

 current levels of relationships with these stakeholders. As indicated by F

Professor G rated the importance of his relationships with critical stakeholders the lowest

(X = 3.0), although this is, in fact, a moderately important rating. Professors B and J rated

the importance 

ean scores of 4.5 and 4.4, respectively. 
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Figure 5. Participants’ ratings of the importance and current levels of relationships 
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indicated in Figure 5, all non-tenure participants indicated that the importance

tionships is higher than their current level of relationships with critical 

rs. Among this group, Professor D (4.6/4.4) had the highest ratings 

nce and the current level of relationships as well as the closest distance betwee

ariables.  
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Summary o

1. 

n their relationships with students.  

by those 

within the home college, f e across the university.  

of place.  

 to 

lationships.  

a reason 

Sense of Place 

gain insights into how participants develop a 

sense of place in an environment where they are a minority. Informed by the 

 

f Findings From the Sociogram Exercise 

Participants’ relationships with their students are the most important to the 

participants in establishing a comfortable sense of place. All the participants 

put a high premium o

2. Participants’ relationships with colleagues are second most important to the 

participants in establishing a comfortable sense of place. Among colleagues, 

those within the home departments are the most important, followed 

ollowed by thos

3. In addition to the relationships with colleagues, participants’ relationships 

with chairs were perceived to be important in establishing a sense 

4. Most participants indicated that their current levels of relationships with 

critical stakeholders were lower than the importance of these relationships

them. This implies that they perceived a need to work on their current levels 

of relationships and to raise current relationships to match the importance of 

these re

5.  One faculty (Professor B), in particular, indicated negative current levels of 

relationships overall. Given that this faculty was non-tenured, there is 

to believe that this individual was struggling with his environment.  

The central concern of the study is to 
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phenom

invite the p share their inner thoughts about their consciousness of their 

heritag b

faculty at a  White institution, and about the significance of their heritage 

in the i

Two factors came into play when Hispanic faculty described their sense of place 

at their t

respon  from the following questions in the interview protocol (See 

Appen J

Awareness of Hispanic Background: 

n’s 

nic 

How would you describe your experience as a Hispanic faculty at this 

institution? 

4. What is significant about your Hispanic background at this institution? 

 Heritage: 

1. H  does your Hispan heritage a ice an al issues 

of concern to you? 

2. How would you say the University benefits from your Hispanic heritage? 

enological tradition, the study utilized an open-ended interview approach to 

articipants to 

e, a out factors that trigger this consciousness, about their experience as Hispanic 

 predominantly

nstitution.  

 ins itutions: (a) Consciousness and (b) Influence of their Heritage. These 

ses were a direct result

dix ): 

1. How conscious are you about your Hispanic heritage within your institutio

community? 

2. What factors in this institution raise your consciousness about your Hispa

background? 

3. 

Benefits of

ow ic ffect your serv d institution
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Table  represents a hori tal analys ipants ses to 

questions related to their own consciousness and the influence of their heritage. The 

themes that emerged from these categories are described in detail below. 

 
Table 10 

Factors Invo d in Developing S e of Place

Participants 
 
Consciousness 

 
Heritage 

 10 zon is of the partic ’ respon

lve ens  

 

   
5 

 
H1, H2, H3 
 

A Y C1, C2, C4, C

B Y C1, C4, C6 H1, H2, H3 

 H2 

D Y C1, C3, C4, C6 H1, H2, H3 

Y C1, C3, C4, C5 H1, H2 

Y C1 H2, H3 

Y C2 H1, H2 

Y C3, C6 H1, H2 

H2 

C1 H1, H2 

C Y C4

E 

F 

G 

H 

I Y C4, C6 H1, 

J Y 

 

(C) Reasons for Consciousness    

C1. Underrepresentation of Hispanics on campus 

C2. Personal values and beliefs 

C3. Immersion into the dominant culture 

C4. Scholarship 
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 pants’ 

 

s of their 

ss.  

 

regardi s, 

I am co stitution.” 

I: Underrepresented Hispanics on campus. Although all the participants 

indicated they were conscious of their heritage and their status as a minority within their 

institutions, they provided different reasons (triggers) for their consciousness. Table 10 

C5. Situation dependent 

C6. Being “different” 

(H) Influence of Heritage 

H1. Heritage is linked to scholarship, relationships & teaching 

H2. Institution benefits from Heritage 

H3. Heritage can be a burden or a blessing 

Participants’ Consciousness of Heritage 

Awareness of Heritage 

The question of consciousness of heritage was an attempt to explore partici

awareness of their minority status within their institutions. This attempt became 

necessary because of the diversity of the Hispanic people. Those who, for all practical 

purposes, manifest the characteristics of the majority may, in fact, be spared the triggers

that other minorities experience. Hispanic faculty members who were consciou

background were also expected to use different strategies to negotiate a sense of place 

from those who have no reason to be conscious of it. Therefore, participants were asked a 

direct question regarding their consciousne

As indicated on Table 10, all the participants responded in the affirmative 

ng the question of consciousness. A common response from participants was “ye

nscious of my heritage at this in

C
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provide

who no

represe heir institutions. Six out of 10 or 60% 

of faculty indicated this to be the case. Examples of extracts from participants’ interviews 

describing this theme are provided below: 

Professor A: The only ones [factors that raise my consciousness] are when I run 

into other faculty members or students that are Hispanic and those are the only 

Professor B: I became quickly aware of my minority status and ultimately 

here, a very White institution, it’s on my mind, it’s a daily awareness of being 

different at an ethnic level . . . I’m the only one in the department, you see it in 

Professor D: I guess it’s because this is Ohio; diversity is not there even though 

 

Professor E: There is no community within the university community in which I 

identify myself as one of the members, in this case being a Hispanic, so there is 

no sense of consciousness of a person who represents unless a particular situation 

comes about. 

s a summary of the six themes that describe these triggers. C1 represents those 

ted they were always conscious of their heritage because of the under-

ntation of Hispanic faculty and students in t

times when it comes into play. 

 

the classroom, you see it in the hallways, you see it in the staff, you see it in the 

administrative role, so it’s pretty obvious. 

 

apparently there is a huge Spanish-speaking community in Ohio so basically, it’s

invisible, you don’t see it. 
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Professor F: We don’t have a very large or largely diverse student population. I 

think if there were more Latino students here, then there might be more requests 

Professor J: I am aware that I am one faculty member of many Hispanic faculty 

members who are Hispanic. So just being that one minority in the group, I’m 

certainly very conscious of that. 

C2: Personal beliefs and values. Two of the participants attributed their 

consciousness to their personal beliefs and values. Personal beliefs serve as triggers of 

consciousness of heritage and minority status. C2 captured these remarks. 

Professor A: I can still be plenty aware of my heritage without the institution 

being aware of it all, in which case, the institution largely does not acknowledge. 

 
y heritage because of my personal beliefs but 

 of 

strengt

situation where one finds himself or herself in a minority situation, was palpable in the 

voices and tones of participants.  

C3: Immersion into the dominant culture. Three participants noted that their 

consciousness was often raised because of their immersion in dominant culture. The 

awareness of the dominant culture and its impact or effect on their heritage served as a 

 

for faculty involvement . . . so it [consciousness] doesn’t seem to come into play. 

 

Professor G: I’m conscious about m

it’s not that the university makes me aware of that. 

The belief is that Hispanic heritage is more than identifier to some; as a source

h and values that guide daily living and serves as a direct life compass even in a 
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constan

point in

: The fact that they perceive me more as a foreigner as a whole than 

Professor E: Zero, there is nothing here that I identify with as being Hispanic. 

 

4: Scholarship. Two of the participants whose scholarship related to Hispanic 

issues observed that it was impossible not to be constantly conscious of their heritage. 

Also, those who have found ways to connect their scholarship and teaching with their 

heritage expressed this point of view. For example, the following participants stated: 

Professor A: I guess in some sense, that heritage has influenced the fact that I am 

Professor B: Well it does quite a bit [heritage influences scholarship]. I’m 

interested in alcohol use, alcohol substance abuse, alcohol abuse, alcohol related 

t trigger for some of the participants. The following participants expressed this 

 different ways: 

Professor D

being a Hispanic foreigner. It’s more of the sense of I feel sometimes like the 

other, that sense of otherness that people come from a different country feel in 

their situation. 

 

Professor H: I am aware that I’m immersed in a different culture, and that I am 

involved in learning a lot about how things are done, you know, within this 

university. 

C

in an area of pure science that’s not concerned as much with application or things 

like that . . . but for me, it’s been a positive influence because I had that from my 

mother, but it’s not something I see in the general populace of Hispanics. 
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e 

Professor C: My dissertation was the career advancement of Mexican-Americans 

d so 

Professor D: [Hispanic heritage influences my teaching] both at the level of 

y 

Professor E: [My Hispanic heritage influences my teaching] in somewhat an 

artistical aspect, I grew up with a sense of art because it’s embedded in my culture 

. . . I saw how all that is a part of my personality and things so it’s something that 

I learned in the classroom, it’s something I grew up with, so architecture and 

painting and things like that. 

 
Professor I: My Hispanic heritage has certainly influenced all of my research; 

ish 

violence, the construction of masculinity, all these different things, and I hav

been really interested in collecting data from Hispanics. 

 

in public administration . . . so my research was about Mexican-Americans an

I use that research in my classes, in my teaching now, to show ethnic minorities 

and women, what variables will influence their careers . . . and again I’m 

interested in the Latin American. 

 

culture and at the level of methodology, and when you teach a language, you tr

to give students a sense of what the language is and that’s the culture. 

 

moreover, the fact of investigating literature and culture from Spain, Latin 

America and Hispanics in the U.S.; furthermore I write and publish in Span

only. 
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fessor A 

  [factors that raise my consciousness] are when I run into other faculty 

membe

 a 

Hispan

particu

celebra

backgr

raised b

powerf

accents

 and faculty, sort of 

ondering what I am and what I am not, assumptions that I’m totally fluent 

in Spanish when I’m OK but not essentially fluent, assumptions about what 

my background is. That’s always very, very confusing. Like if I say I’m from 

New Mexico they don’t hear the ‘New’ part and they think I’m from Mexico, so 

that always takes some time to explain, who I am . . . not just students but in the 

C5: Situation dependent triggers. Two participants remarked that they also 

become conscious of their heritage when situations trigger it. For example, Pro

said: The only

rs or students that are Hispanic and those are the only times when it comes into 

play. 

 Also Professor E noted that: There is no community within the university 

community in which I identify myself as one of the members, in this case being

ic, so there is no sense of consciousness of a person who represents unless a 

lar situation comes about. 

Situations that may trigger consciousness include racial episodes on campus, 

tion of heritage day, and personal connection with someone of similar 

ound. 

C6: Being different. Four participants noted that their consciousness was always 

ecause of their visible differences with the majority group. “Being different” is a 

ul theme among those who manifest visible differences especially in looks, 

, and names. The following quotes from participants support this view. 

Prof. B: There’s a lot of explaining sometimes to students

w
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nd 

 myself. And so the continual process of having to define myself for not 

only others but I guess myself . . . I find it offensive. I don’t like it. I don’t go 

around asking people what they are and so it’s bothersome. 

 

 
Prof H: There are things where I abstain from making opinions, not because 

of being Hispanic, but because of not being American. There are things where, 

you know, I think, well, you know, I’m still a guest in this country and I’m not 

going to make an opinion or a statement about this. But that’s not because of 

being Hispanic, but because of not being American. And sometimes it’s hard to 

separate those two. You know, if there’s a day when I become a citizen, I might 

be able to separate those, but right now, I cannot separate those two. So it’s hard 

to say exactly where it’s different. But, you know, but you are aware that you 

are different, you know, you’re always aware, and that you have a different 

life history and a different lifetime experience. You are always aware of that 

and you have to—you know, I’m old enough that I can slow down and try to 

understand, you know, what experiences I had that people here have never 

community as well. What are you? That question of having to identify myself a

explain

Professor D: The fact that I think they perceive me more as a foreigner as a 

whole than being a Hispanic foreigner. It’s more of the sense I do feel 

sometimes like the other, that sense of otherness that people who come from a 

different country feel in their situation . . . people try to figure out where I am 

from. 
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t 

 

Professor I: Once in a while you may find patronizing attitudes from some 

Whites  . . . the first year, one person called me to his office because when I 

filled out an Incomplete form for one student, there was one statement that 

was ambiguous, and I think it was not a very important issue . . . It was my 

first time here. And he got so mad. He called me at home. He made his secretary 

call me at home to give me a huge speech, telling me that, ‘You don’t understand 

anything!’ And so, like, ‘Do you understand this? You don’t understand 

anything!’” 

Influence of Heritage 

If participants were conscious of their heritage what influence does it have or 

what benefits does it invoke? Three themes emerged from the data reduction exercise.  

H1. Heritage is linked to scholarship, relationships, and teaching.  

Professor A: I think it does influence my teaching. It is very difficult for me to 

tell how. I think Hispanics tend to have . . . they develop rapport with their 

class. There is much more interactions, there is much less distance. So that comes 

experienced. And that, you know, that’s important that the—it’s hard to explain

but, you know, when you’re living in a Third World country in general, you 

know, the levels of poverty and limitations and experience, sometimes you canno

understand how colleagues, and students, behave here. But then when you go and

you think about, you know, it’s things that they had never experienced, you can 

understand why they behave the way they do. 
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 so I think that’s the major—the way in which I interact with 

students is much more personal, even when it is in a group context. And I 

work much more towards group cohesion . . . I don’t single students out and 

say, ‘these are the students I’m teaching to,’ which I know a lot of faculty do that 

I understand why that is, but I try to teach to the whole class all the time, and I 

try to make it personal at the same time, and I don’t think that’s something that 

comes easily for people who are not Hispanic. I think it comes naturally for a 

Hispanic. 

 

viance and the way I teach deviance is teaching about 

what it means to be different and what it means to be marginalized, what are 

the consequences of that, where does it come from, so, you know, I use 

constant examples from the Hispanic literature, even some personal 

examples, you know, what it means to have to explain yourself, right, to students 

and they sort of get it and, so yeah, it’s quite instrumental. I discuss about where I 

came from and what it’s like and compare and contrast, you know, context and 

that kind of thing. 

 

from heritage, but it is very difficult for anyone to put a very clear delineation on 

what comes from heritage and what doesn’t it. But I think that is part of it. And

you know,

Professor B: Oh, quite a bit. I mean I teach courses on social inequality, I teach 

courses in, well, de

Professor D: Foreign language classes are totally different. That is the culture 

inside the classroom. It is different from the culture outside the classroom. It is 
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nd 

king 

y community oriented, peer and 

group work, you need to practice the language with somebody and you go a 

little bit deeper and you teach more things that are . . . seem to be kind of like 

additional but are part of the culture. For example, tu and usted, when you use 

it, how you refer to people, how you can use somebody’s name without using 

usted, you will still be at that respected hierarchy level . . . even my accent, 

because when I speak in Spanish, I have an accent from my region and then they 

would ask me: why do say juvia instead lluvia. 

 
Professor E: If you go to church, for instance, I am Catholic, if you go to church, 

this church is in Spain, they [have] all these frescoes, and all this and you’re 

surrounded by art, so art is something you feel you are familiar with and 

 

 
Professor G: I’m proud to be Hispanic, and I’m proud to be here also, no? I mean 

to teach here. So that helps me to bring down the relationship arrears that could be 

between students and faculty, no? And an instructor. Yeah. 

 

more a sense of community and being comparative to being individualist a

standing alone. Like what you do for a hundred in the class when you are ta

notes, giving feedback to instructors through your clickers and PowerPoint. 

Instead the foreign language classroom is ver

talking about lighting and drama and all of that, so you know, it happens to

be my area. I am not an engineer, I am not in sciences, but those are things 

that already, as a little kid, I was co-mingling. 
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rofessor H: And I try to bring that international experience that I have into my 

classroom every time, every time, you know, I want to make them aware that this 

is the way things are done here, but this is the way things are done elsewhere. And 

I have some experience to that respect, not only Latin America but I spent some 

e 

 

Professor I: I think completely because all my research has to be with literature in 

Spain and culture and Hispanic culture and literature, so completely, and write 

just in Spanish. 

 

n like 

nd so you begin to see different teaching methods and strategies 

o 

approach to really loving and caring and 

sense of family. 

P

time in Southeast Asia as a biologist and, you know, I can talk to them about th

differences in different parts of the world. But, you know, I think I use a lot of my

background when I lecture.  

 

Professor J: Well, I think that there are different approaches to teaching, and I 

think that when you—it becomes apparent when you’re in a large institutio

University “B”, so you do have a good amount of faculty, whether they’re full 

time or adjunct, a

that people take. And I, over the years, have witnessed—and in my own 

experiences, you know, getting my different degrees, that I began, you know, t

really understand that there are different approaches you can take, and I always 

have kind of thought that it was important to being more nurturing, whether that’s 

being a woman or just having the type of upbringing of caring within my 

childhood, just sort of a Hispanic kind of 
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their in

brough , 

and nam  is that 

they ca

below. 

Professor A: I think teaching quality and rapport with the students, that helps. It’s 

not just the quality of instruction that they get but whether or not the students 

decide to stay on, whether or not they will continue on in a research field when 

they come out, what their attitude towards the department is, those are all 

influenced and of course every student we put out is an ambassador for the future. 

 

 kind of 

search that I do is very much influenced by it and so it does contribute to it. 

 

Professor D: They obviously can say they are open to other cultures . . . but also 

showing some support . . . and reaching out to the Spanish-speaking community 

who is not in the student body but out in the community at large. 

H2. Institution benefits from heritage. Nine out of 10 participants indicated that 

stitution benefited from their Hispanic heritage. They indicated that what they 

t to the institution was something of value in the area of diversity, collaborations

e recognition. One participant indicated the only benefit for the institution

n check the affirmative action box. Relevant individual responses are provided 

So I think that I benefit the university that way and also through service. 

Professor B: The research shows when you have a diverse student body, when 

you have a diverse faculty, it brings new ideas and experiences, new ways of 

thinking about problems, so I think it plays a huge role. I think the

re

Professor C: Probably only that I add to a diverse faculty. I think that’s it. 
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Professor E: Oh there is, there is a president who is Mexican . . . that’s what the 

university is all about, views from all over and its community in which you can 

freely exchange and share, and so a university should be international. 

Professor F: They can check their box . . . and do I think I was hired because of 

the box I checked? I certainly hope not. But I don’t know that there’s any special 

advantage. 

 
rofessor G: It’s like having an ambassador. When I go to my country, I like to 

promote the university down there. When I visit a university abroad, I talk about 

[this institution], about the benefits of working here and try to promote 

interactions . . . that’s part of my heritage, I wouldn’t do it if I were not Hispanic. 

 
sor H: I can help some of the graduates from Latin American countries in 

erging into the university. I can help in establishing relationships with other 

Latin American countries, Costa Rica and Nicaragua . . . I can help recruit grad 

students and retain students . . . so I think the university can gain from having me 

here. 

 
ell 

uthentic materials and information to the students, so I think 

 

 

P

Profes

m

Professor I: Being a Hispanic and being a native speaker and doing my job w

can definitely give the students a good-quality preparation in the Spanish 

programs . . . Hispanics are really well prepared and they provide an excellent 

education and more a
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e students always appreciate excellence and more authentic materials and 

information to the students . . . Now if the university creates relationships with the 

community, for the increasing number of Hispanics in the area, having us would 

really be beneficial. 

 
 

 burden or a blessing. At least three participants indicated 

that although they were conscious of their heritage, the heritage “thing” can be a burden 

or a blessing. It could help or hurt. Extracts supporting this view are provided below. 

Professor A: There’s an advantage to having neutrality and not having people 

treat you differently. 

 
 harm or hurt. If it’s with a colleague of 

olor, we can talk about it and we know where we’re coming from and go back 

and forth and joke and laugh. It could also harm it, if colleagues are White and 

they don’t necessarily know where I’m coming from . . . so I think it can harm 

and it can be beneficial at the same time. 

 
rofessor D: I think that they accept more of my differences in the classroom 

when it’s me, rather than being someone else, so it actually helps being in the 

th

Professor J: It would be whatever dialogue I could create outside of the university

and I think that the university would then certainly benefit from whatever 

influence I could have outside of the university. 

H3. Heritage can be a

Professor B: I guess with colleagues it can

c

P
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Professor F: I don’t like to do it often, but every once in a while I will whip out 

the minority card and . . . it just shuts them up. But I don’t know that that’s a 

positive either . . . so I’ll just disguise that. 

Professor D’s comment is particularly instructive. As a professor of Spanish, she 

saw her heritage conferring upon her a “face value” before her students and community. 

Because of her heritage, she also noted that she could invoke her culture in support of her 

instruction. After all, one who must teach ought to have a believable experience to teach.  

Factors That Promote a Sense of Place 

 Participants were invited to reveal their inner thoughts about factors that promote 

their sense of place at their institution. As revealed in Table 11, nine themes emerged 

from the data collected from the participants.  

Community Value of Scholarship 

 Three participants spoke directly about community value of their scholarship as a 

factor that promotes their sense of place. Community value speaks to being relevant to 

what counts or what is appreciated by the community. Participants who indicated that 

their community values their scholarship spoke enthusiastically and emotionally about 

how much they have been appreciated. Extracts from Professors C, D, G, and J support 

the importance of community value in negotiating a sense of place within an academic 

organization. 

field in which I am. It helps the fact that I’m Hispanic, it gives me face value, I’m

more believable. 
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Professor C: I think that the quality of m

of my work has been high, and I think it is valued. I think the community  

 

y work has been high quality. The quality 



 

Table 11 

Factors That Promote a Sense of Place 
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(table continues) 

 
Factors that Promote 

Sense of Place 

 
 

A 

 
 

B 

 
 

C 

 
 

D 

 
 

E 

 
 

F 

 
 

G 

 
 

H 

 
 
I 

 
 

J 
 

 
Community value of 
scholarship 
 

         
X 

 
X X X 

University support/recognition 
f scholarship 

X X X X X  X X X X 

uality of relationship with 
udents 

 

X   X  X X  X X 

Quality of relationship with 
colleagues 
 

X X X    X X X X 

Promotion of cultural events 
and activities 
 

X X       X  

Effective mentoring 
 

 X  X    X  X 

 
The granting of tenure 
 

 
X 

       
 

  

o
 
Q
st
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continued) 

lace 

Fact
Sense of Place A 

 
 

B 

 
 

C 

 
 

D 

 
 

E 

 
 

F 

 

G 

 

H 

 
 
I 

 
 

J 
 

Table 11 (

Factors That Promote a Sense of P

 
 

 

 
ors that Promote  

 
   

           
Increase the number of 
Hispanic faculty and students 

X

 

 X     X X 

      

X  
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Factors That Limit Sense of Place 

Factors That Limit Sense of Place 
           

A B C D E F G H I 
 

J 

 
Lack of Hispanic faculty and students     

 

 

 
X 

 
X  

  X  X  
X 

 
X 

  
X 

Lack of acknowledgement of contributions  X     X X  X 

 X  X  X X  

X X    X   X  

Alienation and disconnection from the community 
 

 X   X X    X 

Lack of promotion and dialogue/ cultural activities 
 

 X   X  X X X  

Disconnection between administration/department 
 

 X    X    X 

 
Having to explain one’s background 
 

X X 

Pressure of promotion and tenure 
 

 
 

Table 12 
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Table 13 

Strategies U  t g e n la

 
at   

 
D 

 
H 

sed o Ne otiat  a Se se o

Str egies
 

f P ce 

 
A 

 
B 

 
C

 
E 

 
F 

 
G 

 
I 

 
J 

 
Productivity (Prod  v  s) 

 
 

   
X ucing alued work

 
X 

 
X

 
X 

 
X 

 
X 

 
X 
 

Relationship (Usin ti ps te y) 
 

X X X  X   

Involvement (Parti in o
activities) 
 

X   X X  

g rela onshi  stra gicall

cipat g in instituti n’s 

X 

   

 

 

X  X X

X  
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t from the Southwest to the Midwest. I 

 

 

Professor D: On that [community] side, they have been very open and cordial like 

‘we really appreciate you,’ ‘oh we would like you to come’ and ‘we’d be very 

pleased if you present something.’” 

 

 

ch that I’m doing is unique. There are very few places in the U.S., and I 

ould count them with my fingers on one hand, that could offer similar type of 

services, but we are the only one that it’s fully developed to offer all the services 

that the overall community. 

 
nk 

g to the table. So in that sense, certainly an acceptance or I’m certainly 

volved, and I’ve been asked to be involved to a certain degree within the art 

community. 

 

values what I do and what I have brough

have abilities from the business sector, the private sector and the political sector 

that are valued, because I take that into the classroom as well, my political

experience, my business experience, and that goes into the classroom with me, so

I think it’s valued. 

 

Professor G: The overall community is very supportive of the activities that 

we do here. Fortunately for the university, the type of facilities that we have to do

the resear

c

Professor J: I’ve been able to actually be a presence here in [my city], and I thi

that my students, the older students, the more mature students, are aware of what 

I’m bringin

in



144 

 

Univer

g of 

tenure is one; provision of resources is another. Yet, another way to demonstrate 

community value is through recognition. Almost all the participants have something to 

say regarding support and recognition of scholarship as a way of developing a sense of 

place. Community value may be passive, but support and recognition are active 

demonstrations of value. Participants used words such as “critical” and “important” to 

describe how support and recognition of scholarship contribute to their sense of place.  

Professor A: It’s critical, I wouldn’t be here, I wouldn’t have stayed here if it 

hadn’t been for the fact that there’s a lot of support both within my department 

and across departments within my college for the type of scholarship I do, so it’s 

Professor B: A great experience was when I wrote a small grant and I got it and I 

needed to recruit persons of color for my research and my Chair’s response was 

really great and that was one of the sort of only omens where the research was 

only 

Professor C: I know I fit in well. I’m not made to feel different. My strengths are 

appreciated. My weaknesses are tolerated. [Laughing] It’s a good fit. It’s a good 

sity Support/Recognition of Scholarship 

Community value of scholarship can be translated in many ways. The grantin

critical.  

 

supported, the idea was supported, it was valued, she understood where I was 

coming from in collecting data from students of color, so that was one of the 

instances. 
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Professor C: There you go, that’s a good one because I think it highly impacts. 

We have a great chair of this department, a young woman that I admire and 

respect tremendously. She gives me great latitude, great support. I couldn’t ask 

for anything more. I mean it’s just amazing, her ability to respond to what my 

ve when I want to 

ave, not because anyone’s forced me out. No, no, I belong, as long as I want to 

be here.  

 
, it is 

Professor D: So there’s also at a higher level, like the Dean of Education, she was 

very supportive of anybody who would help the College of Education in 

reaching out helping people, so there was some rather frequent level of 

fit for me, and that’s what every member of the faculty should look for, a good 

sense of place, a good fit within any institution that they seek to be hired in. 

 

needs are and to work with me. So yeah, the quality of relationships make you 

have that sense of belonging, and I definitely belong. I will lea

le

Professor D: For me, if I go over and beyond, whatever is expected of me

going to be recognized, and that’s very nice because you do a little bit more, 

doing things that are not usually done by other faculty, and that they recognize 

that you have done it. It’s nice. 

 

communication between them and me . . . so like an ambassadorship kind of 

position which has been quite nice. 
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te, I mean anything that is an award, they’ll highlight . . . sometimes its 

ood to have a little pat on our back . . . the university is proud if you’re 

somewhere and somehow made a mark and the University’s name appears in 

those places, they really appreciate that and they will make a note in a journal or 

in a magazine that I attended those things . . . I feel like I am supported. 

 
 

Professor H: I have never felt uncomfortable in here. I think that, in my 

department, people have been very receptive about having somebody from Latin 

America. They have been very receptive and wide open to try different 

experiences, and I think that’s one of the things that the department wanted 

to have when they hired me. I actually take graduates and undergrad students to 

Costa Rica with me, and I am actually teaching a course in tropical biology that 

involved a three-week visit to Costa Rica. And, you know, students and faculty 

are very excited about that experience. And so overall, I feel welcome and I feel, a 

lot of support from the department head and the other staffs.  

 
rofessor H: They want to provide graduates and undergraduate students with an 

international experience. So I bring that opportunity into the department. And I’m 

not the only international faculty in this department, so that also shows that the 

Professor E: I think they have been very gracious to me. Supportive . . . they 

apprecia

g

Professor G: I mean I’ve had the support to do some things at the university. That

support has materialized in some aspects of my productivity. 

 

P
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Professor H: There are important things that help. The first one is having the 

 

kes 

ffice of 

 Affairs. And in the past few months, the dean of the College of Arts 

 

feel 

s Studies, and the 

Professor I: I think they [institution] recognize your production, and 

especially for tenure and, you know, for ranks, they count . . . They have a 

place downstairs in at least this department where they exhibit your books. But I 

department is quite open to have, you know, people from other parts of the world 

in here. 

 

support of the department chair, and that gives you the confidence to do the 

things that you want to do. And also have a chair that allows you, gives you 

the opportunity to go and talk to him every time you need help, and every

time you don’t know exactly how to proceed. That sort of, you know, ma

you feel more comfortable and, you know, having somebody who tutor you 

or guide you into the system. I think that’s very important, you know. 

 

Professor H: I’m getting a lot of support from the department, from the O

International

and Sciences has also been very interested and he wants to go down with us if we

do this workshop 

 

Professor I: I’m very proud of being [at University B] faculty member, but I 

that I fit mostly in three units: the Spanish unit, Women’

Spanish Coffee Hour. 
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. 

 

Professor J: I’m constantly being asked to participate in many different ways, 

so I never feel as though that’s an issue, and there are always things to be done, 

and I’m involved in many, many, many aspects in the School of Art, and the 

range and the scope of influence is very broad. For example, right now I’m 

putting together—the first time I’m curating an exhibition, and it’s going to be in 

 was obvious that participants felt particularly connected with their units if and 

when they perceived active support and appreciation of their scholarship. A participant 

who noted that the department was “excited” about his scholarship also spoke with 

excitement in his voice, with broad smile and wide eyes. Almost everyone who felt 

supported actively manifested facial expressions of happiness.  

Quality of Relationship With Students 

 Participants spoke at length about the importance of relationships, especially good 

relationships with their students. Many described their relationships with students as 

strong. In doing this, Professor G, for example, used his accent strategically to make 

don’t think that—if you’re a great, great scholar, I think they have a nomination

But other than that, I don’t think that there is a lot of recognition of what you do,

or I don’t think that many of them are reading anything that you write. 

 

the main gallery, and it’s opening in September, so just the experience of 

putting—being asked to curate an exhibition and this kind of support I’m getting 

is great, and it’s just been, you know, very challenging and a wonderful 

experience. 

It



149 

 

student

them a  

minorit

particip cts below 

are sam les of participants’ expressions of the nature of their relationships with their 

students. 

Professor A: I think that’s the major, the way I interact with students is much 

more personal, even when it’s in a group context. 

 

 too, 

nt in particular with whom, you know, I had a 

airly good rapport. 

 

m 

 

 I 

s laugh and connect with him. Some sought for ways to establish trust between 

nd their students. Others used their backgrounds to connect in special ways with

y students. Without a positive relationship with students, it was obvious that 

ants would not have felt comfortable in their environments. The extra

p

Professor F: We don’t have a lot of Latino students but I think I tend to have a 

fairly strong relationship with minority students. Although that can be quirky,

because I’m thinking of one stude

f

Professor G: I can make jokes about my accent to my students and that keeps 

me in touch with my students. They see that I’m not an untouchable but that I’

now a person close to them and that I’m subject to mistakes the same way they

can make mistakes. I always tell them when I start my classes well, I’m not a U.S. 

citizen, I’m Hispanic and I’m proud to be Hispanic, and I’m proud to be here.

mean to teach here. So that helps me to bring down the relationship barriers that 

could be between students and faculty, and an instructor. 
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Professor J: I’m just conscious of who I am and what I bring to the table in 

are 

at I 

, because I think 

Professor J: Just sort of a Hispanic kind of approach to really loving and 

caring and sense of family, that I think that my interaction with the students 

is much more of a nurturing, open dialogue communication, so I’m always 

trying to get the students to be more open with me and feel that they can 

trust me. I mean I think trust is a very important part of teaching. And the reason 

why I feel that way is because I’ve seen other faculty approach it differently 

where they are very critical and at times so brutally honest with the student that 

the student is just torn apart. And that’s one method that I’ve seen people take and 

on many occasions. I’ve seen different faculty take, and sometimes you can show 

a strong hand, but I think that I like to take the approach of getting the trust of the 

Professor I: It has been a positive experience, especially with my students, who

take upper-level courses with me.  The students who are pursuing the major or 

minor appreciate my being a native speaker, who can provide them with authentic

and very knowledgeable material on Hispanic culture and literature. 

 

relationship to the students I encounter. So when I encounter students who 

minority students, whether they’re Hispanic or whether they’re African-

American, I’m very conscious of them being in that environment, and wh

can do to open up a dialogue with them and help them along

that they have certain issues that may not be addressed by other faculty 

members. I can relate to them. 
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 that 

e, that when I do come in and say something that is very provocative, that it’s 

Professor J: I think the students actually are more aware of anything, I mean 

because you develop—I develop, because of, again, this nurturing approach that I 

take, I have very, very strong relationships with my students, so they’re very 

aware of who I am and what I do and what I bring to the table. 

Professor J’s emphasis on the benefit of her heritage to forming relationships with 

students was also instructive. By stating that “just sort of a Hispanic kind of approach to 

really l s 

profess t for 

the pro

Quality

 tant relationship is with their colleagues as evidenced in 

the interviews.  Participants who felt connected with colleagues conveyed a sense of 

acceptance and camaraderie. Professor A alluded to the benefit that results from good 

interaction among colleagues. Professor B hinted at the value of critical mass or the 

presence of other minority colleagues and the contrast experienced when a minority 

faculty is able to connect with people in the department. Professor C spoke of love, 

student because I think in the long run, if I have a closer relationship with

student, when I do have something critical to tell them that I think is very, very 

important, they’re not going to take that lightly, and that because they’re open to 

m

going to have, in the long run I’m hoping, a positive impact.  

 

oving and caring and sense of family,” she illuminated how her heritage influence

or-student relationship. This loving and caring approach provided the contex

fessor to be critical without being alienating.  

 of Relationship With Colleagues 

The second most impor
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respect

environ ce 

of relationships with colleagues as a means of establishing a sense of place are provided 

below. 

Professor A: We’re gaining notoriety, and we’re gaining it because the faculty 

interact well. We’re gaining it because faculty talk about things and decide to do 

things together to create cross-disciplinary interactions that you don’t see in many 

other departments. So it is an extremely good environment, and it’s the reason 

why I came here and, frankly it’s the reason why I’ve stayed . . . This is actually, 

in a lot of ways it’s great because of the acceptance of the university for what I 

do, so it’s a great place. 

 
s of color in my department . . . we have 

onded quite a bit and I think that’s the strongest bond I have in the whole 

department is with another person of color and that’s how I have a sense of 

belonging and pride and awareness, we can commiserate and share about what it 

means to be different. 

 
: It’s been night and day since I made these connections with the 

eople in my department. It makes me want to come, you know, and I feel like I 

belong, and before that, I just wasn’t coming on much because I could work at 

home and I didn’t have the connections that I needed, so. And, you know, there’s 

a relationship there. My productivity did go up when I started feeling connected, 

, treating each other as professionals, and establishing a healthy working 

ment. Excerpts from participants to support their views regarding the importan

Professor B: There are two more person

b

Professor B

p
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 too, so I think there is a relationship 

etween that. 

 
e just 

ollyanna. I don’t love everybody equally. 

ut for the majority of people that I come into contact with, we respect each 

other, we treat each other as professionals, and anytime you have that kind of 

mutual respect, you have a healthy working environment, and I think my working 

environment is very good and healthy. 

Professor D: At the department level, my peers have been totally, incredibly 

nice to me as both at a personal level, making me feel welcome . . . so it’s been 

enriching at the personal level, finding all of these people who are very nice, very 

welcoming, friendly and at the same time getting a sense of what being a tenured 

faculty is. 

 
he department level, there are two native speakers in the 

aculty and there are several native speakers in the student body, so you feel 

welcome, you feel part of this mini-community inside the department. So it’s 

you know. I guess feeling connected is related to valuing my own work and 

having a sense that others are valuing it,

b

Professor C: Excellent. My relationships are excellent with everyone. I’v

been named the new faculty fellow for the senior vice-president in the provost’s 

office, and so I’m one of I think four or five people throughout the university 

selected for that honor, and so I think I’m respected, but it’s based on mutual 

respect, the faculty. Now, I’m not a P

B

 

Professor D: At t

f
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Professor G: I feel that I belong to the university. I think that I’m regarded 

also as a member of the university, I really think I have some sense of 

belonging or some sense of awareness that I’m here in this university . . . the 

Professor G: I think I have good relationships with many faculty, faculty that see 

that I care for their work and that I also see that their work is wanted, and that 

keeps promoting a good relationship. 

 

culty, and I guess that’s the case everywhere, you just, you 

 closer to you, not only in the work that you 

e bit 

t I was going to 

Professor I: The good thing is I have quality relationships with mostly 

everyone in here, but the students, there is not a quantity that I have a lot, a lot, 

like home, you feel like its home . . . they are totally friendly, they are very, very 

open . . . and your opinions are valued. 

 

fact that some other faculty and administrators remember you, talk to you often, 

when they approach you they remember your name, and they seem to care about 

what you do and how you do things. 

 

Professor H: Well, within the department, I have good interactions with a 

small group of fa

know. There are some faculty that are

do but also the way you think. And so, yes, I have good relationships with my 

colleagues. And it’s limited. And I am still to build links outside. I tried a littl

during my first year. It didn’t work all that well and I decided tha

wait a little bit.  
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ut I think I get well with almost everyone here, and with my students. So I feel 

well and especially with the chair that we have right now, I think I appreciate his 

help, his way of doing this. So I think it’s a really good relationship and that 

makes me feel well. They made me feel welcome and accepted and that increased 

Professor J: I have a great relationship with my colleagues. That’s primarily 

the other faculty members. I have a really wonderful relationship with them, 

overall. I mean, you know, [laughing] there’s always one or two that—but for the 

most part, I feel like I have a great relationship with the faculty. 

Participants used affirming adjectives to describe their relationships with their 

colleagues: good, excellent, incredibly, great, wonderful, and so forth. Professor G in 

particular noted that relationships with colleagues were foundational to having a sense of 

belonging to the university. It was important to be regarded as a member and a valuable 

member for that matter.  

Promotion of Cultural Events and Activities 

 Beyond having scholarship that is valued and relationships that are meaningful,  a 

few participants pointed out that to have a sense of place their institutions needed to 

sponsor cultural events and activities that are relevant to their heritage.  

ctions 

ny 

b

my sense of value to the institution. 

 

Professor A: I think that it is actually advisable to have some explicit intera

with Hispanics, that if the institution can support it, that promoting Hispanics, a

type of Hispanic activities that faculty and students can get together. 
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Professor B: Maybe more organized attempt to pull all Hispanic faculty that 

happen to be at a university together, maybe there can be a website somewhere, 

Professor I: Well, I think in my unit, because here is where we have the students 

and where I teach. And Women’s Studies, because I feel part of that group. The 

m the 

ing the Spanish Coffee Hour. 

ffectiv

ded to the 

porta  home. Below 

t mentoring is an important tool 

in deve

of 

Professor D: More like on a mentoring level, as a junior faculty, I’ve been 

working here for a year in this position, so I get a lot of ‘Oh don’t worry about 

that, go ahead and write your article and you have to publish’ . . . you have the 

 

devoted for that sort of communal thing, that would be nice. 

 

issues that they discuss, I mean they make me feel very welcome. And the 

Spanish Coffee Hour because we have the students and also other people fro

community attend

E e Mentoring 

 It appears mentoring goes a long way to facilitate the development of a sense of 

place within academia to Hispanic faculty. Almost every participant allu

im nce of mentoring and how mentors helped them adjust to their new

are examples from participants that support the claim tha

loping a sense of place. 

Professor B: There’s been some mentorship only recently with another faculty 

color who’s really been instrumental in doing that. Again, before that, that first 

year, was quite alienating, sort of figuring it out on my own. 
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Professor H: I was, I would say, adopted by a faculty that showed me around and 

told me what to do and what not to do. And then I had a lot of support from the 

Professor J: Yes. Here and there. A lot of things due most, you know, to a lot of 

my own research, but yes, I have a mentor that I can connect with anytime. 

The Gr

 

commu g 

of tenure indicated that the community values him and his scholarship: 

 rofessor A: I just got tenure so they must value it pretty heavily. 

Increase the Number of Hispanic Faculty and Students 

Participants spoke about the importance of critical mass in developing a sense of 

place. An environment where one stands as an island presents its own challenges and 

discomfort. Participants expressed the need to increase the number of Hispanic faculty 

and stu

Profess

Profess

are extr f 

Hispan

publish-or-perish thing, so they basically explain to you, they explained to me, 

‘OK so this is what you need to do.’” 

 

department head. Every time I needed to talk to him, his door was open. 

 

anting of Tenure 

Perhaps the ultimate demonstration of acceptance and value to an academic 

nity is the granting of tenure to a faculty. Professor A pointed out that the grantin

P

dents as a way for expanding the minority community within their institutions. 

or B noted his displeasure with the number of Hispanic students and faculty. 

or E acknowledged the need for more role models for Hispanic students. Below 

acts from participants that emphasized the importance of increasing the number o

ic faculty and students: 
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ple 

at, 

Professor B: I’m the only one in the department . . . you see it in the classroom, 

Professor B: My heritage obviously plays a role in my interest in insuring that 

there’s diversity in the students, in the faculty. I’m not happy with the amount that 

there is now. The graduate students are largely White females. I don’t think we 

have a single Hispanic graduate student in the department. 

 
Professor lations of 

 . . . 

ring 

Professor H: I keep in touch with the Hispanic community in here. I try to help 

graduates and undergrad students with a similar Hispanic background that are 

around, and I try to counsel them . . . I will probably have to say is how small the 

Hispanic community is here. And the other thing is, I don’t think it’s—since the 

community is so small, it’s not—the culture is not well understood. You know, 

Professor A: I probably interact with more, and in fact interact more with, peo

who in general come from immigrant backgrounds. I think there’s more than th

if you’re Hispanic, you want to be part of a community, and so I interact with 

people as a community. 

 

you see it in the hallways, and you see it in the staff, you see it in the 

administrative role, so it’s pretty obvious. 

 

 E: I think it’s good to have representation, with the popu

Hispanics, you need to increase their representation for the sake of role models

for the sake of others, the younger generation, and that is how you can b

Hispanics to the forefront. 
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pletely different from Mexican. So that’s the first 

s you that they do not know how diverse 

Professor J: The universities know that we’re the largest minority, as you were 

saying before, the statistic, and that there’s a tremendous presence—whether or 

not there is in [this institution] yet, I don’t know, but certainly—I taught in 

California for many years, and I also taught in the New York metropolitan area, 

and so I was dealing with a lot—a much larger Hispanic community there than 

here. There really isn’t any—not that many students here. I come across one or 

two a semester, you know. 

Factors That Limit the Development of a Sense of Place 

 If participants identified factors that promote their sense of place in academia, 

could they also identify factors that limit the development of a sense of place? 

Participants responded to this question and several themes emerged from the analysis of 

data. N

promot

genera

Hispan  

lack of

everybody around here thinks about Hispanics as Mexicans, and that is a big 

difference. I mean, you know, Hispanic is a very diverse group, and Hispanics 

from South America are com

thing that really struck me. It tell

Hispanics are. 

 

ot surprisingly, themes that emerged seemed to be the opposite of factors that 

e a sense of place. This realization adds credibility to the themes or factors 

ted by the study for promoting a sense of place among minority faculty, especially 

ic faculty. Themes that emerged include a lack of Hispanic faculty and students, a

 acknowledgement of contributions or one’s value, the feeling of being different 
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that wa nure, 

alienation and disconnection, and a lack of cultural events. These themes and extracts to 

support them are presented below. 

Lack of Hispanic Faculty and Students 

Almost every participant spoke forcefully about a phenomenon that erodes a 

sense of place, the lack of Hispanic faculty and students. Professor A lamented the fact 

that there was no one else in the department but him; Professor B noted that the lack of 

Hispanic community was frustrating his work. Professor D assessed the condition of the 

state and noted the invisibility of the Hispanic community. Professor E could not find a 

community within the university with whom to deeply identify. The lack of Hispanic 

students prevents the need to request more Hispanic faculty according to Professor F. 

Below n 

of Hisp  

lack of other Hispanics in my immediate environment . 

. there’s nobody else in our department who’s Hispanic and that’s the primary 

number, you know, those are the primary people you interact with.  

 

ifficult, I couldn’t access the community, I couldn’t access the 

opulation I needed and there’s restraints on campus in terms of timeline which 

kept me from doing it and so I’m going to have to focus on the population that I 

can find at hand. So I guess that’s a frustrating experience. I do want to contribute 

rrants the need to constantly explain one’s background, the pressure of te

are extracts from participants that explained why they saw a lack of representatio

anics within the community as a hindrance to the development of a sense of place.

Professor A: It’s really the 

. 

Professor B: I have been really interested in collecting data from Hispanics, 

but it’s been d

p
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 the literature on Hispanics but I’m just having a hard time locating a 

population. 

 

 

s 

Professor D: I guess it’s because this is Ohio, diversity is not there even though 

 

Professor E: There is no community within the university community in which I 

identify myself as one of the members, in this case being a Hispanic, so there is 

on 

Professor F: We don’t have a very large or largely diverse student population. I 

think if there were more Latino students here, then there might be more requests 

for faculty involvement . . . so it [consciousness] doesn’t seem to come into play. 

to

Professor B: I think there’s some alienation with looking at white students 

and sort of disconnect, misunderstanding of where we come from. I like it

when students of color are in my class. It’s really, really important to me. 

And there generally are. There’s always a minority, you know, maybe 4 percent 

or what have you. But I think it’s really, really important I have diversity in the 

class, especially in teaching the courses that I teach, because I need those voice

out there who more than likely will have a real understanding of where it is I’m 

coming from. So with students it’s pretty important. 

 

apparently there is a huge Spanish-speaking community in Ohio so basically, it’s

invisible, you don’t see it. 

 

no sense of consciousness of a person who represents unless a particular situati

comes about. 
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Professor F: I think it was like the first or second year I was here and I had a very 

small class, and it was at least, you know, again, visual appearance. Very White . .  

of 

 

ican community that has, you know, been thriving 

Professor G: I mean it could be nice to have a group of Hispanic faculty that get 

together and discuss common issues or problems in the university or chat on a 

regular basis. Sometimes you want to chat with another person in your own 

language and it’s difficult to find it here. 

 

e faculty member of many who are Hispanic and—I 

 

I just don’t know that there’s much attention given. Again, it may be because of 

the physical appearance.   I guess for myself I’m interested in seeing more 

diversity of our student population. I’m interested in encouraging people to 

think about diversity in ways that are other than just black and white, not sort 

like literal racial terms here. We do have some Middle Eastern students, we have 

some South Asian students, not a lot, and there are a few and very few Latino 

students, mostly coming up from the Youngstown area, where now I think there’s

a growing, primarily Puerto R

in the last few years. 

 

Professor J: As far as Hispanic, I’m pure Puerto Rican, so my parents are, you 

know, both parents are Puerto Rican. And my Hispanic background, I’m very 

proud of my heritage and I don’t try to hide it. But I am aware that I am one 

of—I’m just really on
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s of that. 

 

 

ny kind 

f minority student body, which I think [the university] needs to have more of. 

But I really just am just a faculty member. I think it’s more of an issue that I’m a 

woman than I’m a Hispanic. 

As noted by Professor G, the presence of other Hispanic faculty offers several 

advantages including a group with which to discuss common issues and problems. One 

becomes always conscious by being the only one in a community as explained by 

Professor J. All in all, lack of representation erodes a strong sense of place as indicated 

by the participants.  

Lack of Acknowledgement of Contributions 

Lack of acknowledgement of contributions emerged as a factor or a theme that 

erodes the development of a sense of place. This theme played out in terms of recognition 

of area of scholarship, recognition of achievements, and support for faculty. Participants’ 

comments support this view. 

mean and many faculty members who aren’t Hispanic. So just being that one 

minority in the group, I’m certainly very consciou

 
Professor J: It’s just a non-factor in the fact that when I’m at the university, I’m

really just part of the faculty there. They’re not promoting my heritage. They’re 

actively looking for minorities and I think that they realize that it’s important, and

what was appealing in hiring me was the fact that I was a minority and that I 

could, with time, contribute to the student body and hopefully—I mean, a

o
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rofessor B: The chair doesn’t engage in as much support of the junior faculty . . . 

so there is a real difference in terms of recognition. 

 
rom my direct supervisors whether they 

 or not. I mean I’m doing that because that’s my 

Professor H: I think that’s very important, you know. You like to be recognized 

for what you do. You know, one of the big differences that I—or one of the things 

that I miss, I was well recognized in my country as, you know, one of the top 

biologists in the country, and so my opinion was very important. You know, I was 

consulted frequently, every time they had to do things. And that was very 

important. That’s one of the things that I miss, you know. And I know it will take 

a while before I get to that point here. But on the other hand, within the 

department, I think that people recognize what I do, and they appreciate, you 

know, the contributions that I’m making to the department, not only with my 

work but I do spend a lot of time with students. I put together a conservation club, 

in which I basically do activities with undergraduates. And, you know, the new 

things that I’ve brought into the department is appreciated, and so that’s 

P

Professor G: There is no clear policy f

would like to promote that area

field of expertise but if they realize that that’s my field of expertise, they should 

try to promote my work and help me promote the work and help me get more 

support, no? And that’s not done, at my direct supervisor’s level, no, no. 

 

important. But they’re still not sure what exactly I do when it comes to terms of 

research and things. 
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. I 

Having

 

are diff g 

if they 

such as B 

found i ”. 

Profess  Professor H recalled 

holding back because of discomfort. As expressed below, participants viewed questions 

of “who are you,” “what are you,” or “where are you from” as being problematic in 

developing a comfortable sense of place. 

Professor A: The number of questions about my heritage is probably lower. I 

don’t know if that’s a matter of politeness. I don’t think it is, because I think in a 

 

n 

 

Professor A: I think that one of the things that’s difficult about development of 

place it’s not conspicuous to a lot of people that I am Hispanic. 

 
Professor J: I don’t think that the university makes it known. I do with my work

think my work demonstrates pretty much my background. But no, the university 

doesn’t necessarily promote that, no. 

 to Explain One’s Background 

Participants indicated that when one’s background is a constant reminder that they

erent, it is difficult to develop a sense of place. It becomes particularly challengin

had to continue to explain this background. Those “who do not look Hispanic,” 

 Professor A, may have fewer issues with this phenomenon. However, Professor 

t offensive and bothersome. Professor D talked about being a “foreigner within

or F acknowledged the presence of stereotyped expectations.

lot of places you’ll get people who say, Oh you don’t look Hispanic, or something

like that, and you don’t get that here and I don’t think people are being rude whe

they say that to you in other places. They probably don’t understand the culture

very much. 
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Professor B: There’s a lot of explaining sometimes to students and faculty, 

sort of wondering what I am and what I am not, assumptions that I’m totally 

t 

e 

lf and 

 offensive. I don’t like it. I don’t go 

round asking people what they are and so it’s bothersome. 

 
 

Professor F: And when I talk about race sometimes in my classroom, I’ll tell my 

students, and it’s true, I can look at the class and say, if you all lived in Miami, 

until you opened your mouth, no one would know what your background was. 

And they’ll look at one another, you know, like tall, blonde people, and wow, you 

know, what do you mean I could be Cuban or I could be, you know, and they 

just—they don’t have that sort of understanding about ethnicity and race and they 

 

fluent in Spanish when I’m ok but not essentially fluent, assumptions about wha

my background is. That’s always very, very confusing. Like if I say I’m from 

New Mexico they don’t hear the ‘New’ part and they think I’m from Mexico, so 

that always takes some time to explain, who I am . . . not just students but in th

community as well. What are you? That question of having to identify myse

explain myself. And so the continual process of having to define myself for not 

only others but I guess myself . . . I find it

a

Professor D: The fact that I think they perceive me more as a foreigner as a whole

than being a Hispanic foreigner. It’s more of the sense I do feel sometimes like 

the other, that sense of otherness that people who come from a different country 

feel in their situation . . . people try to figure out where I am from. 
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of stereotyped expectation of what it means to be, 

Professor H: There are situations where I need to make strong statements, 

and I am not as successful as I want to be. And so that’s kind of frustrating 

because in my media I could do that very easily, you know, I could stand up in a 

faculty meeting and I could convince them that, you know, the point that I’m 

making is worthwhile. And that is something that doesn’t—cause me some 

discomfort, you know, because sometimes I don’t know if they are understanding 

me, and if I’m getting my points across.  

 
e to 

ut, you 

ding. 

settle 

ou 

 

n that, and that’s 

ay.  

have this, I think, really sort 

you know, whatever it is. 

 

Professor H: But still there are many subtle cultural differences that I hav

learn, have to understand. And I have been trying to be very cautious abo

know, those subtle differences that I sometimes have a hard time understan

When you have different opinions, for example, in the Hispanic culture you are 

open about that. You just press them and you try to mediate and, you know, 

differences right there. I’m under the impression that it’s not so open here, y

know, in a very subtle way you explain that you do not agree with others, but you

do not confront your ideas with their ideas. And so I had to lear

one of the things that, you know, one of the biggest differences I have 

encountered here is you identify differences, but you live with them. And so 

that’s something that—that’s one of those things that comes to mind right aw
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Pressu

 wed as the ultimate affirmation that 

strengthens the development of a sense of place, the process to it and the pressure it 

invokes, seems to a debilitating factor in developing a sense of place within academia. 

Professor A saw the pressure of promotion and tenure as the biggest conflict in his 

professional career. Professor B felt the need to postpone the “community thing” until 

promotion and tenure were attained. Professor F felt like a “second hand citizen.” 

Professor I observed a different phenomenon: that a minority faculty had to work double 

to be visible and accepted. The pressure of promotion and tenure, without doubt, seemed 

to com ps 

and par

anting to spend time with 

 

nity thing, I think again that’s part of this protection of 

 once we get promoted to 

ssociate to go into the community a little bit more. Well, we have choices, the 

re of Promotion and Tenure 

Although the granting of tenure was vie

pete against the time and resources needed to invest in cultivating relationshi

ticipating in other events. Extracts below explained participants’ views. 

Professor A: It’s [tenure process] probably the biggest conflict of my 

professional career is that stress between w

individuals in my lab and wanting to tell any student that’s good that they

can come into the lab and work, and knowing that I need to be writing 

papers instead of just helping students do research. And it’s a balance I 

haven’t perfected yet, hence the number of unpublished manuscripts continue to 

grow, because I just don’t have the time to finish them all off.  

Professor B: The commu

untenured faculty. I’m not really a part of the community. I’m just here to do 

the department stuff, the work, and we’re expected

a
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ry 

Professor F: [My sense of place] is kind of disconnected . . . because we teach 

such heavy loads and still have expectations for scholarship and people live huge 

Professor I: Being a minority, you have to work like double. You have to—

pted. 

Alienat

 

hindran anent 

experie at 

his inst e of 

commu

commu

 

 

community or the profession, right? So, I’m not in touch with the community ve

much… there’s some disconnect there. 

 

distances . . . so I mean they’re sort of stretched so people tend to just come to the 

campus, do their little thing and vamoose . . . but we’re also obligated and hooked 

into the main campus for tenure and promotion and we are without question 

second hand citizens. 

 

probably to be more accepted or for them to accept that you are doing a quality 

job. I have this feeling that I have to work double, to be visible, to be acce

ion and Disconnection From the Community 

Participants identified alienation and disconnection from the community as a 

ce to the development of a sense of place. To Professor B, it was not a perm

nce, but alienation was a major issue during his first year as a faculty member 

itution. Professor E compared his town with Chicago and noted that the absenc

nity led to isolation, whereas Professor F complained about locating the 

nity and its invisibility.  

Professor B: The first year I was here, I was pretty alienated. I didn’t see a lot of

my colleagues in this department in and of itself. 
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ou can 

you can fit. 

Professor F: It’s sort of tough to even locate the community . . .seeing more folks 

here makes me aware that there is a larger Latino population here but I think they 

tend to be kind of invisible and that’s because of the economic background and 

just sort of a discomfort with the culture of not understanding how to apply and to 

do things. 

 
ship 

, but I don’t really think 

at I have a relationship at all with him, and it kind of bothers me a little bit 

because I think that, though I don’t really—I think all of his information is 

coming through the director of the School of Art. He’s not really going to the 

source of a lot of opinions and concerns that we have as we work down in the 

trenches, I call it, down in the trenches, and faculty are down in the trenches. And 

I think that he’s getting a lot of his information through the director, so it all 

depends upon the director, and that, I think, is unfortunate. I think that the dean 

should be speaking more directly with his faculty. 

Professor E: There is no community per se, it’s not like Chicago, then y

have input because there is a large community, there are things that Hispanics 

need to be represented and values reinforced, there’s no such thing here and you 

are one isolated member in trying to fit in wherever 

 

Professor J: As far as the director of the School of Art, I have a good relation

with, but I’m also feeling like she’s kind of the connection to being more 

administration. I think the dean is aware of who I am

th
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disconn

with cr

Lack of Promotion and Dialogue about Cultural Activities 

 As a way of acknowledging faculty heritage, the university is expected to promote 

events to that effect. Where this is lacking, developing a sense of place would be slower. 

Professor B sought for the promotion and celebration of his ethnicity. The extracts below 

revealed hearts that were yearning for dialogue on heritage and participation in cultural 

activities.  

Professor B: Those things [cultural activities] are very far and few between, so at 

the institutional level I don’t see any sort of promotion or celebration of my 

ethnicity. So aside from that one experience or that one e-mail that came across 

my desk, you don’t really sort of see it acknowledged. 

 

ialogue, there’s no discussion, there’s no, especially with full 

rofessors, there’s no understanding or interest and understanding or what it 

means to be a person of color in a predominantly White institution, even in 

Sociology which is strange, it just doesn’t matter. 

 

While Professor J had a good relationship with the director of the unit, 

ection with the dean was a source of concern. The absence of direct interactions 

itical stakeholders such as the dean presented some worry at least to Professor J.  

Professor B: It’s never raised or discussed the fact of being a minority. They 

understand what it means on paper and it looks good, but they don’t go beyond 

that, there’s no d

p
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lub  

. 

Professor G: Try to promote the fact that they are Hispanic faculty and try to get 

involved into Hispanic organizations, I mean if there is no Hispanic organization, 

try to organize one.  It could be to promote, for example, a faculty club, for 

example, with a section of Hispanic faculty, or promote a colloquium series where 

you talk about Hispanic-related issues, something like that. Or once in a while 

invite people from Hispanic heritage to lead a conference, to come and make a 

presentation, even to give a performance. I mean there are places, unique 

places in the U.S. like the University of Michigan who pride themselves in 

inviting people from many nationalities. And that’s the type of activities that 

really promote the sense of belonging, promote your Hispanic heritage and 

promote your sense of belonging to place, I mean if the university cares to bring 

someone of that caliber to give a presentation or a performance, well, I mean you 

feel very proud. 

 
 

 

, you know an 

important group, there are things that could be influenced. 

 

Professor E: I have been here eighteen years and sporadically there were some 

people in modern languages who sometimes asked me to go to his Hispanic C

. . . but once that was over, I’m back again to my own work and my own things

 

Professor H: I think that there’s a group of Hispanic faculty here that will be

happy to do something if they were asked to. And I think, you know, if

Hispanics could get involved in organizing things, and becoming
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ic 

 

ittee, or maybe to make the Hispanic Week more visible. I don’t 

ink it’s very, very visible. Instead of being in charge of students or a small 

group, just to be more committed to something bigger and probably to take us 

more in consideration as a diverse group. 

As Professor H observed, the university only needed to ask and the Hispanic 

community would be happy to assist in organizing events. Professor I would of wanted 

the university to establish a more visible committee for Hispanic faculty. The absence of 

these diminishes the strength of a sense of place within their institutions.  

Disconnection Between Administration and Department 

 

place, t

concer  out 

beyond

admini

Profess m. Professor F 

reported a different kind of disconnection between the regional campus faculty and the 

main campus. The extracts below suggest that to fully develop a sense of place, 

administrators have a role to play in connecting with Hispanic faculty.  

Professor I: I would like to see this university to recognize more the Hispan

population, in different ways. Maybe to have, for example, maybe a more

visible comm

th

A visible factor was reported as a limitation to the development of a sense of 

hat is, disconnection with the administration. Although participants make 

ted efforts to stay connected with their department and colleagues, reaching

 that was problematic. Comments from participants suggest that deans and other 

strators should be the ones to reach out to faculty, especially minority faculty. 

or B noted that the dean had had only limited contact with hi
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is largely focused and concentrated in the 

epartment. 

 
tment, 

 

s for 

 got a 

, 

entor 

Professor F: There’s that question of institution, and the regional campuses are 

sort of odd because we are a financial entity and we sort of plan our own classes 

and so forth but yet we’re also obligated and hooked into the main campus for 

Professor B: My experience here as a professor here, I have very little contact

with the institution. My contact 

d

Professor B: It’s concentrated here. I have relationships with the depar

then it gets a little more vague as you move into the college and a little more 

out of touch when you go into administrative. The dean has come maybe—we

got a new dean in the past two years and he’s come maybe a couple of time

discussions. So that’s the extent of my contact with the dean. I have a few 

colleagues that are outside of the department, one in Communications, I’ve

couple in Anthropology, but it’s pretty minimal. 

 
Professor B: A very bad thing happened last summer in terms of my mentor. 

Racist issues did come up in terms of the front staff, which is not good, and 

now one of the faculty is actually leaving because of it. And it strained 

relationships between a lot of us, and especially with the chair it just isn’t really

really good. But I’m not sure what’s going to happen with that, so that my m

is going to be leaving and I’m going to be here on my own. 
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Professor F: The times that I find myself most angry, upset, and dissatisfied is 

when I have to deal with the people at the [Main] Campus. And it’s about 

research agenda, intellectual equality, that somehow what we do out here on the 

margins is of little value. And that’s communicated in just all sorts of ways …I 

really feel like the ugly stepchild. You know, I go into a meeting of the 

faculty, like they don’t know who I am . . . I am very aware about issues of 

power and class and of course I’m made doubly aware of them by my 

second-class position as a regional campus faculty member. 

 

y and administration. There’s not much in between. It’s very 

e 

 

ls 

 

tenure and promotion, for some community service stuff, and we are without 

question second-class citizens. 

 

Professor J: I think that generally I find that the administration is—there’s a 

gap between facult

hard to kind of get directly to the administration and to be heard and for things to 

be really—for them to really understand the deficiencies within different areas 

that really need to be addressed. And I realize, you know, in any institution 

there’s a lot of politics and there’s money issues and, you know, there’s always 

the money issue, and I think that, though, I don’t know that we’re always being 

heard, and so I think that, as a department. And that could be a lot to do with th

fact that we’re the art department and generally we’re considered, not as

important as, say, another department that has research and maybe liquid crysta

or something that has much more of a broader need and immediate need, it seems
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D onship between academic research 

productivity and institutional factors that contribute to measures of productivity—for 

example, the culture of a department or an institution has been found to be an important 

like, and they’re able to generate interest and money and all of that, whereas, with

the art department, we tend to be really kind of swimming in deep waters withou

a whole lot of support. 

Professor J pointed to several types of gaps or disconnection with administration:

e gap between faculty and administration, the gap in administrator’s knowledge of 

eficiencies in academic areas, the gap created by institutional politics, the gap created by 

oney issues, and the gap in value placed on the art versus liquid crystal. These gaps, 

lthough important to Professor J, were of concern to faculty beyond those who we

ispanic.  

Strategies Used to Negotiate a Sense of Place 

Participants mentioned three main strategies for negotiating a sense of pla

vealed on Table 13, these strategies are Productivity, Relationships, and Particip

roductivity As a Strategy 

Some researchers interested in productivity have identified a wide range of

ffecting faculty research productivity and explicated the influence of power and politi

n productivity.  Some of these researchers include Shamai, Ilatov, Dundar and Lewis 

ention a few.  Shamai & Ilatov (2005) observed that “the most current literature focuses 

n the importance of culture and power relations in shaping one’s sense of place, and to 

e mutual but uneven relations between the place and the people who reside there.”  

undar & Lewis (1998) examined the relati
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 in academic organizations.   Bess writes 

that t

orman and Ambrose (2007) looked at senior faculty members who were 

dissa

produ

instit

struc

disciplinary shifts, however it could also mean a rapidly changing environment that 

shifts focus that may leave their senior faculty unsupported and isolated.  The study 

found that many faculty members feel unsupported and a sense that an implied promise 

had been broken.  When an institution fails to meet a commitment, or when there is a 

discrepancy between policy and practice, faculty members experience a violation of 

their “psychological contracts” (p. 504).  

   

factor determining research performance of individual faculty.  Culture relates to shared 

attitudes and values in an academic unit (p. 610). Other factors relates to program size, 

institutional control, annual research funding amounts. 

 Bess (1997) focused his research on the organizational structural conditions that 

accompany tenure systems (versus contracts)

he institutionalization of internal hierarchical controls through short term contracts 

leads to an increase in the frequency and salience of power issues and a reduction in 

individual faculty independence (p. 4).  Ultimately, it reduces motivation which 

decreases productivity.   

 Huston, N

tisfied with their experiences at their institutions despite their remarkable 

ctivity.  In their research, they looked closely at the features of particular 

utions. For example, they state that a decentralized and nimble bureaucratic 

ture allows faculty members to respond quickly to political, economic and 
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 spect, 

attentio ork 

produced and the quality of the work produced. For example Professor A focused on the 

quality of publications and the impact on the academic community. However, Professor 

C focused on the number of works produced.  

Although some faculty mentioned teaching and advising, most of them focused on 

publications, grants, and scholarly presentations. Professor H, in particular, noted the 

importance of grants and quality of publications. Extracts from participants to support the 

use of productivity as a strategy in negotiating a sense of place within academia are 

provided below.  

Professor A: I’m in a very research-oriented department and in face we are strong 

e.  

Professor C: I don’t think it matters what kind of research I focus on. Mine 

happens to have been scattered. I have done work, the bulk of my work is on the 

 classes. So they don’t care what 

Many participants pointed to the use of productivity as a way of gaining re

n, and acceptance. Productivity is mentioned in two respects: the amount of w

on teaching. For me actually, so this is actually one where I differ with a lot of 

people, I prefer the quality of publications, but yes, it is the impact, how much 

you are altering the views of the people in your field is what is important to m

 

Latino professionals, white collar professionals. However, because my institution 

was interested in offering class online classes, I was given an opportunity to learn 

how to create and design WebCT teaching course design and did some pilot 

studies on whether or not international students did as well or better than 

American born students in working on online



179 

 

Professor E: I move more in the international sphere so that helps. I participate in 

 

Professor G: The possibility that I can help bring faculty and students from 

my country over here to do some academic activities, I helped a student from 

Mexico last year who wanted to take some technology courses here and the 

international office contacted me to see if I wanted to advise in some respect and I 

Professor H: I have access to a sizable portion of the literature that is written 

in Spanish. I have access to journals and just the scientific community that most 

faculty here are not aware of, so I can gather information that I think they have 

access . . . I can broaden my perspectives. You know, I often get invited to other 

countries to help in courses and workshops.  

research I do, it could be about Latino or not, it can be about multivariate 

regression or methods. Anything. They don’t care, it doesn’t matter. Just so I 

publish. You must publish. 

 

international festivals and won some awards and those are internationals. So in 

terms of production, working internationally, you know working 

internationally, and then I did some writing and some articles have been

published, also internationally, most of them by Canadian journals and 

talking about European work, so anyway the international sphere . . . 

Ultimately, it has to be about your credentials.  

 

agreed to that and it was a very rewarding experience.  

 



180 

 

ork is hard to define. In our field, quality of work means good 

. 

Professor I: Well, in my case, at least here in the department, they have very 

good scholars in Spanish, and they know, for example, that this book, my 

book is published by a really good publisher, and that my articles were 

published in very good journals. So they know for sure that this is good. So, and 

they are the ones who are making the evaluation on sending—and also, in 

addition to that, maybe the amount of publications per year. And I think this is 

why they know. The rest of them, they don’t read anything in Spanish or don’t 

know—they take the opinion of the other ones, their other colleagues, in 

consideration. I think that that’s the way that they know the quality of the 

production, yeah. 

  
 

 with, 

gain, the local public art program, and I think that my work has been—there 

have been different articles written in the local papers about my work, so it’s 

getting a positive feedback. 

 Quality of w

publications and success in getting grants. I am just beginning to get my grants

So I should say that ever since I got here faculty has been at least from what I see 

very pleased with what I do and they have welcomed me.  

 

Professor J: The quality of the work. Well, a large part. I mean I think that’s why

I’m able to—that’s why I’ve been invited to do certain—to be involved

a
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Relationship As a Strategy 

 All the participants mentioned relationships in one form or the other. Most of 

them noted the importance of relationships with students. Others mentioned relationships 

with colleagues within their departments. Professor A indicated that good relationships 

lead to collaborations which improved the overall departmental productivity. He further 

pointed

 

Someti ships come from mentors, as in the case of Professor B. Other 

times they come from faculty members as in the cases of Professors E and G. Professor C 

noted that her recognition/award was related to the fact that she had excellent 

relationships across the campus. Other supportive extracts from the participants are 

provided below. 

Professor A: We are gaining notoriety and we are gaining it because the 

o 

came here and frankly it is the reason why I stayed.  

 

y 

 out that this was exactly the reason why he stayed at the institution.  

Almost everyone who had positive relationships felt good about the institution. 

mes, these relation

faculty interact well. We are gaining it because faculty talk about things and 

decide to do things together and create cross-disciplinary interactions that you d

not see in other departments. It is extremely, extremely good environment, it is 

the reason why I 

 
Professor B: Again, only recently, a real, real mentorship relationship with

another faculty who is of color who is really, really being instrumental in doing 

that. Again before that, that first year, quite alienated, sort of figuring it on m

own.  
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Professor C: Excellent. My relationships are excellent with everyone. I have 

just been named the new faculty fellow for the senior vice president in the 

provost’s office and so I am one, I think, four or five people throughout the 

Professor E: Working relationships with other individuals, other faculty members, 

they consider you and so those are mainly it would be interpersonal relationships, 

positive aspects.  

 

Professor H: Within the department, I have good interactions with a small 

group of faculty. There are some faculty that are closer to you not only in the 

work you do but also in the way you think. And so, I have good relationships with 

my colleagues.  

 
 

, a 

 

university selected for that honor.  

 

Professor G: I mean I think I have good relationships with many faculty, 

faculty that see I care for their work, which in turn keeps promoting  good 

relationships... I mean it is very rewarding for me to know that some people 

around here value the work we are doing.  

 

Professor I: The good thing is I have quality relationships with mostly

everyone in here, but the students, there is not a quantity that I have a lot

lot, but I think I get along well with almost everyone here, and with my 

students. So I feel well and especially with the chair that we have right now, I 
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Professor J: I have a great relationship with my colleagues. That’s primarily 

Partici

 articipants repeatedly noted their involvement and participation in campus 

activities. Some saw their participation as responding to the need of the university, as was 

the case of Professor D. Some broadened their participation to include other minority 

groups, as in the case of Professor G. Some initiated a new club that became valuable to 

the uni

invited

extract  

campus

gaining

rofessor D: Well I think somehow we are needed, whenever there is an 

international week because this is something that goes on in every institution 

yearly. So every year we are invited: “Oh we would like you to come and we will 

be very pleased if you present something.” And they gave you carte blanche and 

think I appreciate his help, his way of doing this. So I think it’s a really good 

relationship and that makes me feel well. They made me feel welcome and 

accepted and that increased my sense of value to the institution. 

 

the other faculty members. I have a really wonderful relationship with them, 

overall. I mean, you know, [laughing] there’s always one or two that—but for the 

most part, I feel like I have a great relationship with the faculty. 

pation As a Strategy 

P

versity, as was the case of Professor H. Participants noted that they were being 

 or called upon and they have participated as much as possible. The following 

s from the participants support the view that Hispanic faculty use involvement in

 activities as a way of fulfilling their community citizenship and, in return, 

 their own sense of place within the community: 

P
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if 

 

 
Professor G: Some student organizations, like SALSA, I have been interested in 

collaborating with them. And also with some other minority groups like there is a 

new group called HBO, which means Help Brothers Out, which is a group formed 

by faculty and administrators in this university to help minority with low GPA.  

 

ew things that I brought into the 

portant.  

Professor I: My research focuses on teaching and other extracurricular activities 

like the Spanish Coffee Hour, and [unclear] member of the Women’s Studies who 

presented at my department on Hispanic women . . . I’m very proud of being a 

faculty member [at this institution], but I feel that I fit mostly in three units: the 

Spanish unit, Women’s Studies, and the Spanish Coffee Hour. 

 
Professor J: I’m constantly being asked to participate in many different ways, so I 

never feel as though that’s an issue, and there are always things to be done, and 

I’m involved in many, many, many aspects in the School of Art, and the range 

and the scope of influence is very broad. For example, right now I’m putting 

let you present on what you want, any topic . . . They were always: “Oh these 

people are coming from Costa Rica for example, and we would be very pleased 

you come to dinner we are offering for them” . . . So I am like an ambassador for

the institution.  

Professor H: I put together Conservation Club in which I basically do activities 

with undergraduates and you know the n

department are appreciated, so that is im
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together—the xhibition, and it’s going to be in the 

main gallery, and it’s opening in September, so just the experience of putting—

being asked to curate an exhibition and this kind of support I’m getting is great, 

and it’s just been, you know, very challenging and a wonderful experience. 

Recommendations for Improving Hispanic Faculty lace 

In concluding this study, respondents were invited to reflect on what individual 

ispanic faculty mem and should do to enhance their sense of place. In addition, 

they were invited to reflect on what the institutions, the predominantly White institutions, 

should and can do to facilitate Hispanic faculty’s negotiation of a sense of place. Table 14 

provides a summary of recommendations both for Hispanic faculty and predominantly 

White institutions derived from data analysis.  

(RF) Recommendations for Hispanic Faculty 

The recommendations from Hispanic faculty themselves are the best resource for 

creating a sense of place for other Hispanic faculty who want to work within 

predominantly White institutions. Therefore, all participants provided recommendations 

that could be grouped under several themes presented below. 

Table 14 

Participants’ Recommendations 

 
Pa

  
Recommendations for Institutions 

 first time I’m curating an e

’s Sense of P

 

H bers can 

rticipants Recommendations for Faculty 
 

 
A 

 
RF2, RF6 

 
RI2 
 

B RF3, RF4 RI2, RI4 



186 

 

E RF1 RI1, RI3 

F RF3 RI3 

RI2, RI4 

J 

C RF1, RF3, RF5 RI1, RI2, RI3 

D RF1, RF2 RI1, RI2 

G RF3 RI2 

H  RF3 RI1, RI2, RI3 

I RF1, RF4, RF5, 

RF1, RF5 RI1 

 

(RF) Recommendations for Hispanic Faculty 

RF1. Work hard 

F5. Make your work count 

RF6. Relax and enjoy your life 

(RI) Recommendations for Institutions 

ood 

enough icated that working hard was 

RF2. Be yourself 

RF3. Connect with other Hispanic faculty 

RF4. Find a mentor 

R

RI1. Recognize importance of Hispanic contribution 

RI2. Recognize Hispanic presence 

RI3. Recruit minority faculty and students 

RI4.Assist faculty to survive and thrive in general 

RF1. Work hard. All respondents acknowledged that being Hispanic was not g

 to make it in their environment. They all ind
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paramount to being successful within academia. The faculty stressed the importance of 

taking their work seriously. One faculty member indicated that Hispanic faculty have to 

work harder to be recognized and be visible. As Professor C noted, working hard implies 

doing research and publishing as much as possible. Professor D includes giving talks and 

presenting at conferences in working hard, and Professor J includes teaching. Below are 

extracts from several of the participants. 

Professor C: If I have anything, any advice, I would simply say, find an area of 

research on which to focus, and then publish, publish, publish in that area, in that 

same area, again and again. 

 

s your point of view into the mainstream . . . you improve your 

im

 
Professor E: Ultimately, it has to be about your credentials, its not because you’re 

H

 
Professor I: I think for being Hispanic and a minority, you have to work 

really hard to become visible and respected; and you have to work under a 

lot more pressure to becoming visible, for others to accept your opinions and 

presence . . . You have to do a lot. You have to keep working really, really, 

really hard for them to recognize you, just because you are Hispanic, and you 

have to demonstrate that you are excellent. 

Professor D: Second, produce scholarly papers or talks, or conferences or 

anything that bring

age or your scholarly production, using what you have as a tool. 

ispanic. Well, do well your job. 
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Professor J: I think that any decisions or directions that I’ve taken, and again, I’ve 

always thought that it’s really important to be-that I take the work seriously, 

whether it’s teaching, whether it’s my own scholarship, my own research, that 

everything I do, I want to make sure that I’m doing the best work I could possibly 

be doing. 

 

one’s i

others.

intende , Professor A advised Hispanic faculty 

not to be ashamed about their differences. Second, it is used as a way to achieve self-

definition (Professor D).  

Professor A: Don’t ever be ashamed about being different in the way you 

Professor D: It is about seizing the opportunities that you have, not just keeping 

 ic faculty. Because Hispanic faculty relationships 

 that 

 

institution and in their community. Staying connected with other Hispanic faculty is an 

 

RF2. Be Yourself. Several participants stressed that it was important to maintain 

ndividuality and use it as a tool for opportunity in the way one interacts with 

 It appears that the advice “be yourself” is provided in two senses. First, it is 

d to counter low self-esteem. For example

interact with people.  It’s good. 

 

who you are to yourself, because who you are, it’s obviously going to enrich 

whatever it is that you do. 

RF3. Connect with other Hispan

are so important to the development of their sense of place, connecting with others with 

similar backgrounds was sought out by several participants. Faculty recommended

the connection take place as early as possible in order to obtain that sense of place at their
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ilar 

 

ou the inside track of 

ings. 

 
rganize and 

o, but a 

Professor F: Live someplace where you can touch la raza once in a while, I think, 

this is really isolating for me here, is that there just is not a Hispanic community. 

 

Professor H: One thing that I would like to do is to have a group of faculty across 

 I 

 entorship was an important aspect to the development of a 

sense of place. Two participants indicated that they were mentored and it made a 

significant difference to their experience in academe. Therefore, participants were quick 

antidote to cultural isolation and loneliness as pointed out by Professor F. Other sim

comments are provided below. 

Professor B: I think the alienation thing is pretty bad . . . you need somebody to

bounce things off of and show you the ropes and give y

th

Professor C: We [Hispanic faculty] have to mobilize and we have to o

we have to have a sense, not only a sense of place as you are looking int

sense of responsibility and a sense that we can make things happen, a sense of 

empowerment. I like to see that happen.  

 

Professor G: Try to promote the fact that they are Hispanic faculty and try to get 

involved into Hispanic organizations. 

 

the university that meets and share their experiences, and that’s something that

am beginning to do informally. 

RF4. Find a mentor. M
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to reco

integra

e as quickly as possible, somebody’s who’s going to 

Professor I: I think we need a good mentoring program on this area. Every tenure 

track faculty needs it, but if you are Hispanic, you need it even more. 

 RF5. Make your work count. Productivity played an integral part of the 

development of a sense of place for Hispanic faculty. Hence, making work count, taking 

work seriously to produce a scholarly contribution was a means of achieving validation 

for this group of faculty. This was expressed in different ways by the participants. 

Professor I noted that Hispanic faculty had to be “really excellent” meaning that one 

needs to produce quality scholarly works.  

Professor C: I suggest to anyone interested in pursuing a career within academia 

that they should find an area of research interest important to them, and focus . . . 

and then publish, publish, publish in that area, again and again. 

 

Professor J: I think that any decisions or directions that I’ve taken, and again I’ve 

always thought that it’s really important to be-that I take my work seriously, 

mmend that other Hispanic faculty to find a mentor who can assist them to 

te successfully into the community.  

Professor B: Find someon

know, who understands what it means [to be tenured]. 

 

Professor I: If you are Hispanic, you have to be really excellent in order to be 

visible, in some ways, there is a lack of recognizing our presence, our production 

and our contributions. 
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I want to make sure that I’m doing the best work I 

 re 

is a nee ew 

Hispan

predom fe.” This presupposes that the 

atmosphere itself would be stressful and intentional efforts are necessary to achieve calm 

and enjoyment of life. 

Professor A: Every time I kick back a little and relax, usually with family, then I 

(RI) Re

 articipants reflected on what institutions should do to contribute to Hispanic 

faculty sense of place. As indicated below, the success of Hispanic faculty in a 

predominantly White institution is a shared responsibility. A part belongs to the Hispanic 

faculty themselves, while the second part belongs to the institutions. Below are themes 

that emerged from participants’ recommendations.  

  

whether it’s teaching, whether it’s my own scholarship, you know, my own 

research, that everything I do, 

could possible be doing. 

RF6. Relax and enjoy your life. Although several participants insinuated that the

d to balance work and life, Professor A was explicit in recommending that n

ic faculty members who wish to develop a healthy sense of place within a 

inantly White institution “relax and enjoy li

recover that. So that’s an important thing. That’s the only recommendation. 

commendations for Institutions 

P

RI1. Recognize importance of Hispanic contribution. As institutions make efforts

to recruit Hispanic faculty, leaders of these institutions must realize that this group of 

faculty would bring their unique perspectives on scholarship and unique lines of inquiry. 

A deliberate effort must be made by institutions to recognize the uniqueness of their 
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orks.  

 by 

ispanics is, I will do more, because there is a need for us to understand what’s 

happening with white-collar professionals. 

 
nces in the way we 

pproach our profession and the way we see the world, at large. 

 
ole 

ld 

Professor J: I believe it’s what we bring to the table [that should be celebrated]. 

 

work is  

of Hisp

work. Hence, several participants recommended that institutions provide means to 

recognize Hispanic faculty’s w

Professor C: Recognize the importance of Hispanics’ research about other 

Hispanics . . . you know, we need to pursue, to push our children to go into the 

sciences, I will, now that I see how important work on Hispanics done

H

Professor D: They should be aware that there are some differe

a

Professor E: I think it’s good to have representation . . . for the sake of having r

models . . . to bring Hispanics into the forefront. 

 
Professor H: I think there’s a group of Hispanic faculty here that will be happy to 

do something if they were asked to. And I think if Hispanics could get involved in 

organizing things, and becoming an important group, these are things that cou

be influenced. 

 

RI2. Recognize Hispanic presence. Whereas recognition of Hispanic faculty’s 

 a means of acknowledging their contributions to the academic world, recognition

anic presence is a means of acknowledging their culture and values. Institutions 
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are adv

cultura ivities.  

rofessor A: I think that it is actually advisable to have some explicit interactions 

with Hispanics, that if the institution can support it, that promoting Hispanics, any 

type of Hispanic activities that faculty and students can get together. 

 
ybe more organized attempt to pull all Hispanic faculty that 

appen to be at a university together, maybe there can be a website somewhere, 

devoted for that sort of communal thing, that would be nice. 

 
s awakened. The question is, 

Professor D: We are just faculty who happens to be Hispanic. We obviously have 

the qualifications; otherwise we wouldn’t be in that post. So I think we could raise 

awareness towards whatever issues we have or we know we could be useful 

bringing them to life, and at the same time, telling our institutions that we don’t 

need preferential treatment, or special treatment.  

 
ple, a faculty club with a section of 

ispanic faculty, or promote a colloquium series where you talk about Hispanic-

related issues, something like that. Or once in a while invite people from Hispanic 

ised to take advantage of Hispanic faculty’s presence to organize and celebrate 

lly relevant act

P

Professor B: Ma

h

Professor C: Well, we are the sleeping giant who ha

what are we going to do with our massive numbers? We are now the majority 

minority, but what are we going to do with this power? 

 

Professor G: It could be to promote, for exam

H
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eritage to lead a conference, to come and make a presentation, even to give a 

performance. 

 
rofessor H: I think there’s a group of Hispanic faculty here that will be happy to 

do something if they were asked to. And I think, if Hispanics could get involved 

in organizing things and becoming an important group, there are things that could 

be influences.  

 

 

  

create a

place. M ented their lonely condition. It is no surprise then, that 

they recommended that institutions recruit more Hispanic faculty and students. After all, 

a diverse academic community provides a rich environment for all students, majority and 

minority students alike. 

Professor C: OK, three points. Add more Latinos to the faculty. Second point, add 

more Latinos to the student body. And third, recognize the importance of 

Hispanics’ research about other Hispanics. 

 

there is a big population of Hispanics in the country. 

h

P

Professor I: I think that this university should recognize that minority and 

diversity is not just African-Americans. In some ways, there is lack of recognizing

our presence, our production, and our contribution. 

RI3. Recruit minority faculty and students. Participants recognize the need to

 critical mass. A token Hispanic faculty faces challenges in developing a sense of 

any of the participants lam

Professor E: I  think it’s good to have representation, I tell you, with Hispanics, 
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Professor F: I actually think student recruitment would help. If there is a better 

way to do better recruitment, I think part of that has to do with financial aid. 

 

 

dvised institutions to work toward the success of minority faculty in general. They 

sought for more actions toward this end. Some of the comments are presented below. 

Professor B: I guess to make sure faculty are doing ok. Some kind of mentorship 

program, some kind of follow up, I think that would be useful. Some organized 

attempt to pull Hispanic faculty that happen to be at the university together, 

maybe there can be a website somewhere, devoted for that sort of communal 

thing, that would be nice. 

 
Professor I: I would like to see more actions toward the Hispanic community 

definitely. We have to be more included and more visible.  

Vertical Analysis 

 As mentioned earlier, what is hereby referred to as a vertical analysis is the story 

of individual participants or the story of one. The intent of this analysis is to present the 

data of each participant without reference to another participant. The rationale behind the 

analysis is to present each person as a complete and stand alone story, and through this 

 

Professor H: There are big efforts to recruit and retain Black minorities, and I do 

not see that for Hispanics. 

 RI4. Assist faculty to survive and thrive in general. A few of the participants

a
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effort, gain additional insights into how Hispanic faculty negotiate their sense of place 

within a predominantly White institution.  

 As can be expected, the vertical analysis resulted in a huge document that could 

stand on its own as the data analysis and findings section of the study. Each participant’s 

CV analysis, Sociogram, and interview data were presented as a complete story. Given 

the size of the analysis from this format, the summary is moved into Appendix M. 
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CHAPTER V 

SUMMARY, CONCLUSIONS, IMPLICATIONS, AND RECOMMENDATIONS 

Introduction 

“[I] have little room but to negotiate most of my daily lived encounters 

as one of ‘them’. How alien this sounds. This split without, this split within.” 

(Williams, 1997) 

 

ted and 

e summary and discussion. In addition, 

conclusion and general reflectio ss are provided. Finally, the 

chapter

 

 

experiences, their perceptions of support and barriers, and how they negotiate their sense 

of plac

Te articipants included full-time, 

tenured

disciplines, individuals born and/or raised in the continental United States and born 

and/or 

Hispanic s

 

 

As a concluding chapter, Chapter 6 presents a brief summary of major findings 

and discussions of these findings. Before this, the purpose of the study is resta

research questions are used to organize th

ns about the research proce

 ends with recommendations for future research. 

Purpose of the Study

The purpose of this research was to explore the phenomenon of Hispanic faculty

e at two predominantly White universities: University-A and University-B. 

n faculty members participated in the study. P

, and tenure track Hispanic faculty from various academic ranks and academic 

raised outside the continental United States, as well as members from various 

ubgroups and from both genders.  
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In terms of gender breakdown ales and four females were 

intervie  

0%). Six respondents were tenured and four 

respon

ifically, I 

 in 

, a total of six m

wed for the study. The percentage of those born in the United States and those

who were foreign born was equally split (5

dents were on the tenure track. Participants’ ages ranged from 34 to 64. Two 

participants did not disclose their age. 

 This study represented a mixed method design: CV analysis, Sociogram, and a 

descriptive interpretive (phenomenological) qualitative research approach. Spec

explained Hispanic faculty perceptions of barriers and constraints within the academe and 

how they found their “balance” and their “home” within their environments. In essence, I 

explored how Hispanic faculty members developed their sense of place in an 

environment where they are a minority.  

Summary and Discussion 

The following is a restatement of the research questions that guided the study. 

These four questions are discussed separately below.  

1. How do Hispanic professors develop a sense of place within predominantly 

White institutions? 

2.  How do Hispanic faculty describe the climate of their institutions especially

relation to institutional support and barriers? 

3.  What strategies do Hispanic professors use to survive in predominantly White 

institutions? 

4.  What recommendations do Hispanic faculty members provide to beginning 

faculty members who desire to excel in predominantly White institutions? 
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arch Question #1: How do Hispanic professors develop a sense of place 

within 

king 

late to 

e 

 who does not “look or talk” Hispanic, who is completely assimilated as 

an Ang

 

re, 

r 

e in 

e, accent, and physical appearance. These factors present additional 

Major Findings 

Rese

predominantly White institutions?  

As a member of a minority group doing a study on minority faculty’s sense of 

place in a predominantly White university, I wondered about the degree to which these 

minority faculty members were conscious of their minority status. After all, by as

how Hispanic professors develop a sense of place within predominantly White 

universities, I have assumed, at least implicitly, that academics who are Hispanic re

their institution (place) differently from their White counterparts. But what happens if th

Hispanic faculty member is indistinguishable from a White faculty member? A Hispanic 

faculty member

lo-Saxon may have no unique problem developing a sense of place in a 

predominantly White university. And even if the individual has a problem in developing 

a sense of place, the person may not attribute it to his or her Hispanic heritage. On the

other hand, an individual who is highly conscious of his or her minority status is faced 

with the challenges of negotiating a sense of place in a majority environment. Therefo

an individual’s sense of place may become problematic when an individual is highly 

conscious of his/her minority status. In this case, the degree to which an individual 

reflects majority traits in three areas seems to affect the level of consciousness of his/her 

Hispanic or minority status, which in turn appears to influence how he/she negotiate thei

sense of place. The majority traits identified as barriers to developing a sense of plac

Chapter 4 are nam
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ant question: “Where 

are you

h 

e 

e. 

) 

gree and the quality of involvement that is 

mainta d responding to and dealing with 

the dom a  views of their group; and the impact of these 

factors  Phinney made reference to Lewin 

(1948) who asserted that individuals need a firm sense of group identification in order to 

maintain a sense of well-being. Phinney wrote that members of low status groups seek to 

improve their status in a variety of ways such as “passing” as members of the dominant 

group o

challenges to Hispanic faculty in developing a sense of place in a predominantly White 

institution. 

As was indicated in Chapter 4, individuals whose names and physical appearances 

were not mainstream or individuals with an accent were more likely to be conscious of 

their minority status as a result of others asking the typical immigr

 from?” This question makes them perpetually explain their backgrounds 

irrespective of how long they have worked and lived in the U.S. Therefore, people wit

greater manifestations of these traits seem to require more deliberate strategies for 

developing a sense of place at their institution. For this reason, participants spent som

time reflecting about the degree to which they were conscious of their Hispanic heritag

Consciousness 

Many studies have been conducted in the area of ethnic identity and its 

importance to self-concept and the psychology of ethnic minority groups. Phinney (1990

states that the critical issues include the de

ine  with one’s own culture and heritage, ways of 

in nt group’s often disparaging

 on their psychological well being (p.499).  

r alternatively, to develop pride in one own’s group so that they do not feel 

inferior (p. 501). 
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n 

e culture (language, dress, customs, etc) clearly distinguishes them from 

the dom

f 

t 

 

that the

ted that they 

 Phinney asserts that self-identification refers to the ethnic label that one uses for 

oneself.  For example, in countries settled by Europeans, the use of an ethnic label for the 

most part is optional.  However, among those who are racially distinct, by features or ski

color, or whos

inant group, self-identification is at least partly imposed. 

Given the literature on self-identity and consciousness, the first major concern o

this study was to address the issue of heritage consciousness. Several questions were 

posed to the participants. These questions included: (a) How conscious are you abou

your Hispanic heritage within your institution’s community? (b) What factors in this 

institution raise your consciousness about your Hispanic background? (c) How would

you describe your experience as a Hispanic faculty at this institution? and (d) What is 

significant about your Hispanic background at this institution? All participants indicated 

y were conscious of their Heritage, but provided different reasons (triggers) for 

their consciousness. These triggers were: 

• Underrepresentation of Hispanics on campus 

• Personal values and beliefs 

• Immersion into the dominant culture,  

• Scholarship 

• Situation dependent triggers 

• Being “different.” 

It is interesting to note that both the presence of other Hispanic faculty and their 

absence could serve as a trigger of heritage consciousness. Those who no
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were al or 

 

reported 

they we ted 

f 

 faculty studied did not wear ethnic attire, they can still call upon 

other c

e 

well as heritage celebrations. There seems no way to 

ecially true for those who reported that they are different 

visibly.

 

they live in the U.S., they will always be considered an outsider within.  

one in the units reported they were self-conscious. Those who had at least one 

two other minority colleagues reported they were group-conscious. Either way, Hispanic

faculty members experienced self- or group-consciousness within predominantly White 

universities.  

Perhaps one of the reasons for self-consciousness lies in the cultural values 

practiced by some of the Hispanic faculty members. For example, those who 

re conscious of their heritage because of their personal beliefs and values poin

to these values as a source of strength and a guide for daily living. This is probably 

similar to the African American faculty who constantly wear ethnic attire as a means o

self-definition in an environment that may put little or no attention on their heritage. 

Although the Hispanic

ultural values such as music, food, and relationships that reflect cultural heritage.  

Hispanic faculty in a predominantly White university may feel overwhelmed by 

the predominant culture. This situation creates a constant reminder that their cultural 

background is different. Similarly, many situations occur on campuses that serve as 

triggers of heritage consciousness. Whether a Hispanic faculty wants it or not, he or sh

is drawn into racial episodes as 

escape this reality. This is esp

 Hispanic names draw attention, Hispanic accents draw curiosity, and looks draw 

perplexity. Questions that follow this attention, curiosity, and perplexity are sometimes 

disturbing to Hispanic faculty because they serve as a reminder that, no matter how long
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 perceive the benefits of their heritage to their institutions or how these 

institut s ulty members 

whose o e who teach Spanish 

languag o  “native” are readily obvious. 

Some i c the classroom.  

e that their institutions derive 

some b enefits are substantive in 

that the ss of diversity in their institutions and others noted that the 

benefit o  able to check off affirmative 

 a 

ts 

e 

Nevertheless, the ultimate outcome of consciousness appears to relate to how 

Hispanic faculty

ion  demonstrate recognition of these benefits. For Hispanic fac

sch larship is linked directly to their heritage, such as thos

e r Hispanic cultural studies, the benefits of being

ndi ated that their background provides legitimacy in 

In addition, Hispanic faculty members recogniz

enefits from their heritage. Some indicated that these b

y add to the richne

s c uld also be superficial in that institutions are

action requirements.  

Therefore, some Hispanic faculty members concluded that their heritage can be

blessing and also a burden at the same time. As a blessing, the heritage can help, but as a 

burden the heritage can hurt. Professor F’s statement is interesting: “I don’t like to do it 

often, but every once in a while I will whip out the minority card and . . . it just shu

them up.” Realizing that this can also hurt, she quickly added, “But I don’t know that 

that’s a positive [thing to do].” 

Promoting a Sense of Place 

Having established that Hispanic faculty members are conscious of their heritag

and that they perceive their heritage as being important to their lives as academics, my 

focus shifted to factors that promote their sense of place within a predominantly White 
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a 

ards to promoters of 

their se  

ty members 

spoke s

teachin d to 

know t is 

mmunity. Perhaps the reason why this is 

importa n 

eginning 

 

university. In no particular order, Hispanic faculty found the following as promoters of 

sense of place: 

• value the academic community places on their scholarship 

• recognition and support provided to their scholarship 

• quality of relationship they have with students 

• quality of relationship they have with colleagues 

• cultural events sponsored by the university 

• effective mentoring provided to Hispanic faculty 

• tenure earned 

• increase in the number of Hispanic faculty 

Scholarship as a Promoter of Sense of Place 

The first two factors stressed by Hispanic faculty with reg

nse of place have to do with scholarship: the value placed on their scholarship and

the recognition and support for this scholarship. Although many of the facul

pecifically about research and publications, they often included successful 

g in their description of scholarship. Hispanic faculty seems to have the nee

hat their scholarship is acceptable, that the quality is appreciated and their work 

relevant to what ultimately counts within the co

nt is because some of them conduct what is generally referred to as “brown o

brown” research. Perhaps the reason has to do with the fact that even from the b

of their career, Hispanic faculty’s main goal is to achieve tenure and promotion and there
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ip 

s a 

“very 

importa

 

plains 

t indicated 

ging. 

t 

ips with students and relationships with colleagues. The literature shows that a 

healthy, rewarding environment is good for everyone (Turner & Myers, 2000, p. 144). 

is no citizenship within the academic community without tenure. After all, scholarsh

that is not valued may not count toward tenure and promotion. As indicated by each of 

the Hispanic faculty who participated in this study, community value of scholarship wa

powerful means of negotiating a sense of place in a predominantly White university. 

Community value of scholarship was described in several words: “critical,” 

nt,” and “highly important.” Those whose felt their work was valued also felt 

accepted. Those who felt accepted pointed to the number of invitations they have 

received from the community to engage in various community activities. 

Therefore, to negotiate a sense of place is to discover what scholarship counts,

what teaching is valued, and what services are appreciated by one’s peers. This ex

why finding a sense of place starts at the departmental level. Every participan

the importance of their department to their feeling of belon

Whatever the case, Hispanic faculty desire to see visible recognition and suppor

provided to their scholarship. Professor A noted that this is critical to him:  

It is critical, I wouldn’t be here, I wouldn’t have stayed here if it hadn’t been for 

the fact that there’s a lot of support both within my department and across 

departments within my college for the type of scholarship I do, so it is critical. 

Relationship As a Promoter of Sense of Place 

Relationships serve as promoters of sense of place to Hispanic faculty. Two 

relationships are of particular relevance for the development of sense of place: 

relationsh
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for these Hispanic 

 thrive 

uccess of his department was attributed to 

the goo

 It is 

 of 

hair do

r 

 

The importance of supportive collegiality set a comfortable tone 

faculty members. Boice (1993) stated that majority and especially minority faculty

early in their careers if they have strong social networks, mentoring, and collaborative 

projects underway with colleagues near or far. All of the respondents agreed that the 

quality of their relationships had a significant effect to their sense of place. 

One respondent commented that the s

d faculty interactions. Another respondent noted that the difference was like night 

and day when he made connections with his colleagues within his department. Yet 

another respondent stated that his colleagues made him feel like he was “home.”

revealing that simple things could be important to developing a sense of place as 

indicated by a respondent who commented on the fact that other faculty and 

administrators remember his name and talk to him often. 

Migration toward other Hispanic faculty was another common theme noted by 

several participants in the area of relationships. This instant connection was a source

comfort for Hispanic faculty members at their institutions. Faculty felt they could let their 

wn, “be themselves,” and share their own personal experiences in private.  

Several respondents also stated that while they tended to migrate towards othe

minority students, minority students tended to seek them out for advice, mentoring and

collaboration in scholarly projects. Faculty indicated that helping minority students 

increased their sense of place, because it made them feel like they were valued and 

relevant. 
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espondents indicated that they would like to see some university 

ir presence on campus much like 

univers

utions. 

re 

se 

who ar

 faculty. 

im. 

c 

g, and service and guidance in gaining access to resources. Most 

Cultural events sponsored by the university 

 Several r

sponsored cultural events as a way of acknowledging the

ity sponsored events created for other minority groups such as African Americans.  

Faculty indicated this as being important to their a sense of place within their instit

Mentoring As a Promoter of Sense of Place 

Although the literature states that minority faculty encounter “chilly climates,” a

outside of informal networks, and tend to experience isolation and be viewed as outsiders 

who receive little or no mentoring (Turner & Myers, 2000; Moody, 2004a), the 

participants interviewed from both institutions indicated experiencing few if any of the

factors. According to Carozza (2002), “The most important resource is our young people 

e struggling to negotiate in an atmosphere of unspoken tradition while claiming to 

embrace diversity.” Some participants indicated a feeling of isolation as junior

However, this quickly turned around for one participant after a year’s time after he 

connected with another faculty of color and developed a mentoring relationship with h

Many of the respondents described the impact of such mentoring relationships on 

their professional lives and noted their mentors as major factors in their successes in 

negotiating their sense of place within their universities. Mentoring allowed Hispani

faculty members to gain equal footing within their environments through socialization 

with senior colleagues, moral support, assistance with developing expertise in teaching, 

research, publishin
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nt, mentors were critical in junior faculty’s understanding of the promotion and 

tenure process. 

Tenure and Promotion As a Promoter of Sense of Place 

Turner and Myers (2000) stated that when the talents and contributions of 

minority faculty are devalued and undervalued, it can carry over to the tenure and 

promotion process. Bensimon, Ward, and Tierney (1994) found that junior fa

general often do not have a clear understanding of tenure and promotion requirements. 

Several participants who were junior faculty on tenure track indicated having some initial 

problems with finding their sense of place. Some Hispanic faculty members had to

promote their work in order to become visible to the broade

 (2004a), self-promotion may be a difficult strategy for some minorities to ado

Participants who were successful in navigating through the tenure and promotio

process attribute their success, in part, to mentoring opp

strative leadership, collegiality, and good relationships with other faculty of 

ants at both universities expressed the critical nature of understanding tenure

tions upon hire at an institution. As stated earlier, from the initial onset of hiring, 

ticipant indicated feeling isolated, frustrated, and unsupported in his departmen

he was the only Hispanic professor. However, with the help of a mentor and 

r faculty of color who “commiserated” with him and with whom he could 

off,” within a year’s time, he was able to successfully negotiate his sense of place 

at his institution. 
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d expected productivity levels of publication, and participating in 

service

 

are 

nate to many struggling faculty members. (p. 354) 

eir 

time would be better spent and most effective in order to meet the tedious requirements 

Tenured faculty at both institutions all agreed that research demands for tenure

outweighed service and teaching demands. Sin

research institutions, the expectation to publish was a priority. Several particip

ed time constraints that did not allow much for service and other activities wit

their communities. Several participants mentioned feeling torn with not

ute more in the areas of service, especially within their communities. 

 Several untenured faculty at both universities described the tenure process

challenge they had yet to master. For example, one characterized it as being “a balancin

act that I have yet to perfect” whereas another participant expressed not being yet 

accustomed to the teaching load and research expectation.  

For junior faculty, a dilemma existed between developing research agendas, 

research support, an

 and teaching activities. Carozza (2002) stated:  

The untenured faculty member faces a double edged dilemma. He/she is at 

substantial risk of being pigeonholed as the faculty member who deals with 

minority issues as far as student curriculum is concerned, yet ironically, may not

be able to access an equivalent amount of attention necessary for his/her own 

academic progress. The isolation and frustration of the duality of this situation 

obvious and may reso

Several junior faculty participants acknowledged that the pressure to publish was 

in the forefront of their minds every day causing a continuous dilemma of where th
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of tenure and/or promotion. Nevertheless, negotiating a sense of place is finding that 

delicate balance that is necessary to succeed.  

ing the Number of Hispanic Faculty As a Promoter of Sense of Place 

Research Question #2: How do Hispanic faculty describe the climate of their 

institutions especially in relations to institutional support and barriers? 

The literature is replete of examples of minority faculty members’ complain

isolation and marginalization in predominantly White universities. However, the 

Hispanic faculty who participated in this study pr

that were supportive, that were acco

hilling and toxic environments. Although, many of them noted that their 

institutions could do a better job at inclusion, they still were able to prevail over obstacle

they encountered.  

Overall, participants stated that having good relationships with their college dean, 

department chair, and office staff were important to their sense of place. They also 

reported feeling like their institutions supported their scholarship which made valuable 

contributions to their department and the institution. Some reported getting recognition 

for the work they produced. Several foreign born participants indicated having develop

international relationships with their institutions back home and considered that to be 

valued by their institutions.  

For this faculty, teaching provided intrinsic rewards. Supportive leadership from 

the department and university level was critical to their sense of place. A sens
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re 

ly accomplishment and creating a space for future faculty of color were important,

as was positive interaction with mentors, colleagues, and other faculty of color.  

For participants, positive workplace experiences strengthened their commitme

to stay. They reported receiving great satisfaction from teaching, appreciated su

administrative leadership, and often revealed a sense of accomplishment. They 

emphasized the importance of mentors and colleagues, and of being intellectually 

challenged. Healthy supportive, rewarding environments allowed everyone to flouris

even in challenging and stressful environments.  

Factors That Limit Sense of Place 

Participants noted that there are factors that do, in fact, limit the development of

sense of place. These factors included a lack of critical mass, that is, a lack of Hispanic 

faculty and student communities within the institution. Lack of acknowledgement

faculty work or contributions can also be a source of limitation on sense of place. Se

faculty m

uriosity and the typical immigrant question of “where are you from?” also no

that the question challenges their development of a sense of place. The pressure of tenure 

and promotion, alienation and disconnection from community, lack of cultural events, 

and disconnection between their departments and the broader university community we

cited as factors that could limit the development of a sense of place. Despite the presence 

of these limitations in one fashion or another, these participants continue to flourish and 

thrive by publishing, teaching, and providing services to their communities.  
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embers are alone in their department, and 

colleges. This presents a unique challenge to minority faculty 

membe

e 

use 

 in 

With the exception of a few, the barriers reported in this study are common to al

new faculty members. In a research university, the pressure of tenure and promotion is 

widely reported among tenure track faculty members. The desire to be valued or t

desire for one’s work to be appreciated is not unique to Hispanic faculty. In an 

environment where the senior faculty members evaluate and vote on junior faculty 

membe

h premium on their works. What is unique, however, is that Hispanic faculty 

members whose scholarship focuse

rticularly uncertain about their acceptance in a predominantly White univers

Their uncertainty is not completely unfounded because they are aware that their senior 

colleagues may not have been exposed to minority issues and, frankly speaking, may not 

be interested in them. Hence, Hispanic faculty members communicate a sense o

belonging where colleagues have indicated that their works and lines of inquiry are 

valued.  

In many cases, Hispanic faculty m

perhaps one of two in their 

rs. Literature suggests that institutions develop a critical mass of minority faculty 

members to negate the feeling of isolation. Nevertheless, it was also observed that th

presence of critical mass may not automatically translate into a lack of isolation beca

of the pressure of tenure and promotion. Hispanic faculty members who participated

this study use socialization strategically. At the beginning of their career, they seem to 

socialize more with their mentors, their chairs, and members of their departments, 
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y of findings from CV analysis, Sociogram, and 

Intervi ish, 

 strategy. Hispanic faculty members teaching and 

living i

ductivity of those who were yet to receive tenure 

 those who had received tenure. As stated in Chapter 4, 

unless ons 

 their 

especially before tenure. After tenure and promotion is obtained, they could then rea

out to the wider community including the Hispanic community. Therefore

 static for Hispanic faculty members. Some could afford not to have close

relationship with their deans or with colleagues at the university level. It appears that the

type of relationship developed depends on where the faculty is in his or her tenure and 

rank.  

Research Question #3: What strategies do Hispanic professors use to survive in 

predominantly White institutions? 

Reflecting on the summar

ew, I discovered that Hispanic faculty use five primary “tools” to survive, flour

and gain a sense of place within a predominantly White institution. These tools are 

Productivity, Relationship, Involvement, Mentoring, and Engagement, and for 

convenience I call this the PRIME

n predominantly White universities appear to use the PRIME strategy to become 

successful and develop a sense of place.  

Productivity As a Strategy 

If tenure is perceived as an affirmation of faculty value to a university, the 

majority of the participants (7 out of 10) had already received this affirmation. It is 

interesting to also note that the pro

compared impressively with

there has been a shift in productivity expectations in the participating instituti

(and there was no indication that that was the case), untenured participants were on
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articipants, the goal was not only to produce the volume 

that is  making 

 this 

f 

way to receive tenure, at least based on the levels of productivity. For example, the 

second most productive participant (Professor B) was yet to be tenured.  

On the aggregate, the collective co

ions (in terms of academic presentations, scholarly publications, research g

etc) are, by any measure, impressive. Participants seemed to hold themselves to a high 

expectation of scholarly production. Also, judging from participants’ recommendations

Hispanic faculty members who may be contemplating working in predominantly White 

universities, Hispanic faculty see high production as a way to gain respect and ac

in their academic communities.  

As noted earlier, participants saw good teaching as part of good productivity. 

They seem to use several methods to indicate their satisfaction with their teaching: 

student satisfaction, compliments from colleagues, and the influence of their heritage on 

their interactions with students.  

As indicated by several p

acceptable, but their aim was to produce quality work that is perceived as

significant contributions to their fields. Hispanic faculty members who participated in

study seemed to use productivity as a way to define themselves and their work in their 

departments. They also used it as a way to gain respect and ultimately to develop a sense 

of place within their community. 

Relationship As a Strategy 

Hispanic faculty members are discerning concerning the type and quality o

relationships they have. The Sociogram revealed that they put different values on 
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 appeared to have the highest importance. Again, this 

was str r a 

st 

on a da

art 

different stakeholders. Their relationships with deans varied from their relationsh

students or department chairs. They also seemed to invest different amounts of time 

resources in building these relationships. 

The most crucial relationship to Hispanic faculty members 

s. Why was a positive relationship with students so important to the partici

Although no direct answers were provided to this question, Hispanic faculty saw the

relationships with their students as an affirmation of their teaching effectiveness. 

affirmation that translates into good teaching evaluation is critical to tenure and 

promotion. Therefore, it is strategic on the part of participants to value relationships with 

students and to inves

le answer to the question is that classroom interactions are, to a large extent, 

within the control of faculty members. Hence, the quality of relationships with students, 

which impacts classroom interactions, reveals how much control the faculty has over h

or her classrooms and courses.  

Beyond interactions with students, Hispanic faculty revealed that good 

relationships with their colleagues were critical to them. Of all the colleagues, those 

within their immediate departments

ategic because colleagues within the department are the first to advocate fo

faculty members standing for tenure and promotion; they are the first to vote against a 

faculty members in this process; they are the ones a faculty member interacts with almo

ily basis. Chances are that Hispanic faculty members serve on committees 

constituted by colleagues from their departments. Therefore, it is a smart strategy to st
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relation em were still working to improve these relationships.  

 

! In 

cultivating a sense of place by building relationships with colleagues within the 

department first. As a matter of fact, several participants seemed to be content with 

positive relationships within the department and within the college even when they had 

little or no relationships with colleagues at the institutional level.  

The third level of important relationships to Hispanic faculty is with their 

department chair. Department chairs are the first major academic administrators or 

supervisors for most faculty members. In large programs, there may be program 

coordinators. Even then, the department chair’s influence is considerable. It is the chair 

who advocates fo

as critical to them.  

The study revealed that relationships with deans presented a challenge to sev

participants. Although many participants rated relationships with deans as very important

few had satisfactory relationships with their deans. In a large college, it is difficu

deans to interact on a daily basis with each faculty member. Also, it may be difficu

faculty member to reach out to attempt to cultivate relationships with a dean. For a real 

relationship to develop between a faculty member and a dean, the dean has to be the 

nitiator of the relationship. 

It is revealing that many participants indicated that their current levels of 

ships with critical stakeholders were below the levels of the importance of th

ships. Hence, many of th

Professor B presented a unique challenge. His current relationships, apart from his

students, are negligible and in some cases negative. Yet, Professor B is untenured



217 
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ispanic 
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 the School of Arts and the range and scope of 

t 

academia, one would thin

tive based on publications, presentations, and so forth. Although a discourse on the 

relative importance of relationship to productivity is beyond the scope of this study, I, as 

an academic neophyte, wonder about the nature of the conversation among colleague

about a faculty member, who is a super producer of scholarly works, but distant in terms 

of relationships. Perhaps productivity trumps relationships in academia. However, I 

continue to wonder how long Professor B will remain in the institution and, given his 

contributions, if the chair and the dean would reach out to him as a valuable produc

the community.  

Involvement As a Strategy  

Hispanic faculty members use involvement as a strategy to succe

environment. Involvement i

mmendation to Hispanic faculty who may be contemplating working in  

predominantly White universities, Professor G advised faculty members to “try to 

promote the fact that they are Hispanic faculty and to try to get involved into H

organizations and if there is none, try to organize one.” In addition, Professor J stated,  

I am constantly being asked to participate in many different ways. So I never fe

though that is an issue and there are always things to be done and I am involved in

many, many, many aspects in

influence is very broad. 

Others suggested communal activities. Whatever the case, participants used involvemen

as a way of becoming visible, connected, or helpful to their peers and students.  
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Mentoring As a Strategy 

Participants almost uniformly advocated the use of mentoring as a way of 

Hispanic faculty to succeed and gain a sense of place within t

of faculty seemed eager to recomm

ed that their success was attributed, in part, to the support they derived from their 

mentors. Professor B advised: “Find somebody as quickly as possible. Someone who is 

going to know, who understands what it means . . . and that is not to say it might not be a 

White person. It certainly can be, but just search them out.” Similarly, Professor I

remarked that “every tenure track faculty needs [a mentor], but if you are a Hispanic yo

need it even more.” Good mentoring provides opportunities for new faculty membe

gain an almost instant access into the social network

ment As a Strategy 

Engagement in the scholarly community is different from involvement in the 

social and administrative activities of the institution. Engagement includes participati

in professional and academic organizations where one’s work may be noticed. 

Professional engagement provides opportunities for faculty members to become national 

scholars in th

iate institution and reinforces one’s scholarship especially to colleagues who may 

not be familiar with the discipline.  

Some of the participants went further to engage themselves in international 

activities and through that received respect and acceptance. Professor E stated, “I have 

been involved in a lot of international conferences and so I am sort of an international 
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, and giving back to their communities. 

y 

ed 

ir 

ipants to negotiate their 

sense o heir 

guy here in the department, so they look at me as a plus.” Professor H also noted that 

“they want to provide graduate and undergraduate students with an international 

nce, so I bring that opportunity into the department.” 

Summary of Strategy for Success 

The participants in this study described themselves as successful in their academ

careers and as individuals who persevered despite challenges. Participant strategies for 

negotiating their sense of place and surviving in predominantly White universi

These strategies included focusing on producing scholarly work and meeting the 

requirements for tenure, respect and value teaching, finding mentors, networking with

colleagues near and far, having positive relationships and using these relationship

strategically

Those participants who have the option of wearing their heritage like a cloak, the

also have the option of shedding it at their convenience. Those who did not, develop

coping mechanisms to deal with the typical immigrant questions. Several immigrant 

scholars were able to accommodate but did not assimilate to the majority culture. 

Whatever the case, participants used several strategies to develop a sense of home at the

universities. 

Producing scholarly work was a strategy used by all partic

f place at predominantly White universities. All participants stated that t

research was directly linked to their sense of place because it represented a sense of 

personal accomplishment and pride. For tenured faculty, achieving tenure status brought 

about a newfound academic freedom and validation that their research made significant 
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student

ents 

ticipants as a way to 

increas

 

r 

ajor strategy for 
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ed by 

ts, are an effective strategy for Hispanic faculty to thrive in academia. For 

contributions in expanding ideas and broadening perspectives. This strategy allowed 

participants to stay connected to their universities despite other barriers facing them. 

Participants incorporated effective pedagogical methods as a strategy for

negotiating their sense of place. They understood tha

s’ respect and good ratings. They understood that good ratings are important to 

their colleagues’ opinions about them. They also understood that good teaching takes 

place with a good teacher-learner relationship. Therefore, they maintain good 

relationships with their students and feel a sense of fulfillment to report that their stud

like them. These participants used their classrooms and their relationships with their 

students as a means for developing a sense of place and a strategy for thriving in 

academia.  

Finding mentors was an effective strategy cited by most par

e their sense of place. For several decades, the literature on recruitment and 

retention of minority faculty recommends that institutional leaders provide mentors to 

junior, especially minority, faculty members. Participants were unanimous in their claim

that mentors helped them succeed. They indicated that having a mentoring relationship 

helped them to become acclimatized to academia and the campus culture as a whole. Fo

Hispanic faculty, mentoring served as a powerful retention tool. 

Networking with colleagues near and far served as a m

ants’ sense of place. Faculty members who collaborated with their colleagues 

found fulfillment in shared experiences. Therefore, join-research projects, as indicat

the participan
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institutions? 

articipants, having connections abroad helped them create an international agenda 

that placed their institution on the map worldwide. This in turn brought them recognition 

for their work. Networking provided participants with personal contacts, inside 

information, and invaluable coaching and guidance. 

There is no doubt that relationships were critical to all participants’ sense of place. 

By having strong and positive relationships with the Dean, department chair, colleagues

and staff members, faculty members were able to overcome isolation and becom

interdependent. Those who were able to

ation for what these relationships brought into their lives. Those who devel

them late also noted the big difference that these relationships made once developed. 

Having strong relationships was a strategy that guaranteed professional support and 

stimulation and contributed to participant success and enjoyment.  

Some of the participants “gave back” to the community in the form of volunteer 

services. Service 

ion. What and how one gives back is also important. Realizing that institutions 

have a growing emphasis on minority student retention, Hispanic faculty members are 

able to connect with Hispanic students and assist them to succeed. This is an important 

service to the university. Therefore, to give back was a strategy for some participants to

develop a sense of place and to succeed in their institutions.  

Research Question #4: What recommendations do Hispanic faculty members 

provide to beginning faculty members who desire to excel in predominantly White 
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Recommendations given by participants to beginning faculty members included: 

(a) work hard, (b) be yourself, (c) connect with other H

e your work count, (f) seek balance and direct your own path, and (g) relax and 

enjoy your life. However, the overall consensus from participants was that one has to 

make a way for oneself if one wants to excel in this type of environment. They all agre

that pursuing a career in academia is not an easy task. There are rig

plicit and implicit. In addition, persons of color face many obstacles not 

experienced by their White colleagues. 

Whether participants were te

nal difficulties exist for Hispanic faculty today. However, they all expressed a 

desire for not having special treatment or not reducing any of the existing academic 

standards. Rather they believe that strategies were needed to help level the playing field 

and neutralize some of the other additional demands placed on Hispanic faculty and o

faculty of color. 

Work hard. The suggestion to Hispanic faculty to work hard is not an unusu

thing within the culture. The current debate regarding immigration has to do large

Hispanic or Mexicans coming through the border to work. Invariably, people conclude 

that these im

rough hard work. Hispanic culture emphasizes hard work and celebrates the 

results of hard work. Hence, it is not surprising for senior Hispanic faculty to recommen

this to new and younger Hispanic faculty members. Participants believe that the way to 
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gain legitimacy—a necessary condition for gaining a sense of place within academia—is

to roll up one’s sleeves and work as hard as one can.  

Be yourself. There is a sense in which a Hispanic faculty member with noticeable 

differences in accent and skin color or name may feel out of place within a predom

White environment. To be oneself

one’s accent no matter what reactions people may exhibit.  

Be yourself is a powerful recommendation for Hispanic faculty members to 

develop a sense of place because attempts to be anything other than oneself, mean that 

one will be living an artificial life. 

Connecting with other Hispanic faculty is a way of building a sense of communit

even within the majority culture. In many places, Hispanic faculty members may be th

only Hispanic person within his or her college, and the demand of tenure and promotion 

tend to take priority and prevent the development of social activities. Therefore, the 

endation to connect with other Hispanic faculty requires these faculty member

to go beyond their departments or college to build relationships with other faculty 

members with similar heritage. Those who are well connected with the Hispanic 

community within their institutions are expected to have a better sense of place within the

institution. 

Mentoring. One thing became clear in this study; mentors play an important r

in helping Hispanic faculty members develop a sense of place. Mentors introd

s to other faculty members, share with them the hidden rules, and assist them in 

organizing their professional life, and in many cases, the friendship is extended to family 
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r. However, some of the participants also 

noted t  sh. Environmental factors and professional 

pressur t e is appropriate  

loped sense of place would be expected to 

direct h o e’s life in one’s own hand and being 

able to c ce for one’s life. However, 

how does one do that in an academic e aracterized as a “pressure cooker,” 

an envi ce 

ther 

members. The literature on minority experience in higher education suggests mentorin

as a way of increasing retention. In this study, almost every participant put a heavy 

emphasis on the contributions of their mentors to their success. Hence, it makes sense f

them to recommend it to new Hispanic faculty members who wish to succeed in a 

predominantly White university.  

Seek balance and direct your own path. Some of the recommendations provided

by participants for new Hispanic faculty are, in essence, recommendations that describ

the characteristics of someone with a strong sense of place. One would expect someone 

with a sense of place to have balance, which was described by several participants as 

someone who is able to allocate reasonable time among competing needs such as work,

family, community, relationships, and caree

hat this is not an easy thing to accompli

es end to push faculty off balance; hence, this piece of advic

Similarly, one who has a well-deve

is r her own path. This implies having on

 de ide on priorities and moving at an acceptable pa

nvironment ch

ronment that must move at a determined pace? It certainly would take experien

for anyone to reach this level. By suggesting this to a new Hispanic faculty though, 

experienced faculty members are providing a goal for them to strive toward.  

Make your work count. The participants in the study believed that their heritage 

and background provide unique contributions to their institutions; hence they advise o
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faculty members coming behind to make their work count. As a way of developing a 

sense of place, Hispanic faculty should make their work relevant to the need

institution. It is understandable that Hispanic faculty members’ work is relevant to th

needs of the institution; institutional recognition is generally demonstrated in institutiona

acceptance, which in turn, strengthens their sense of place. 

Relax and enjoy your life. It is easy to dismiss this

ion; however, the phenomenon of a minority living in a majority environment 

induces its own stress. Sometimes faculty members in this position are caught up in the

pressures and politics of the environment and they tend to pay the price with their 

health. Therefore, to relax and enjoy one’s life becomes an important piece of wisdom 

and byproduct of a healthy sense o

• Recommendations for institutions 

• Recognize importance of Hispanic faculty contributions 

• Recognize Hispanic presence 

• Recruit minority faculty and students 

• Assist faculty to survive and thrive in general 

Conclusions 

This study began as a search for understanding the life of Hispanic faculty in 

inantly White institutions. Specifically the study focused on how these groups of 

faculty develop a sense of place, what kinds of barriers they encounter, what strategies 

they use in prevailing over these barriers, and what suggestions they have for the peo

coming behind them. Hispanic faculty members in predominantly White universities 
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g the literature of a sense of place, my conceptual framework has been 

illuminated. Although abstract and t every participants’ sense of 
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have varied levels of consciousness of their heritage. Those who have noticeable physic

differences from the majority population are forced to live with heightened 

consciousness. Those whose scholarship relates to Hispanic issues cannot escape it

Those who choose to promote their cultural background choose to be conscious of their 

heritage. Their consciousness, in turn, influences their perc

f place within a predominantly White university.  

Hispanic faculty in this type of environment encounter a number of barriers. In 

most cases, they are alone and lonely. They have to strive to find their own voice a

place within the institution. They feel invisible because their institutions may not 

necessarily acknowledge or celebrate their cultural backgrounds. Some have to deal with 

the sense of being an “outsider.”  

In reviewin

 complex, I found tha

laces was different and in varying degrees. The existence and intensity of sen

place was related to participant’s social and cultural variables. It is an intimate 

relationship, an experience and personal involvement with not only a location, but wi

the natural and cultural environment, its social activities, history and tradition as well a

range of attributes that are important in the development of affective bonds with places. 

Nevertheless, they all use different strategies to cope and thrive in their academic 

environment. They use their scholarship as a strategy to gain legitimacy and acceptanc

They seek mentors who can help them navigate their difficult terrain. They develop 

critical relationships without which it would have been impossible to survive, let alone
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are, in 

inority contribution to the 

academic world.  

he 

ot only on methodologies, not only on ruminating over the 

, questioning the predominantly White culture as well as 

inorit

t 

thrive, in an academic world. They explore how their heritage and cultural background 

could provide unique contributions to their institutions. They seek out community be

their institutions. These and many strategies are employed and the results of these

strategies are manifested in their sense of place, in their institutional recognition, and in

their institutional acceptance.  

Many of the participants are thus in a position to offer recommendations and 

advice to younger and newer Hispanic faculty members. These recommendations 

fact, what one must do to develop a sense of place within a predominantly White 

university. Some recommendations look and sound simple, such as relax and enjoy 

yourself. Others are insightful such as work hard because although one is recognized as a 

minority member, one’s work must never be seen as a m

General Reflections 

This certainly has been a long journey for me. It has been an exploration of 

myself, not only as a researcher, but one who certainly has something to contribute to t

academic world.  This dissertation is beyond an academic exercise for me. The long 

hours spent on reflecting n

literature, but questioning myself

m y culture, have certainly transformed me . . . I have changed.  I have changed how 

I look at the academic environment, because the needs of our students cannot be me

without meeting the needs of our faculty and the needs of our faculty cannot be met 

without full attention to the needs of Hispanic faculty members. I have changed with 
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ifficult path that faculty members must take in predominantly White 

ho must put together a program that 

d 

st 

 forward to translating the insights gained from this work to improve the 

clude 

It is recommended that persons replicating this type of study should allow enough 

d for the study and the interview. 

rch 

respect to my understanding of what it takes to survive and thrive in the academic world. 

The study provides me with the tools, insights, and wisdom to navigate through the 

sometimes d

universities. I have changed as an administrator w

anticipates the needs that address the concerns of minority faculty members. I have 

changed as a researcher who must continue to push the boundaries of what is known an

the unknown. Now I understand what it is to pay careful attention to what data is 

attempting to say to me, how theories informed viewing points, and produce points of 

view. As I conclude this phase of my life, I realize that the process of changing has ju

begun and I look

lives of many faculty and many institutions. 

Recommendations  

My recommendations to anyone who is interested in replicating this study in

the following: Allow extra time for interviews, solicit as many faculty as possible to 

interview, collect a wide cross section of Hispanics to interview, collect the CV at the 

point of interview, be sure Sociogram tools have the same scales, and allow extra time to 

transcribe and code data. 

Allow Extra Time for Interviews 

 

time in between when the participants are solicite

Because I initiated solicitation to participate in the study during the summer months, 

many faculty members were away from campus, on vacations or conducting resea
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er. 

  

 

 

w. 

ect as 

 possible that can act as replacements for those who decline or never 

Collect

ating this type of study select 

Hispanics from as many subgroups as participants selected should also vary 

in nativ  in 

s 

ould recommend that curriculum vitae be collected prior to the interview. 

Severa

abroad. Many faculty members were not able to get back to me until several months lat

Therefore, the recommendation to have a realistic timeframe to conduct interviews is 

important.

Solicit as Many Faculty as Possible to Interview

 Because Hispanic faculty members are busy balancing their careers, family, and

other obligations, several indicated their plates being too full to conduct an intervie

There were also some faculty members who, after several attempts, never responded or 

were contacted initially, but never followed through. My recommendation is to coll

many names as

follow through. 

 a Wide Cross Section of Hispanics to Interview 

Because Hispanics are not monolithic and vary in culture, language, and 

traditions, I recommend that those interested in replic

possible. The 

ity, age, gender, and tenured status. The larger the variation, the richer the data

terms of understanding the lived experiences of those who are foreign born versus those 

born or raised in the United States. It also will allow the researcher to see variation

related to physical attributes and to make connections to how this affects their sense of 

place. 

Collect Curriculum Vita at Point of Interview  

 I w

l participants failed to have their curriculum vitae available the day of the 
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s 

 of 

intervie

s to 

recruit  

African ic faculty. As the 

ding the problem of expanding the 

numbe  

Hence, minority faculty retention as an issue is mentioned in the same breath as 

interview and promised to send it to me. There were some that I had to follow up with 

several times before receiving it. One participant failed to send it to me despite numerou

attempts. 

Sociogram Tool Should Have the Same Scales  

 Participants replicating this study should use the Sociogram tool with the same 

scales for the purpose of better comparison. Sociograms with like scales could be 

overlaid with each other and shapes could be better compared and analyzed to portray a 

more accurate juxtaposition between participant ratings of importance and current 

relationships. 

Allow Extra Time to Transcribe and Code Data 

Researchers should not underestimate the time needed to transcribe and code the 

data. One should allow extra time when preparing a study timeline for transcription

ws and collecting and analyzing of the data.  

Implications 

Almost every higher education institution in the U.S. is investing in effort

underrepresented faculty members. Notable among underrepresented faculty are

 American faculty, Native American faculty, and Hispan

population of the nation changes, making the Hispanics the largest minority group, the 

need for Hispanic faculty is heightened. Compoun

r of minority faculty is the inability of these institutions to retain this group of

faculty.  
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on 

ggle to combat the revolving door 

syndrom ith 

strategi

the man etention, 

institut

faculty

sectors such as urban versus rural, and private versus public. They have focused on this 

issue b sive.  

s 

s 

ncrease in the retention rate of 

e 

 1439) 

Stanley, Capers, 

faculty and provided similar retention strategi

p en and minority faculty. 

the challenge of minority faculty recruitment. Over the years, minority faculty retenti

has received nationwide attention as institutions stru

e that plagues efforts to increase faculty diversity. The literature is replete w

es that institutions should adopt to improve faculty retention. However, in spite of 

y implementation efforts and despite the many resources expended on r

ions across the nation still complain about their meager progress in minority 

 retention. Retention efforts have focused on solutions that targeted institutional 

ased on institutional classifications: research, liberal arts, and comprehen

 Recently, efforts have shifted toward discipline-based retention strategies. For 

example, Daley, Wingard, and Reznik (2006) focused their study on retention strategie

for underrepresented faculty in academic medicine. These authors concluded that 

The implementation of a focused faculty development program that emphasize

instrumental mentoring is associated with an i

URM (underrepresented minority) junior faculty. In addition, there is no 

difference in the retention rate of URM and non-URM junior faculty who hav

completed the faculty development program. (p.

and Berlin (2003) focused their own study on underrepresented nursing 

es.  

In her article on “Supporting Women and Minority Faculty,” JoAnn Moody 

rovided recommendations for increasing the quantity of wom
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T ese r

a

day of 

, 

u

re

n t we have traditionally used in 

d inin

w

 have 

 

2002 

ulty in higher education.  

h ecommendations included preparing new faculty hires and the department in 

dvance and/or strategically welcoming new hires: 

to heighten newcomers’ sense of belonging, the chair or a designated senior 

faculty member should visit each new faculty member’s classes on the first 

the semester to briefly and enthusiastically explain to students why the 

department is so pleased about its new hires, provide a yearlong orientation, 

provide tenure workshops, and provide friendly help to minority faculty. (Moody

2004b) 

However, as I ponder the many efforts that have gone into retention of 

nderrepresented faculty in American colleges and universities over the years and as I 

flect upon the data and my many interactions with minority faculty, I began to ask a 

ew question: what would happen if we shift the frame tha

ef g the problem of minority faculty retention? My reflection led me to conclude 

ith the quote from JoAnn Moody’s (2004b) work:  

We must cultivate and value diversity within the faculty, and the fact that we

not done so, despite our frequent expressions of good intentions, means that 

something is wrong about how we do business. 

—The Recruitment and Retention of a Diverse Faculty, Dean's Diversity

Subcommittee, University of Arizona, 

I agree with JoAnn Moody that something is wrong about how we do business—the 

business of retaining minority fac
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y 

wer 

, these 

ble 

 essence, efforts to “hold on” to minority 

facul

 

ng 

The examination of a sense of place inevitably addresses the issue of productivity,

power, and politics which are the relationship dimension of an organization.  Hence, b

focusing on faculty sense of place, a researcher is stirred toward issues pertaining to 

their productivity and their relationships.  Faculty productivity demonstrates the 

faculty’s value and contributions to the institution and, in some cases, provides a po

platform on which the faculty negotiates his or her status.  For example, it is true 

productivity that faculty members obtained tenure and gained promotion.  Tenure and 

the status obtained through promotion confer on them the power to determine 

acceptable productivity of faculty coming behind.  The relationships among 

productivity, power, and politics are often taken for granted in academia.  Yet

three concepts are intricately connected in real life—concepts that can be made visi

by an empirical investigation of faculty sense of place.  

  The many efforts of institutions over the years to retain such faculty have had 

limited success because retention efforts are, in

ty members. These efforts are attempts to “keep” this group of faculty in the 

institution without a critical reexamination of the environment and climate that attract

minority faculty. This approach has had limited success because it is wrong. It is wro

because the motive to keep minority faculty is faulty. The motive to fulfill affirmative 

action requirements, the motive to reduce waste in money spent on recruitment of 

minority faculty, and the motive to do something for the seemingly helpless minority 

faculty all appear wrong to me.  
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 conclude 

l 

 

n the 

ort 

 easily 

circum

ividual 

provided on a regular basis to keep faculty active and involved.  

As I reflect over my data and the journey that has brought me thus far, I

that there is a need for a paradigm shift—a shift from retention strategies to cultivating 

environments for minority faculty to develop a sense of place, a shift from mechanica

strategies to keep faculty to strategies that provide a magnetic environment to attract this

group of faculty, and a shift from attempts to hold on to faculty to efforts to build an 

institutional climate that is conducive for them to survive and thrive. I conclude that we 

have reached the stage in the evolution of retention philosophy and need to abando

plethora of strategies to hold and keep. Rather, institutions must shift focus toward efforts 

that enable minority faculty to cultivate a sense of place, especially within predominantly 

White universities. Efforts to hold on to faculty are expensive, especially in an 

increasingly competitive environment and these efforts tend to be individual faculty 

specific; hence, they result only in short-term improvements. However, efforts to supp

the development of a sense of place will yield long-term benefits and should not be

vented by competition.  

The shift in paradigm would require a two-pronged approach. First, ind

minority faculty in predominantly White institutions have a responsibility to develop a 

sense of place. Their responsibility is described by the strategies used by the Hispanic 

faculty who participated in the study and by the recommendations participants provided. 

Specifically, professional development efforts should aim at reminding and educating 

new minority faculty of these strategies by providing mentors who will nurture and guide 

them in every aspect of their new experiences and address all facets of their professional 

lives.  Training should be 
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aving healthy and positive relationships with all stakeholders will ensure an 

nvironment where faculty will want to remain. Senior faculty can be a source of advice, 

ncouragement and feedback to their younger colleagues.  Second, higher education 

stitutions have the larger responsibility of cultivating environments in which minority 

aculty members can develop a sense of place. This includes ensuring there is no gap 

etween what faculty members expect and what the institution actually produces. Faculty 

will experience a smoother transition n clearly identify their own 

expectations while articulating departmental expectations as explicitly and realistically as 

possible. By creating social activities relevant to the Hispanic culture, a sense of collegial 

relations is formed to help facilitate the intellectual exchanges and mentoring that are 

crucial in developing a sense of community.  Departments and institutions can work to 

engage Hispanic faculty by providing time for intellectual exchange, recognizing and 

celebrating their achievements and empowering them to respond to any problems. 

Recommendations provided by the participants of this study should be helpful to 

institutions that desire to make progress with their faculty diversity programs. 

Institutional leaders, faculty, and staff should change their views about minority faculty 

retention; they should change their approach to this problem, and embrace a new concept, 

a new approach, and a new language. Ultimately, they should understand the importance 

of broadening the operational definition of faculty vitality beyond research productivity 

and teaching performance to include subtler forms of engagement.  They should embrace 

an approach that ensures minority faculty development of a strong sense of place within 

the academic community.
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Table 15 

Ratings of Importance and Current Relationships in the Development of a “Sense of Place” by Participants 

  
 
 

Dean 

 
 

Department 
Chair 

 
 

Program 
Coordinator 

 
 

Office Staff 
Members 

 
 
 

Students 

 
Colleagues 
within their 
University 

 
Colleagues 
within their 

College 

 
Colleagues 
within their 
Department 

 
  

I/C 
 

I/C 
 

I/C 
 

I/C 
 

I/C 
 

I/C 
 

I/C 
 

I/C 
 

A* 0/0 4/2 - 1/4 4/4 5/3 5/4 5/5 
 

B 4/-4 4/-4 0/0 3/-4 4/2 2/0 3/0 5/2 
 

C* 2/3 5/5 4/5 3/5 5/5 4/4 4/4 5/5 
 

D 4/3 5/5 5/5 4/5 5/4 4/4 5/4 5/5 
 

E* 4/5 4/5 4/5 4/5 5/5 5/5 4/5 5/5 
 

F* 4/5 2/0 4/4 3/3 5/3 2/0 2/1 5/3 
 

G* 0/-5 0/-3 - 4/5 5/5 5/5 2/0 5/5 
 

H* 3/2 5/5 - - 5/5 4/3 2/2 4/4 
 

I 5/0 5/3 4/3 3/3 5/5 3/0 4/1 5/5 
 

J* 2/0 4/4 - 2/3 5/5 4/3 2/3 3/4 
 

 
*Tenured; I = Importance of Relationships; C = Current Relationship
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APPENDIX B 

CONSCIOUSNESS 

 



 

 Consciousnes  

  
The “Lack of” 

The Personal Belief 
System 

 
Cultural Immersion 

 
Scholarship 

Situation Consciousness 
Being different 

 

s

 

Participants 

      
 

 
A 

 

esented.” 

 
“I can still be plenty 
aware of my heritage 
without the institution 
being aware of it at 

   
“When I run into other 
faculty members or 
students that are 
Hispanic.” 

  
“There’s not enough 
Hispanic students that
I feel 
underrepr
 all.” 
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Table 16   

B “I’m the only one in 
this department . . . 
it’s a daily 
awareness.” 

 
 to 
 not 

 guess 
yself.” 

“The fact that I’m 
different raises my 
consciousness . . . 
there’s a lot of 
xplaining to students 

and faculty wondering 
what I am.” 
 

C  conscious at 
ll here . . . this seems 

to be a colorblind 
institution.” 

   “I think they may all 
e interested in me as 

a Latina and it kind of 
intrigues them.” 
 

D “Even though there is 
 huge Spanish 

speaking community 
in Ohio, it’s 
invisible.” 
 

    

 
E 

 
“There is no 
community within the 
university community 
in which I identify 
myself as one of the 
members.” 

 
“I consider myself an 
individual.” 

  
“There’s no sense of 
consciousness of a 
person who represents, 
unless a particular 
situation comes about.” 

 

(continues) 

  “So the continual 
process of having
define myself for
only others but I
m e

“I’m not
a

 
b

a
 

 

 



 

Consciousness (continued) 

 
 

Participants 

 
 

The “Lack of” 

 
The Personal Belief 

System 

 
 

Cultural Immersion 

 
 

Scholarship 

 
Situation 

Consciousness 

 
 

Being different 
 

 
F 

 
“Not especially, 
there aren’t a lot of 
occasions where it 
necessarily comes 
into play.” 
 

     

G  “I’m conscious 
about my heritage 
because of my 
personal beliefs.” 

“I have always felt 
welcome. I’m still 
missing what I had 
back home.” 
 

 “I was invited to 
participate just 
because of my 
background.” 

 

H ”How small the 
Hispanic 
community is 
here.” 

 “I’m aware that I’m 
immersed in a 
different culture.” 
 

  

I    “I’m just conscious of 
who I am and what I 
bring to the table in 
relationship to the 
students I encounter.” 

 

 
J 

   
“Because here is 
where we have the 
students and where I 
teach.” 

 
“My research 
focuses on 
teaching and other 
extracurricular 
activities.” 
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Table 17   Mentoring 

 
 
 

 
 

Lim

 
 

Ph

 
 
 
 

Participant Mentoring 
ited to departmental 

support 
ysical appearance/ 

accent/name 

 
 

Students/Student 
Involvement 

 
Lack of dialogue and 

interest in Hispanics and 
Hispanic issues 

 
    

You’l et people who will 
say, ‘Oh, you don’t look 

ispanic.’” 

 
It’s how much time 

really is spent with 
students in the lab, 
training your students.” 

 
A “

H

l g “

 
B “There’s been some 

mentorship.” 
“
fo
co

co
in
 

“It’s never raised or 
discussed, this fact of 
being a minority.” 
 

C   “Because I’m married to a 

. . . I th  
d to
h m

  

D “They have made me 
feel welcome on a 
mentoring level.” 
 

 “Peopl e 
I’m from.” 

  

E   “I have an accent, so that tells 
you right aw  I’m not from 
here.” 
 

  

F   “Visual appearance, very white 
. . . sometimes I whip out the 
minority card.” 
 

 “I just don’t know that 
there’s much attention 
given.” 

(continues) 

My contact is largely 
cused and 
ncentrated in the 

dept. I have very little 

 

ntact with the 
stitution. 

 

White Anglo-Saxon protestant 
ink that other Latinos
 see Dr. [C] on the door 
y doctoral title.” 

e try to figure out wher

nee
wit
 

ay

 



 
 

Mentoring (continued) 

 
 
 

Participant 

 
 
 

Mentoring 

 
 

Limited to departmental 
support 

 
 

Physical appearance/ 
accent/name 

 
 

Students/Student 
Involvement 

 
Lack of dialogue and 

interest in Hispanics and 
Hispanic issues 

 
 

G  “The lack of an appropriate 
policy to develop 
international relationships.” 
 

  “It’s probably lack of 
communication, lack of 
awareness.” 

H “I was adopted by a 
faculty that showed me 
around and told me 
what to do and what not 
to do.” 

“Having the support of the 
department chair gives you 
the confidence to do things 
you want to do.” 
 

“Sometimes I don’t 
know if they are 
understanding me and 
if I’m getting my 
points acros

  

I  “It’s very hard to get directly 
to the administration and to 
be heard.” 
 

   

J  “Well, I think in my unit, 
because here is where we 
have the students and where I 
teach. And Women’s Studies, 
because I feel part of that 
group.” 
 

“Probably
else s 
Hispanic, if er
has more linguistic 
skills . . . ve to 
fight double.” 

  

s.” 

 someone 
not a 
 the p

you ha

that i
son 
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Table 18  

Sense of Place 

 
 

nt 
r Feeling of 

Disconnection 
y 

  

l 

 

Hispanic 
students 

and faculty 
 

 
The price 

of an 
Immigra

 
 
 
 

 
 
 
 

 
 
 
 

 
 
 
 

 
Connection 

ith w
 
 
 

 
 
 

 
 
 

 
 
 

Participants 
Schola Communit

Value 
Quality of 

Relationships 
Quality of 

work/teaching 
Tenure 

Expectation
s 

Institutiona
Support 

Feeling 
Valued 

 
A 

  
“It’s critical . . .  “It’s the critical 

aculty 
interact well.” 

“We get 
accolades 
from outside 
on the 
quality of 
our 
teaching.” 

 
haven’t 
perfected 
yet.” 

  
“When you 
meet 
somebody 
who is 
Hispanic 
there’s that 
ah-hah 
moment.” 
 

 

I wouldn’t be 
here.” 

 

part. We’re 
gaining 
notoriety 
because f

  
“It’s a 
balance I

 

B  

alienated.” 

 ght 

in my 
department.” 

“My 
productivity 
went up 
when I 
started 
feeling 
connected.” 

untenured 
faculty.” 

“The 
research 
was 
supported, 
the idea was 
supported, 
it was 
valued.” 

“The 
strongest 
bond has 
been with 
another 
person of 
color.” 
 

  “The quality 
of my work 
has been 
high and I 
think that it 
is valued.” 
 

  “My 
strengths 
are 
appreciated 
and my 
weaknesses 
are 
tolerated.” 
 

 

(continues

“The first
year here 
was pretty 

 “It’s been ni
and day since I 
made these 
connections 
with the people 

“I think 
that’s part 
of this 
protection 
of 

 

C  “It’s the respect 
of my peers.” 

) 
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P

 
 

 
 
 
 

 
 
 
 

 
 
 
 

 

Sense of Place (continued) 

articipants 

The price of 
an 

Immigrant 
Scholar 

 
 
 
 

Feeling of 
Disconnection 

 
 
 
 

Community 
Value 

Quality of 
Relationships 

Quality of 
work/teaching 

 
 
 
 

Tenure 
Expectations 

 
 
 
 

Institutional 
Support 

Feeling 
Valued 

Connection 
with Hispanic 
students and 

faculty 
 

 
D “I do feel 

sometimes 
ike the 

other.” 
l

ving this 
community was 
very helpful.” 

“Y u feel welcome 
. . you feel like 
it’s home.” 

“I have to bring 
m  culture into 
the classroom.” 

“You have the 
publish or 
perish thing, 
they explained 
it to me.” 

“T ey have 
been very 
open and 
cordial.” 

 

E  
 
 
 
 
 
 
 

 “We do projects 
sometimes for the 
community . . . 
they appreciate 

“Interrelationships 
with other people 
is fine.” 

  “They’
been very 
gracious to 
me. 

tive 
 

positive.” 

 

F  “That’s kind of 
disconnected.” 

“My students 
connect me here in 

 “The teaching 
load plus the 
research 
expectations.” 

“The regional 
campuses are 

question 
second class 
citizens.” 
 

 

G   “I think the 
community 
believe the 
students will get 
a better 
education.” 

nd      

 

 

(continues) 

 “Ser o
. y

h “Like finding 
kind of like a 
value of being 
a Hispanic 
faculty.” 

ve  

it.” 

 

Suppor
but fine,

ways that my 
colleagues don’t.” 

“Other faculty a
administrators 
remember you and 
talk to you often.” 

without 

 



 

 

 

Sense of Place (continued) 

 
 
 
 
 

Participants 

 
 

The price of 
an 

Immigrant 
Scholar 

 
 
 
 

Feeling of 
Disconnection 

 
 
 
 

Community 
Value 

 
 
 
 

Quality of 
Relationships 

 
 
 
 

Quality of 
work/teaching 

 
 
 
 

Tenure 
expectations 

 
 
 
 

Institutional 
support 

 
 
 
 

Feeling 
Valued 

 
Connection 

with Hispanic 
students and 

faculty 
 

H “I’m still a 
guest in this 
country and 
I’m not 
going to 
make a 
statement 
about this.” 

 

“I kept my lab 
running there, I 
was still 
connected to 
Costa Rica.” 

     “That makes 
me feel there 
is recognition 
in the quality 
of things that I 
do.” 

 

I   “The quality of 
the work. That’s 
why I’ve been 
invited to be 
involved.” 

 

    “There’s never 
been an 
exclusion, 
every one of 
us is needed.” 

 

J    “It’s a really good 
relationship and 
that makes me 
feel well. They 
made me feel 
welcome and 
accepted and that 
increased my 
sense of value to 
the institution.” 
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able 19  

Productivity 

 
Participant 

 
Productivity is influenced by heritage 

 
Community Value contributes to 

Productivity 
 

T

 
A 

 
 

 
“Working on that problem to me was 
important because it was part of the 
community.” 
 

B “I’ve been interested in collecting data about 
Hispanics, but it’s been difficult.” 
 

 

C  “The community values what I do and 
what I brought from the Southwest . . . I 
take that to the classroom as well.” 
 

D   
 

E “Working internationa
have been published.” 
 

 

F  
 

 

G  “If the community sees that I’m doing 
things that are useful, they will tend to 
accept me more.” 
 

H “I have access to a sizable portion of the 
literature that’s written in Spanish.” 

“People recognize what I do and they 
appreciate the contributions that I’m 
making.” 
 

I  “That’s apparent in how artists have gone 
on to say things like the work has 
virtuosity to it.” 
 

J “I think completely because all my research 
has to be with literature in Spain and culture 
and Hispanic culture and literature, so 
completely, and write just in Spanish.” 
 

 

lly and some articles 

 

 

 



 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

APPEND

ON

 

IX F 

RELATI SHIPS 



 

252 

Relationships 

 
 
 
 

Participant 

 
 

Having a relationship with 
the broader institution 

 

 
 
 

Strong, healthy 
relationship 

 
 
 

Heritage plays a role in 
relationships 

Table 20  

 
A 

 
 

  
“I interact with those of 
Hispanic background.” 
 

 
B 

“I have relationships 
with the dept. . . . a little 
more out of touch when 
you go into 
administrative.” 
 

 “I guess with colleagues 
the relevance [of 
heritage] can harm or 
hurt.” 

C  “My relationships are 
t with 

ne.” 

 

D 
knowledge to open up 
their own resources to 
the outside community.” 
 

at the personal level, 
very welcoming and 
friendly.” 
 

E   “There’s some 
relevance. I can speak 
with some authority.” 
 

F   “I tend to be drawn to 
other faculty members.” 
 

G  “I think I have good 
relationships with many 
faculty that see I care for 
their work.” 
 

“I tend to have a fairly 
strong relationship with 
minority students.” 

H “I have good 
relationships with my 
colleagues, but it’s 
limited. I am still trying 
to build links outside.” 
 

“My relationships with 
my colleagues it’s not 
bad, it’s going, it’s 
building.” 

“I’ve identified contacts 
and establish 
relationships.” 

I  “I have great 
relationships with my 
colleagues and strong 
relationships with my 
students.” 
 

 

J 
 

   
 

excellen
everyo
 

“The university uses our “It’s been both enriching  
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Recommendations f

 
 

 

 
 

 

 
 

 

 

 
Make y ur Work 

or Hispanic Faculty 

Participant Work Hard Be Yourself
Connect Yourself 
with other Faculty 

 
 

Find a Mentor
 

 
o

Count 

 
Relax and Enjoy 

your life 
 

 
A 

  
“Don’t ever be 
ashamed about being 
different in the way 
you interact with 
people.” 

 
When you meet 
someone who is 

   
“Kick back a little, 
relax and enjoy your 
family.” Hispanic, there is 

that Ah-ha 
moment.” 

 

Table 21 

B   
 with a 

person of color.” 
quickly as possible.” 

  

C   “Find an area of 
research on which to 
focus and publish, 
publish, publish.” 
 

 

D “We obviously have 
the qualifications . . . 
we don’t need 
preferential 
treatment.” to yourself.” 

 

  “You have the 
publish or perish 
thing. They 
explained it to me.” 

 

E  “They’re going to 
hire you for your 
credentials, not 
because your 
Hispanic.” 
 

    

F  “Minority 
perspective makes a 
difference.” 
 

    

G       
 

(continues) 

“The strongest bond 
has been

“Find a mentor as 

   

“Seize the 
opportunities that 
you have instead of 
keeping who you are 



 
 

Recommendations for Hispanic Faculty (continued) 

 
 

Participant 

 
 

Work Hard 

 
 

Be Yourself 

 
Connect yourself with 

other faculty 

 
 

Find a mentor 
 

 
 

Make your work count 

 
Relax and enjoy your 

life 
 

 
H 
 

      

I   “I want to make sure 
that I’m doing the best 
work I could possibly 
be doing.” 
 

a mentor here 
a re that I can 
c t to anytime.” 

  

J “I think just from 
being a Hispanic and a 
minority, you’re not 
going to be granted 
anything.” 

“You have to work 
really hard, to become 
visible and respected a 
lot more pressure, to 
being visible, for them 
to accept your 
opinions, your 
presence . . . we have 
to fight for a position 
here.” 
 

    

“I have 
nd the
onnec
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Recommendations for Institut

 
 
 

t 

 
e 
 

 
 

 
 

ing 
 

 
 

Be aware of 

 
 

ty 
ts 

 
 

h  
ty 

ions 

Participan

Recognize importanc
of Hispanics and their

research 
Recognize Hispanic 

Presence 
Provide Mentor

Opportunities Differences 
Recruit Minori
Faculty/Studen

Interact wit
Hispanic Facul

 
 

A 
      

“Have some explicit 
interactions with 
Hispanics.” 
 

B  
, 

  “Make sure faculty are 
doing ok.” 

C “Recognize the 
importance of 
Hispanic research 
about other 
Hispanics.” 
 

awakened.” 

  “Add more Latinos to 
the faculty and to the 
student body.” 

 

D    “Be open and be aware 
that there are 
differences.” 
 

  

E  
 

   
 
 

  

F     “There’s a better way 
to do recruitment.” 
 

 

G “Invite people from 
Hispanic heritage to 
lead a conference.” 
 

“Promote Hispanic 
related issues.” 

    

H    “Be open-minded, be 
flexible and be 
tolerant.” 
 

  

(continues) 

 

“We are the sleeping 
giant that has 

“Some kind of 
mentorship program
some kind of follow 
up.” 
  

Table 22   
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Recommendations for Institutions (c

 
 
 

Participant 

 
Recognize importance of 

Hispanics and their 
Research 

 
 

Recognize  
Hispanic Presence 

 
 

Provide Mentoring 
Opportunities 

 
 
 

Be aware of differences 

 
 

Recruit Minority 
Faculty/Students 

 
 

Interact with  
Hispanic Faculty 

 

ontinued) 

I  
“I believe it’s what we 
bring to the table.” 
 

     

J  “For the institution to 
recognize that minority 
and diversity is not just 
African-Americans. . . . 
lacks recognizing our 
presence, our production, 
and our contributions.” 
 

“We need a good 
mentoring program . . . I 
think we need it double 
for one who is tenure and 
Hispanic.” 
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DEMOGRAPHIC SURVEY 
 

 
 
Name:_____________________________________ Date:_____________________ 

Demographic Data
 

 
 

. What is your age? 
 _______ years 

. What is your Hispanic subgroup? 

θ Cuban θ Mexican θ 
 θ Other__________________
 
 
3. If tenured, how long have you been tenured? 

 θ 1 year θ 2 years θ 3 years θ 4 years  θ 5+ years 
 
 

4. If not tenured, when do you hope to be tenured? 
 θ 1 year θ 2 years θ 3 years θ 4 years θ 5+ years 
 
 

5. How many years at current institution: 
  _______ years 
 

 

 
1
 
 
 
2
 
 Puerto Rican

_______ 
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Awareness of Hispanic Background 

1. How conscious are you about your Hispanic heritage within your 

2. What factors in this institution raise your consciousness about your 

3. How would you describe your experience as a Hispanic faculty at this 

4. What is significant about your Hispanic background at this institution? 

Strength of Se

5. How would you describe your sense of place at this institution? 

6. What factors would you say promote your development of a sense of place 
at the institution? 

7. What factors would you say limit your development of a sense of place at 
th n? 

Productivity 

es your Hispanic heritage influence the kind of scholarship you 

9. mmunity value the kind of scholarship you do?  

ense of belonging to the institution? 

12. the influence of your Hispanic 

13.  your 
sense of belonging to the institution? 

INTERVIEW PROTOCOL 

institution’s community? 

Hispanic background? 

institution? 

nse of Place 

e institutio

8. How do
do?  

 How does the university co

10. What influence does the community value of your scholarship have on 
your s

11. How does your Hispanic heritage influence your teaching?  

 How does the university community value 
heritage on your teaching? 

 What influence does the community value of your teaching have on
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14. What role does the quality of your work play in the community acceptance 
of you? 

elationships 

15. How would you describe the quality of your professional relationships 
within the institution? 

16. How does the quality of your relationships impact your sense of belonging 
to the institution? 

17. What role does your Hispanic heritage place in cultivating relationships 
within the institution? 

18. What relevance does your Hispanic heritage have with the quality of your 
relationships with 

a.

b. Colleagues 

c. Dean 

d. Chair 

e. Program Coordinator? 

Benefits of Heritage 

19. How does your Hispanic heritage affect your service and institutional 
issues of concern to you? 

20. How would you say the University benefits from your Hispanic heritage? 

Recommendations 

21. What recommendations would you have for Hispanic faculty working 
within a predominately White institution? 

22. What recommendations would you have for institutions to adopt to help 
Hispanic faculty to survive and thrive in this type of environment? 

R

 Students 



 

 

 
 

 

 
 

APPENDIX K 

FACULTY SOCIAL NETWORK (SOCIOGRAM) 
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of a sense of place 

  Important Important Important  Important 

ean of your College 0 1 2 3 4 5 

air 

ers

olleagues within 0 1 2 3 4 5 

olleagues within 0 1 2 3 4 5 

olleagues within 0 1 2 3 4 5 

Faculty Social Network (Sociogram) 

How important are the following relationships in your development 
within this institution? 

 
 

 Irrelevant Little Somewhat Moderately Highly Most Highly 
 
 
 

D
 
 

our Department Ch 0 1 2 3 4 5 Y
 
 
Your Program Coordinator  0 1 2 3 4 5 
 
 
Your Office Staff Memb   0 1 2 3 4 5 
 
 
Your Students 0 1 2 3 4 5 
 
 
C
the University 
 
 
C
your College 
 
 
C
your Department 
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Faculty Social Network (Sociogram) 

 
ow would you rate your current relationships with the following? 

 
Most Highly Neutral Most Highly 

Negative  Positive 
 
 

ean of your College -5 -4 -3 -2 -1 0 1 2 3 4 5 

epartment Chair -5 -4 -3 -2 -1 0 1 2 3 4 5 

rogram Coordinator -5 -4 -3 -2 -1 0 1 2 3 4 5 
 
 
 
Office Staff Members  2 3 4 5 

 
our Students -5 -4 -3 -2 -1 0 1 2 3 4 5 

olleagues within -5 -4 -3 -2 -1 0 1 2 3 4 5 
e University 

olleagues within -5 -4 -3 -2 -1 0 1 2 3 4 5 
our College  

olleagues within -5 -4 -3 -2 -1 0 1 2 3 4 5 
our Department 

 

H

 
 

D
 
 
 
D
 
 
 
P

-5 -4 -3 -2 -1 0 1 
 
 

Y
 
 
 
C
th
 
 
 
C
y
 
 
 
C
y
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VERTICAL ANALYSIS 

A vertical analysis is a re-presentation of the data on an individual basis—the 

le 

 a complete and stand alone story, and 

ffort, gain additional insights into how Hispanic faculty negotiate their 

eived and 

 participants. This was followed by a Sociogram that aimed at 

f 

 

 them.  

e researcher 

provide

Introduction 

story of one—the story of the individual participant.  The intent of this analysis is to 

present the data of each participant without reference to another participant. The rationa

behind the analysis is to present each person as

through this e

sense of place within a predominantly White university.  

This appendix provides a comprehensive summary of the findings of the study. 

The findings are organized into three parts based on methods used to obtain data. The 

first was an open-ended interview approach adopted to tease out life as perc

experienced by the

illustrating critical relationships of the participants, and a CV analysis that helped in 

describing faculty productivity.  

Using the Sociogram tool, participants’ ratings were used to depict the webs o

their social networks as used in Michael and Hyun (2002). The webs of the social 

network were used to depict discrepancies between participants’ current relationships and

relationships of importance to

To manage the massive amount of data generated by the study, th

d a logical organization of materials and thoughts.  
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n that the phenomenon called “the sense of 

sciousness or awareness of their Hispanicism.  

iew 

scious and understanding of one’s own 

Hispan

their se  

of conn

commu

Alienat

nse 

ad the 

Ethnic Awareness 

The study started with an assumptio

place” would be different for minority faculty (in this case Hispanic faculty) in 

predominantly White universities. If this is valid, then the first task was to verify 

participants’ level of con

Participant awareness was captured through a series of questions in the interv

protocol related to participants’ consciousness of their Hispanic heritage. As defined in 

Chapter 1, “awareness” implies being con

ic background at his or her institution.  

Strength of Sense of Place 

Participants were asked to describe the factors that either promoted or limited 

nse of place within their institutions. To have “a sense of place” is to have a sense

ection with the immediate environment, to have a sense of belonging to the 

nity, to have a sense of attachment with values and vision of the institution. 

ion is minimal where there is a strong sense of place. 

Relationships 

Participants were asked to describe the quality of their relationships within their 

institutions and determine whether their relationships have had an impact on their se

of place. Additionally, participants were asked if their heritage played a role in 

cultivating relationships within their institutions. Furthermore, participants h

opportunity of rating the quality of their relationships with critical stakeholders.  
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es 

rent 

stituents. Constituents critical to a faculty’s 

develo

Progra

within 

Depart

should

was im ulty member, it would make sense for that relationship to be strong 

and po

 of 

resourc

accepta

particip

Additio

on their scholarship and if it has affected their sense of place at their institutions. 

Relationships were determined using the Sociogram tool. The Sociogram provid

an opportunity for participants to rate relationships that were important to their 

development of a sense of place within their institutions. The second step provided an 

opportunity for the respondents to describe the nature and the degree of their cur

relationships with these critical con

pment of a sense of place include: the college Dean, the Department Chair, the 

m Coordinator (if any), the Office Staff Members, the Students, the colleagues 

the University, the colleagues within their college, and the colleagues within the 

ment. 

Ideally, a participant description of relationships which were important to them 

 match the description of their current relationships. For example, if a relationship 

portant to a fac

sitive for the faculty member to feel comfortable within the environment. 

Conversely, if a relationship was “not important” and the nature of the relationship was 

positive and strong, then the relationship could be considered an unnecessary use

es and time.  

Productivity 

Academic productivity is the currency of a university. Productivity affects 

nce, promotion, and leadership roles in academia. In terms of productivity, 

ants were asked if their Hispanic heritage influenced their scholarship. 

nally, participants were asked to describe any influences that the community had 
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Produc

work. In this study, productivity was determined through the analysis of participant’s CV. 

onors and awards. 

d 

any of 

that is 

ons 

ns for 

emselves that might help Hispanic faculty to survive and thrive in the 

is study, participants’ recommendations constitute additional 

strateg e” 

• Pressures of Tenure 

tivity is defined as “yielding useful or favorable” results in one’s own field of 

The task was to determine the number of publications, presentations, patents, years 

teaching, number of grants and funded research, and number of h

Benefits of Heritage 

Participants were asked if their Hispanic heritage affected their service or affecte

their institutional concerns. The benefits of heritage can be described as something 

promoted or enhanced such as the institution itself or the individual’s service.  

Recommendati

Participants were asked to provide recommendations for Hispanic faculty 

members working at predominantly White institutions as well as recommendatio

institutions th

environment. For th

ies for the recruitment, retention, and the development of a strong “sense of plac

for Hispanic faculty in predominantly White institutions. 

Summary of Findings 

Several themes emerged from the participant interviews among which are the following: 

• Consciousness 

• Comfortability 

• Commitment 

• Host and Visitor Mentality 
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• Critical Mass  

• Identity Among other Minority Groups 

Dr. A at Institution A 

 Dr. A is a Hispanic professor of Spanish and White background. He has been at 

University A for six years and is currently an ssistant Professor in the Department of 

Biology. Dr. A has been tenured for one year. 

CV Analysis 

 In terms of productivity, Dr. A has 11 ications with 4 publications pending. 

Dr. A has a total of 11 peer-reviewed nuscripts submitted or in final 

reparation, and 19 presented papers and invited talks. Over his tenure, Dr. A has taught 

 total of six courses and has received a total of six fellowships and grants. 

r. A’s Interview 

 

t that the institution did little to contribute to it. He said, “ I can still be 

plenty aware of my heritage without the institution being aware of it at all.” For this 

individual, the lack of institutional support for his heritage appeared to have no effect as 

indicated by Dr. A: “The institution does not acknowledge it. I would say it doesn’t hurt 

me and it doesn’t help me.”  

 Consciousness raising appears to occur amidst ethnic members:  

For instance, having a Hispanic President, you know, when you meet [the 

president] he is very, very polite and definitely recognizes that you are Hispanic 

and so there is a relationship immediately. I think, amongst Hispanics that are on 

 A

 publ

 publications, 4 ma

p

a

D

 Consciousness. Dr. A indicated that his Hispanic heritage was important to him

despite the fac
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th 

into 

s or students that are Hispanic and those are the only time when it 

omes 

do 

t 

y, “Oh, 

ink it’s reasonably good 

icant is 

not nec

nothing

enough

underre

for his heritage to be significant.  

the faculty and administration, but outside of those individuals, interactions wi

other Hispanics it is pretty neutral. 

Dr. A further noted that the only time his consciousness was raised was “when I run 

other faculty member

c into play at all.”  

 Dr. A placed a great deal of emphasis on the neutrality that he perceived the 

academic community has for his heritage. He believed that his heritage has nothing to 

with his success within the community.  

It’s nice to not feel like I am either privileged or under privileged, and at 

University “A”, relative to some places, the number of questions about my 

heritage is probably lower. I don’t know if that’s a matter of politeness. I don’

think it is, because I think in a lot of places, you’ll get people who will sa

you don’t look Hispanic” or something like that to you in other places. They just 

probably don’t understand the culture very much. So I th

to have that neutrality, and it’s very kind of friendly neutrality here. 

 With respect to the significance of his Hispanic heritage within his institution, Dr. 

A noted that his heritage is insignificant and the fact that his heritage is insignif

essarily a negative issue. He said, with a chuckle, “I think there is probably 

 significant about my Hispanic background in the institution. There are few 

 Hispanic students that I don’t feel that the faculties are particularly 

presented relative to the students.” Numerical representation is needed in order 
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Sense of place. A number of questions were directed at participants to identify 

eir sense of place and how strong this sense was. Dr. A’s sense of place was dictated by 

ultural compatibility with his academic community. He noted that although there were 

w Hispanics at the institution, his sense of place was shaped by people whose 

ackgrounds were similar to his.  

There [are] not a lot of Hispanics I deal with on a daily basis, there are still people 

whose cultural backgrounds are similar to mine, usually large Catholic families 

type of, you know, relationships with those people basically shape a lot of the way 

I deal with people in the workplace, and so I think that [University A] is probably 

a pretty good place, at least my department is a good place, to interact with a lot 

of people who have some similarities in cultural background even though they are 

not Hispanic. 

Dr. A’s sense of place was not determined by the numerical representation of 

Hispanic students and faculty. If there are no Hispanic members in the community, Dr. A 

observed that they could not be a factor in his development of a sense of place.  

My sense of place doesn’t . . . rely on me being Hispanic because I’m not . . . 

amongst a group of Hispanics. And so occasionally I’m struck by that . . . the 

other day, I walked into the student union and there was a group of Puerto Rican 

students and they were chatting in the entryway to the shop in the student union, 

and it just all of a sudden struck me, it’s like, Oh! First of all, I didn’t know there 

was any Puerto Ricans on campus, and it was just kind of a pleasant experience. 

th

c

fe

b
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Howev

 

t 

individ ovided by the 

Sociog

lleagues within the college (5), 

and col hips. 

The lea

describ

s 

current

relation  were  

 

So once in a while, unless I’m smacked in the face with it, I usually don’t notice 

it. 

er, Dr. A indicated that his interaction with Hispanic students is an important 

source for his development of a sense of place at his institution.  

Actually, I did some work with a high school student program, and there we did

have a number of Hispanics and that was actually kind of very satisfying to ge

some Hispanic students into the lab because it is a real big problem in science that 

you get—Hispanics you can get into law, you can get into medicine, but they 

don’t have many role models in sciences.  

Dr. A acknowledged that his sense of place was solely determined by his 

ual interactions; hence, the need for further analysis was pr

ram.  

Dr. A’s Sociogram 

As depicted in Figure 3, Dr. A’s web of important relationships shows that his 

relationships with colleagues within the university (5), co

leagues within the department (5) were the most highly important relations

st important relationships to Dr. A were the relationships with his dean which he 

ed as irrelevant (0), and with office staff members described as little (1).  

From observing both diagrams, Dr. A’s important relationships align well with hi

 relationships. As Figure M1 reveals, his students’ and the Dean’s current 

ships were both important and strong whereas current relationship ratings
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              It      I     

 

 

 

Figure M1. Sociogram—Importance of relationships in the development of a sense of 

place—Dr. A 

Department 
Colleagues Chair 

Coordinator 

Office Staff 

Students 

University 
Colleague

Dean 

 

5 

4 

College 3 

2 

1 

 

Colleagues 
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slightly

relation er-invested energy whereas his 

ic community. All his relationships were described as positive with the 

excepti

elationships with colleagues within his college (+4), students (+4), and 

office s

and wi

relationships that were important to him. Relationships rated as highly important were the 

ing of his Sociogram, open-

ended q ms 

of his p

 

 lower for the Chair, Department, College and University Colleagues. Dr. A’s 

ship with his Office Staff can be interpreted as ov

relationship with his Chair could be interpreted as an area of need given the slightly 

weaker relationship. 

 Figure M2 illustrates the strength and nature of Dr. A’s current relationships 

within his academ

on of his relationship with his dean, which was described as neutral. The most 

positive and the strongest relationships were with colleagues within his department (+5), 

followed by r

taff members (+4). His relationships with colleagues within the university (+3) 

th his department chair (+2) were described as relatively strong and positive.  

Overall, Dr. A’s current relationships were more or less the same as the 

strongest and most positive relationships currently maintained. 

Perceived relationships. To understand Dr. A’s rat

uestions were directed at his personal descriptions of these relationships. In ter

rofessional relationships within the institution, Dr. A observed that  

They are almost uniformly good. There is one faculty member in our department 

who I consider to be harassing, and I don’t know—I mean some of it was politics, 

some of it was probably being a middle-aged single male, and I can’t tell you 

whether any of it was Hispanic or not, but, you know extremely bad treatment. 
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Figure M2. Dr. A’s current relationships  

 

  Dean 

Department 
Colleagues 

 5 

4 

3 

Chair 
 

2 

1 

0 

-1 

-2 

-3 

 

-4 

-5 

Coordinator 

Office Staff 

Students 

College 
Colleagues 

University 
Colleagues 
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lity 

ity. He noted that: 

 

n 

ions. . . . 

nships with his institution. He noted that cultivation of relationships was not 

limited

had sim

act 

. 

ve 

deas 

heir concept and vision of the future of the 

Most everybody else has been wonderful . . . even the kind of political opponents 

I have in the department are at least nice on the surface. 

Dr. A noted that the question of a sense of place was contingent upon the qua

of relationships within the academic commun

It is the critical part . . . I came to [University A] . . . because I thought it was a

place that was growing, which the university has, but more so I knew that the 

department seemed to be something that should be on the map if it hadn’t been o

the map yet. We are gaining notoriety . . . because the faculty interact well . . . 

because faculty do things together and create cross-disciplinary interact

So it is an extremely, extremely good environment, and it is the reason why I 

came here, and frankly it is the reason why I have stayed. 

Dr. A was asked to describe the influence of his Hispanic heritage on his 

relatio

 to those of Hispanic backgrounds (since there were few of them) but those who 

ilar backgrounds with him. Dr. A admitted that: 

I probably interact more with . . . with people who come from immigrant 

backgrounds . . . as Hispanic you want to be a part of community and so I inter

with people as a community. As you know, my department chair isn’t just a boss

In fact, I have never looked at him as a boss or my former chair as a boss. I ha

looked at them more as someone that you interact with, that you talk about i

with, but you also talk about t



292 

 

their vision for the field of biology, those kind of visionary issues 

 his 

hair, and colleagues as “critical to the maintenance of a sense of place.” 

Howev  

lot of i

backgr

 

the dev

accepta

produc

Hispan

first res

reverse  

go into anics 

in term

 I am in an area of pure science that is not 

vers 

rests in 

ence 

department, 

about where . . . the community is going are a major portion of what I do. 

As Hispanic faculty, Dr. A in his own words, described his relationships with

students, c

er, with the dean, he observed that the dean was new, and “I haven’t had a whole

nteraction with him. The interactions I have are great but I don’t think that my 

ound has anything to do with my relationship with him.”  

Productivity. Explaining further, the influence of the quality of relationships to

elopment of a sense of place, the question of acceptance, and the basis for 

nce in a particular community became important. In academic circles, 

tivity provides a basis for acceptance. Dr. A described the influence that his 

ic heritage had or did not have on the type of scholarship he undertook. Dr. A’s 

ponse was that his heritage had nothing to do with his scholarship, but quickly 

d by saying that his mother and his Hispanic background put pressure on him to

 pure science. He separated the immigrant Hispanics from the American Hisp

s of choice of fields they undertake. He noted that: 

Heritage has influenced the fact that

concerned as much with application. . . . I see a lot of Hispanics who are mo

and shakers in my field, which is evolutionary biology, who are that very same 

way . . . that tends to be people who did not develop their intellectual inte

the United States, but developed outside the U.S. and then have either immigrated 

in or kind of cross-boundaries between countries, and they have strong influ
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on the intellectual develop eas very few Hispanics that are 

tivity. “Since I 

tenure . . . they must value [my productivity and scholarship] pretty heavily 

[laught

 for the fact that there is a lot of support both within my department 

o, so it is 

 

 

 

e time . . . I 

ment of my field, wher

brought up through American systems have that. 

 Dr. A acknowledged that granting tenure and promotion is an indication of a 

university’s acceptance of one’s type of scholarship and level of produc

have just got 

er].”  

Dr. A noted that acceptance of scholarship is critical to the sense of belonging 

within his institution. This is critical not only to the sense of place but for the retention of 

the faculty.  

It is critical. You know, I wouldn’t be here, I wouldn’t have stayed here if it 

hadn’t been

and across departments within my college for the type of scholarship I d

critical. 

 Beyond scholarship, does one’s heritage influence teaching quality? Dr. A agreed 

that his Hispanic heritage had influence on his teaching.  

It is very difficult for me to tell how . . . I think that Hispanics tend to have or 

develop more of a rapport with their class. There is much more interaction with

the class, there is much less distance . . . that comes from my heritage . . . the way

I interact with students is much more personal, even when it is in a group context.

I work much more toward group cohesion. I don’t single students out . . . I teach 

to the whole class all the time and I try to make it personal at the sam



294 

 

is teaching, 

his coll

r. 

ith respect to service, Dr. A indicated that the community recognized 

his serv

at 

don’t think it comes easily to people who are not Hispanic. I think it comes 

naturally for a Hispanic. 

Dr. A observed that although his institution recognizes the quality of h

eagues do not understand where it comes from: 

I wonder if they can recognize now that we now have two faculty members who 

have that cultural background, if someone will recognize that there is a similarity 

in the way in which we teach and the similarity in the way in which we have a 

rapport with students. There might be a couple of people . . . who are pretty 

insightful, but in general, there is no recognition of the role the Hispanic heritage 

plays on teaching. 

As part of acceptance within the community that is critical to a sense of place, D

A noted that quality work and teaching were important in developing a sense of 

belonging.  

If you don’t do good quality work, especially in our department, at this point in 

time, you are not going to get tenure. You could do mediocre teaching and it 

wouldn’t hurt you. You could do fantastic teaching and it wouldn’t help you. You 

can’t be a lousy teacher, and you have to do a pretty good quality of research 

before you will get tenure in our department. 

Benefits. W

ice and its importance: 

One of the things that came up multiple times during my tenure decision was th

people would point out that my service within the department was way beyond 
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ck 

service

of 

to the 

icated that his Hispanic heritage benefited the university in several 

ways: i

provide

that: 

 

a to 

. I am there to do it . . . I am the person 

hat all 

ly 

tage that I bring with me in the department, and that is 

what it needed to be. And, in fact, I was always being told, you’ve got to cut ba

on service . . . but it was important to me because it was part of the community. 

As a Hispanic faculty, Dr. A noted that his beliefs in community prompt his 

, which is a benefit to the institution:  

I identify myself strongly with the community; it has increased the amount 

effort I put in. Over time it continues to increase the amount of effort I put in

department and to the university and to programmatic issues. That’s not always 

benefiting me, but it does benefit the department and so a lot of the gratification 

then comes from that, and I think that’s a legacy of Hispanic heritage. 

Dr. A ind

n the quality of teaching, in the rapport with students, in the level of service 

d, and in his ability to serve as a bridge builder within the community. He noted 

It is not just the quality of the instruction that they get but whether or not students

decide to stay on . . . I think I benefit the university that way, and also through 

service. When there is somebody who needs to step out and do something extr

make sure that something gets done . . 

who will voice not always the opinion that is one I share, but make sure t

voices are heard, and so there is an element of building bridges that probab

comes from my heri

recognized by many people.  
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Recom

heritag

include

ispanic faculty in a different way, (b) do not feel guilty 

lax, 

s in your 

 to be there 

o 

n 

hat promote 

explicit

ic, 

ther.” 

mendations 

Participants were prompted to provide advice to faculty members of Hispanic 

e who are working within a predominantly White institution. Dr. A’s advice 

d: 

(a) Interact with other H

that you are associating with other Hispanic faculty, (c) kick back a little, re

and enjoy your family, and (d) don’t worry about the number of Hispanic

institution. Go ahead and act differently with Hispanics and enjoy it because I 

think that there is an importance in the identity that doesn’t need

explicitly in everyday interactions, but you need that little recovery, you need t

actually get that back. . . . Don’t feel guilty, just live the moment . . . and whe

you walk in, don’t ever be ashamed about being different in the way you interact 

with people. It is good. . . . Every time I kick back a little bit and relax, usually 

with family, then I recover that. So that’s an important thing. . . . Don’t worry 

about the number of Hispanics. I mean it is one of the blessings of being at 

[University A], having no one paying attention to the fact that I’m Hispanic, is 

that it is very neutral in that sense.  

Dr. A recommended that his institution should have programs t

 interactions with Hispanics, promote Hispanic cultural activities, and promote 

interactions between faculty and students. “It is advisable to have some explicit 

interactions with Hispanics that if the institution can support it, that promoting Hispan

any type of Hispanic cultural activities, that faculty and students can get toge
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He has

the Dep

CV Ana

ook 

chapter ers 

n. Dr. 

courses and has received three funded research projects with 

one ext s. 

Dr. B’s

conscio

Accord  

differen

predom

This co his heritage. The same experience applies as a 

faculty

nd other places within the 

univers

in the s

Dr. B at Institution A 

Dr. B is a 34-year-old, untenured Hispanic professor of New Mexican ancestry. 

 been at Institution A for three years and is a currently an Assistant Professor in 

artment of Sociology. Dr. B hopes to be tenured in three years. 

lysis 

In terms of productivity, Dr. B has eight refereed journal articles, five b

s, and authorships in professional reports. Dr. B has presented a total of 17 pap

at professional meetings and has contributed a host of other services to the professio

B has taught a total of five 

ernal grant proposal in progress. He has received a total of six honors and award

 Interview 

Consciousness. Dr. B is highly conscious of his Hispanic heritage. His 

usness is based on his perceived minority status in the academic community. 

ing to Dr. B, the predominantly White environment is a constant reminder of how

t he is. He spoke of the contrast between where he was raised, which was 

inantly Hispanic to where he went to university, which was predominantly White. 

ntrast is a constant reminder of 

 member at his current institution. He indicated that being the only Hispanic, that 

is being different, raises his consciousness in his department a

ity; “you see it [whiteness] in the classroom, you see it in the hallways, you see it 

taff, and you see it in the administrative role, so it’s pretty obvious.” 
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through

en 

r 

e-

his rese

predom of my 

researc ulticultural center, and I actually need to collect some data, but I 

think th

ember has been lonely and isolating. Dr. B does acknowledge that 

althoug e 

majorit t, 

he face

as his c

m 

not, assumptions that I’m totally fluent in Spanish when I’m OK but essentially 

Dr. B feels that the institution does not promote or celebrate his heritage except

 an occasional invitation from a Hispanic based program at his institution: 

I received an e-mail and I couldn’t make it, there was a breakfast for 

undergraduates and it was a Hispanic based program and that would’ve be

really great for me to go to. I just couldn’t make it. But those things are very far 

and few between, so at the institutional level, I don’t see any sort of promotion o

celebrating of my ethnicity . . . so aside from that one experience or that one 

mail that came across my desk, you don’t really sort of see it acknowledged. 

Despite the need to connect with people of Hispanic heritage in order to conduct 

arch, Dr. B admits that it is difficult because the majority of minority students are 

inantly African Americans: “I’m going to be in touch with them because 

h, there’s a m

ey’re predominantly African-American focused.” 

Because of that lack of connection with his own ethnic group, his experience as a 

Hispanic faculty m

h there have not been many Hispanic students who come to his office for help, th

y of those who come have been primarily African American students. As a resul

s continuous questions and assumptions about his heritage from students as well 

olleagues: 

Lonely and sort of isolating and that kind of thing. There’s a lot of explaining 

sometimes to students and faculty, sort of wondering what I am and what I a
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question of having to identify myself and explain myself . . . 

t I 

le 

ey are . . . it’s bothersome. One student actually once in class said, 

feels th his to the 

fact tha ehind 

these fe

 

alienate

minorit

ienated. I didn’t see a lot of 

my colleagues in this department in and of itself. But after the first year actually, 

fluent, assumptions about what my background is . . . that’s always very, very 

confusing . . . that 

and so a continual process of having to define myself for not only others, bu

guess myself . . . I find it offensive. I don’t like it. I don’t go around asking peop

what th

“You’re Hawaiian, aren’t you? [Laughing] I can just tell you’re Hawaiian.” 

Apart from being faced with continuous questions regarding his heritage, Dr. B 

at his heritage is of little significance at his institution and he attributes t

t there is little interaction with the institution. He expressed his reasoning b

elings:  

I have very little contact with the institution, as strange as that might sound. My 

contact is largely focused and concentrated in the department . . . and that’s part 

of being protected, I guess, because I’m an untenured professor, we’re not 

expected to engage in committee work or whatnot. I get letters from the provost 

or dean saying I’ve been renewed every year but that’s probably the extent of it. 

And I guess that works both ways. I’m trying to focus on getting tenure and I 

need to publish, so it’s pretty limited. 

Sense of place. Dr. B described his first year at his institution as “pretty 

d.” However, his sense of place became stronger after bonding with some 

y faculty members: 

Well I guess the first year I was here I was pretty al
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ther person of color and that’s how I have a sense of 

it 

depend

e campus community, he was forced to collect data in another city. In 

ome c

ll. 

o 

nt 

 going to 

 the literature on Hispanics but I’m just 

 

 

ay be the fact that he is untenured and feels the pressure to publish: 

the other—well, there are two more persons of color in my department . . . we 

have bonded quite a bit and I think that’s the strongest bond I have in the whole 

department is with ano

belonging and pride and awareness, we can commiserate and share about what 

means to be different. 

Because Dr. B’s research interests are related to Hispanics, his scholarship 

s on finding data from this population. Due to his inability to access this 

population across th

s ases, he was forced to focus his study on other minority groups: 

I’ve been really interested in collecting data from Hispanics, but it’s been just 

difficult. I couldn’t access the population I needed, and there’s restraints on 

campus in terms of timeline and I kind of think that kept me from doing it as we

I am going to do a study now . . . but I’m going to compare African-American t

White, and that’s because Hispanics are such a small percentage of the stude

population, it’s going to be really difficult to address those issues, so I’m

have to focus on the population that I find at hand. So I guess that’s a frustrating 

experience. I do want to contribute to

having a hard time locating a population for whatever reason. 

Perhaps Dr. B’s inability to access the Hispanic population in the community was

the reason for his feeling of disconnection with the community. He noted that part of the

reason is that he does not live in the city where the institution is located. But another 

factor m
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The Community thing, I think again is part of this protection of untenured faculty. 

I’m not really a part of the community. I’m just here to do the department stuff, 

the work, and we’re expected once we get promoted to associate, to go into the 

community a little bit more. Well, we have choices, the community or the 

profession, right? So, I’m in touch with the community very much. I live in 

[City], so [City of University A], there’s som  disconnect there, right? 

Another factor strengthening Dr. B’s sense of place was when he felt that his 

eas and research were supported by the institution. In his case, Dr. B was funded 

ternally for his research. 

Well, there’s that multicultural center.  I was in contact with the interim person 

and that was actually kind of a great experience. I wrote a grant, a small internal 

grant and I got it, well, I wasn’t funded at that point but I e-mailed this person a 

 

lly great and that was one of the sort of only omens where you know the 

research was supported, the idea was supported and it was valued, she understood 

where I was coming from in collecting data from students of color, so I think that 

was one of the only instances. 

In terms of Dr. B’s scholarship, he stated that his heritage influences his teaching 

style through the use of personal examples in the classroom. 

It [Hispanic heritage] influences it quite a bit . . . the way that I teach is teaching 

about what it means to be different and what it means to be marginalized, what 

are the consequences of that, where does it come from, so you know, I use 

e

id

in

letter saying I need to recruit students of color for my research and her response

was rea



302 

 

constant examples from the Hispanic literature, even some personal examples, 

you know, what it means to have to explain yourself to students and they sort of 

get it and it’s quite instrumental. I discuss about where I came from and what it’s 

like and compare and contrast, you know, context and that kind of thing. 

In sum, Dr. B’s sense of place was termined by finding identity among minority 

roups and feeling like his ideas and schol hip were supported by his institution. He 

elt like his department had been supportive in terms of mentoring and recognition. 

The department has been pretty good about valuing my scholarship and it’s been 

getting better too. There’s been som entorship . . . but I got to say there is some 

recognition, there’s some assistance, there’s some mentorship at that kind of level, 

and more recently I’ve been feeling more encouraged by what I’ve been 

However, Dr. B noted that factors limiting his sense of place were the lack of 

dialogue or the interest in understanding what it means to be Hispanic at a predominantly 

White institution. 

I guess the fact that what people do know, they’re pretty ignorant about it and if 

they’re not being ignorant about what it means, they don’t care, right? And it’s 

sort of—it’s a non-issue [laughing] . . . you know it’s never raised or discussed, 

you know, this fact of being a minority. They understand I guess what it means on 

paper and it looks good, I guess, but they don’t go beyond that, what does it mean 

to be a—you know, there’s no dialogue, there’s no discussion, there’s no—

de

ars

e m

g

f

producing.  
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le 

en you 

 the dean. I have a few 

 

sense o t 

his con o 

valuing  

e 

 

just wasn’t coming on much because I could work at home and I 

nected 

having a sense that others are valuing it 

especially with full professors, there’s just—a person of color in a predominantly 

White institution. 

 Relationships. Dr. B described his relationship as being concentrated at the 

department level. His upper level relationships were described as “being out of touch” 

and minimal. 

It’s concentrated here. I have relationships with the department, then it gets a litt

more vague as you move into the college and a little more out of touch wh

go into administrative. The dean has come maybe a couple of times for 

discussions. So that’s the extent of my contact with

colleagues that are outside of the department . . . but it’s pretty minimal. 

Despite feeling out of touch at the upper administrative levels, Dr. B has found a 

f place for himself in his department. He validated this statement by admitting tha

nectedness improved his productivity. Part of his feeling connected was related t

 his own work and having a sense that others place a value on his work as well.

You know it’s been night and day since I made these connections with the peopl

in my department. It makes me want to come, you know, and I feel like I belong

and before that, I 

didn’t have the connections that I needed . . . there’s a relationship there. My 

productivity did go up when I started feeling connected. I guess feeling con

is related to valuing my own work and 

too, so I think there is a relationship between that. 
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that it t

his sen

 

d, 

econd year, that’s when the 

 indicated, Dr. B’s sense of belonging became stronger when he was 

mentor

relation

rated a

dean of

Office 

Import

Import g 

little co dinator. 

  

ithin the university and within the college were given a neutral score of 

zero.  

When asked how long it took him to gain that connectedness, Dr. B responded 

ook a little over a year and a half before the mentorship started to take place and 

se of belonging grew: 

It’s been maybe a year and a half. The connection took place . . . the first year

there was nothing, then there was, after another semester the connection starte

so that’s a year and a half, and then by the end of the s

mentorship I think really started taking place, so full mentorship for a year. 

Dr. B’s Sociogram 

 As previously

ed by colleagues in his department. In looking at Figure M3, the importance of 

ships for Dr. B’s Sociogram reveals that colleagues within the department were 

s “Most Highly Important” for his development of a sense of place, whereas the 

 the college, department chair, and students were rated as “Highly Important.” 

staff members and colleagues within the college were rated as “Moderately 

ant” whereas colleagues within the university were rated as “Somewhat 

ant.” The Program Coordinator was rated as “Irrelevant.” Dr. B indicated havin

ntact with the Program Coor

When looking at Dr. B’s current relationships, the dean of the college, department

chair and offices members were rated a “Highly Negative” score of -4. The students and 

colleagues within the department were rated as “Somewhat Positive” with scores of +2 

and colleagues w
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relation t are negative 

and weak. In addition, Dr. B’s cur his students and Department 

Colleag

ut his current 

ith them was rated as “ Somewhat Positive”.   Diverse classrooms 

rength

 really, really important I have diversity in the class, especially in teaching 

t I teach, because I need those voices out there who more likely will 

of stud

Hispan

ty 

e is now. 

Dr. B’s diagram illustrates potential areas of discomfort. For example, his 

ships with his Dean and Chair whom he rated as highly importan

rent relationships with 

ues were rated slightly lower. These factors may affect Dr. B’s sense of place at 

his institution. 

In terms of students, Dr. B deemed them as “Highly Important”, b

relationship w

st en minority faculty’s sense of place. Dr. B noted one of the reasons for the 

disconnect may be the lack of diversity in his classrooms. 

Well, I think there’s some alienation with looking at White students and sort of 

disconnect, misunderstanding of where we come from. I like it when students of 

color are in my class. It’s really, really important to me. And they generally are. 

There’s always a minority, you know, maybe 4% or what have you. But I think 

it’s

courses tha

have a real understanding of where it is I’m coming from. So with students it’s 

pretty important. 

He further added that his Hispanic heritage plays a role in ensuring the diversity 

ents and faculty. However, he noted that he is unhappy with the number of 

ic graduate students in his department: 

My heritage obviously plays a role in my interest in ensuring that there’s diversi

in the students, in the faculty. I’m not happy with the amount that ther
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ody to 

mewhat a burden 

when h

minorit

g from. 

y Hispanic there and I don’t know if I 

 

issues o

s 

The graduate students are largely White female. I don’t think we have, we don’t 

have a single Hispanic graduate student in the department. One did apply, but the 

graduate committee said not qualified, for the one Hispanic applicant, right, so I 

would’ve maybe said something about that if I was on the committee. So it’s 

going to play big role, it is playing a big role. If you don’t have someb

stand up and speak up, then it’s not going to happen. 

Dr. B viewed the relevance of his Hispanic heritage as being so

e interacts with his White colleagues and helpful with his interactions with his 

y colleagues: 

I guess with colleagues, the relevance of my heritage can harm and hurt. If it’s 

with a colleague of color, we can talk about it and we know where we’re coming 

from and go back and forth and joke and laugh. It could also harm it, I guess, if 

colleagues are White and they don’t necessarily know where I’m comin

There is an example of a specific issue about a [Mexican themed] party . . . what’s 

it going to mean, am I going to be the onl

want to deal with that, so I just didn’t go. So I think it can harm and it can be 

beneficial at the same time. 

However, Dr. B sees his Hispanic heritage as an opportunity to be involved with

f diversity by way of being appointed to various committees. In his opinion, his 

background can be beneficial to his institution and his department thus strengthening hi

sense of place: 
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se 

ssed, 

 bring it up. I 

and 

d 

rence. I don’t know. So I guess I do raise the issue 

ce of having a diverse student body:  

urt 

pretty m verse 

student  

ways o

much i

the dev nt relationships, it can be 

concluded that Dr. B fits into category two where highly important relationships were 

There’s a graduate committee where members of the committee can choo

students who are coming in at the graduate level for master’s and Ph.D. and I 

want to be on that committee, because I want to make sure diversity is addre

and so we had a discussion . . . that’s one of the few times that I did

said, you know, I’m Hispanic and I think I can bring a voice to committee 

help in the selection and to ensure diversity is an issue. And I mentioned that I 

was a beneficiary of the minority scholarship fund . . . so I was there for three 

years, I got funded through them and I got connections with them and, that’s good 

to have. We can recruit from that to bring in students. So I brought all this up an

we’ll see if it made any diffe

from time to time. He’s [Chair] less likely to do it. He really doesn’t raise the 

issue, kind of set in the either ignore or misunderstood thing [laughing]. 

Dr. B also reiterated the importan

All the studies say diversity is really, really important. I mean the Supreme Co

uch affirmed affirmative action. The research shows when you have a di

 body, when you have a diverse faculty, it brings new ideas and experiences, new

f thinking about problems, so I think that the kind of research that I do is very 

nfluenced by it and so it contributes to it. 

Considering the difference between what Dr. B deems important relationships for 

elopment of his “sense of place” versus his curre
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weaker

 

predom

ss, 

d. I think that might be what 

to be up to you, or up to the individual, because it’s just not structured in a 

 

As far 

 

, 

that would be nice . . . So I just think there needs to be a more organized attempt 

 than his rating for his current relationships. This situation could limit his 

development of his “sense of place.” 

Recommendations 

Dr. B made several recommendations to Hispanic faculty working within a 

inantly White institution. 

Find someone as quickly as possible, somebody who’s going to know, I gue

who understands what it means . . . but just search them out. There’s got to be 

somebody in the department or maybe another department. It’s really important 

for you or anyone who’s starting a new job, a tenure track job, to find that source 

of support. I think the alienation thing is pretty ba

contributes to you not getting tenure and all that kind of thing, because you need 

that sense of place and you need that connection. And the sad thing is I think it’s 

going 

way that would facilitate that . . . when it comes to the daily kind of it all, you 

need somebody to bounce things off of and show you the ropes and give you the

inside track of things.  

as recommendations for the institutions, Dr. B had the following advice to offer: 

Make sure that faculty are doing ok. Some kind of mentorship program, some 

kind of follow up, I think would be useful. Some maybe more organized attempts

to pull all Hispanic faculty that happen to be at a university together, maybe there 

can be a website somewhere, you know devoted for that sort of communal thing
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plines. 

or something would be great. 

 is a Hispanic professor of Mexican background. She has been at University 

A for s

Admin

CV Ana

 

editoria

contrac

be a gu

courses  as 

 

 

Dr. C d

 so 

 at 

Dr. C e

includi

to bring some kind of unity or some kind of bridging of—even across disci

Even seeing a once-a-year coffee 

Dr. C at Institution A 

Dr. C

even years and is currently an Associate Professor in the Department of Public 

istration and Urban Studies. Dr. C has been tenured for one year. 

lysis 

In terms of productivity, Dr. C has eight publications and has served on one 

l board. She has participated in 13 conferences and has received 6 grants and 

ts. Dr. C has many affiliations, appointments, and honors and has been invited to 

est speaker on seven occasions. Over her tenure, Dr. C has taught a total of four 

 and has designed a summer seminar and four on-line courses. She has served

project and faculty advisor for several programs and dissertation committees for doctoral

students. 

Dr. C’s Interview 

Consciousness. When asked about Dr. C’s awareness of her Hispanic background,

escribed herself as having no consciousness at all: 

I’m not conscious at all here. It just seems to me to be a colorblind institution,

I’m not aware that I’m a Latina practicing in a predominantly White institution

all . . . I’m just not self-conscious or conscious, or made to feel different at all. 

xpounded on the fact the her institution has diversity recruiting efforts in place, 

ng efforts to recruit Latinos, however, Dr. C sees it as a neutral thing: 
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here is an honest effort 

eally conscious of race one way or the other, except to make positive 

Dr. C d

howev

. 

here at University [A] really feels out of place. I’ve heard 

ngs, yes, I’ve heard rumblings, but certainly not from me. 

 ences 

e 

 

hey seek to be hired in. 

When a

Well, except for what I see as an effort to include people of diverse background, 

there really isn’t—I mean that’s a good thing. I think that t

to recruit Latinos here at University [A], and all people of color, so I don’t think 

that it’s r

efforts to recruit more. My experience has always been positive here. 

escribed her experience as a Hispanic faculty at University A as positive; 

er, she sees nothing significant about her Hispanic background. 

It’s been excellent. It’s been superior. It has just been a marvelous experience. I 

fit in. I’m made to feel as though I fit in. I just think my colleagues and the 

students are glad I’m here as a Latina, and I think that they are grateful I’m here

It’s been a positive experience. So there’s really nothing significant, you know. I 

don’t know that anyone 

some rumbli

Sense of place. Dr. C’s description of her sense of place is strong. Her experi

have been positive and she feels that she fits in. 

And I know that I fit in well. I’m not made to feel different. My strengths ar

appreciated and my weaknesses are tolerated. [Laughing] It’s a good fit. It’s a 

good fit for me, and that’s what every member of the faculty should look for, a

good sense of place, a good fit within any institution that t

sked what factors promote Dr. C’s sense of place, she stated that the respect of 

her peers is important to her.  
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I think it’s the respect of my peers. I knew the moment—well during the 

interview process, you can sense the way people are looking at you and the way 

people are responding to you, the respect that they’re giving you during the 

interview process, you know whether or not you’re going to fit in. 

t the same time, Dr. C sees no limitations to her sense of place at University A. 

I don’t think there are any limits. There really aren’t. And I could be super critical 

of people in institutions, but within this department, and I only speaking about the 

Department of Public Administration and Urban Studies, there are no limits. I can 

become the next chair if I want to, if I seek that I can become the next dean if I 

like, but there are no limits. 

Dr. C sees no connection between the community value of her teaching and her 

 

o consciousness about it: 

I think the quality of my work has been high quality and I think it is valued. I 

think the community values what I do and what I have brought from the 

Southwest to the Midwest. I have abilities from the business sector, the private 

sector, the political sector that is valued, because I take that into the classroom as 

well . . . so I think it’s valued. But it’s not a consciousness. I don’t have a 

consciousness about doing this or what people perceive me to be. I’m not aware 

of that. They don’t make much of a difference. 

A

 

sense of place at her institution. Although she feels that the community values what she

does, she has n
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Productivity. Dr. C noted that her scholarship focused on her own Hispanic 

ackground; however, she feels the kind of sch arship in which she engages is valued, 

ut at the same time, it does not matter to the university just as long as she publishes. 

My dissertation was the career advance ent of Mexican-Americans in public 

administration . . . so I use that research y classes, in my teaching, to show, 

especially ethnic minorities and women, iables will influence their 

careers . . . so that’s what I do, and that y research . . . I don’t think it 

matters what kind of research I focus on . . . so they don’t care what research I do. 

It could be about Latinos or not . . . anything . . . they don’t care. Doesn’t matter. 

Just so I publish. [Laughing]. You must publish. 

r. C also noted that although she feels that her scholarship is valued by the community 

ant impact on what she chooses as the focus of 

her research. 

Well, I think my scholarship is valued, but even if it were not, it wouldn’t make 

any difference to me. My research is of interest to me and a specific group that 

I’m interested in reaching and that’s other Latinos, so I feel an impact, whether 

my colleagues value or think my work is important. I don’t care. It’s important to 

me that I do it because I recognize a void in the literature, so they don’t impact me 

at all. I do what I want to, and I have that kind of freedom . . . it’s wonderful . . . 

Being here . . . I am so free to do whatever it is that I want to pursue. No one tries 

to influence you here. You do what you want to do to publish, in the areas that 

b ol

m

in m

what var

’s how I do m

b

D

and colleagues, it does not have a signific
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t 

 more of a difference than my 

that 

n in the classroom. I don’t think it does. It’s what I’ve 

er teaching is valued by the community as well as her 

institut

institut

ry 

 

iate the doors that I can 

n open for students or for my colleagues, 

you see are of interest and of value to you, and you try to fill a void in the 

literature. So I’m not influenced. 

 In terms of Dr. C’s teaching, she admitted that her heritage does not influence tha

area at all: 

I don’t think it [heritage] influences my teaching at all. First of all, I view myself 

as a Midwestern Mexican and I don’t know how anyone’s ethnicity could or 

should influence . . . my gender possibly makes

ethnicity . . . I’m just interested in women and in the success of women. But I 

don’t think that I walk into a classroom and think, oh well, because I grew up 

eating beans and tortillas, [laughing] that’s what we’re going to talk about, or 

will influence my discussio

learned in the doctoral program that’s sort of consequence, not my ethnicity. 

 However, Dr C feels that h

ion. At the same time, she also feels that she has something to offer to the 

ion that is unrelated to her heritage, 

I think the university community really values diversity. I see them being as ve

open and that is administration. And I think diversity is important but this one, I

think, does a very good job. I think we really do. I think we value diversity. I 

certainly feel like I’m valued . . . I think people apprec

open for students. I have a large network of political and business community 

leaders and so forth and people seem to value that. I think it has more to do with 

what I can do for students, doors that I ca
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Chair, S

develop

Importa nd 

her Col f the College were given ratings of 

ips within her institution. Ratings of “Most Highly Positive” were given to her  

 

political doors, social doors, business doors, that sort of thing. But certainly

nothing to do, or I think has little to do with my ethnicity. 

Relationships. When asked about relationships, Dr. C described them as excell

eryone: 

My relationships are excellent with everyone. I’ve just been named the new 

faculty fellow for the senior vice provost in the provost’s office, and so I’m

I think four or five people throughout the university selected for that honor, and 

so I think I’m respected, but it’s based on mutual respect, the faculty . . . for the 

majority of the people that I come in contact with, we respect each other, we tre

each other as professionals, and anytime you have that kind of mutual respect, 

you have a healthy working environment, and I think my working environment is 

very good and healthy. 

Dr. C’s Sociogram 

In viewing Dr. C’s Sociogram (see Figure M5) Dr. C views her Department 

tudents, and Colleagues within her department as “Most Highly Important” in 

ment of a sense of place at her institution. Those given a rating of “Highly 

nt” included her Program Coordinator and Colleagues within the University a

lege. Office Staff Members and the Dean o

“Moderately Important” and Somewhat Important” respectively. 

The Sociogram depicted in Figure M6 represents Dr. C’s rating for her current 

relationsh
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Figure M6. Dr. C’s current relationship
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department. Her colleagues within hin her college were both rated 

as “Hig

ll, Dr. C has “Highly Important Relationships” that have a positive nature. It 

can be 

in her 

 

herself at her institution. 

o Dr. C, the quality of her relationships highly impacts her sense of 

belong

 me 

uldn’t ask for anything more. I mean, it’s just 

 as long as I want to be here. 

When a

n, she responded by saying “none.” She admitted that this is due to the fact 

there is no Hispanic presence at her institution: 

 the university and wit

hly Important” whereas the dean of her college was rated as “Moderately 

Important.” It can be said that Dr. C currently has very positive relationships within her 

current web of networks. 

Overa

said that Dr. C fits into category number one and that she has an ideal relationship 

with her institution that supports her “sense of place.” 

Dr. C’s diagram portrays very positive and strong relationships with those 

environment. Her current relationships are equal to or higher than those relationships that

are most important to her. It can be inferred that she has negotiated a strong sense of 

place for 

According t

ing within her institution: 

I think it highly impacts. We have a great chair of this department. She gives

great latitude and support. I co

amazing, her ability to respond to what my needs are and to work with me. So 

yeah, the quality of relationships make you have that sense of belonging, and I 

definitely belong. I will leave when I want to leave, not because anyone’s forced 

me out. No, no, I belong,

sked how Dr. C’s Hispanic heritage plays a role in cultivating relationships within 

the institutio
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y isn’t 

ation, and I’m aware of that too, and the other 

st 

orities in my department are African 

use of our gender. 

on’t mean to 

 

Dr. C r

quality

y 

hing 

When a

olleagues, she described her colleagues as being intrigued and 

curious

There may be a Hispanic faculty association here but I’m not aware of it. I 

thought about developing one on my own, but have not done so. There reall

a need. Well, there might be a need because we might do Cinco de Mayo, but 

again that’s only a Mexican celebr

members of the faculty who are here are not all Mexican-American . . . I’m thru

in a situation where of the other min

American or Black. One is not African American. So there are three of them and 

one of me, so I’m the only Latina within the institution. So it’s just like sort of, 

I’m attracted to them, but more so to the women, again beca

That’s more of an interest to me as ethnicity. Although it all is and I d

say that my ethnicity has nothing—I’m proud to be a Mexican-American woman.

esponded similarly when asked about the role that her heritage played with the 

 of relationships with her student. 

Probably none, or very little. I just relate to students as young professionals who 

are placed in my care and I have the responsibility of grooming them. But m

Hispanic heritage has nothing to do with that. It’s just my being an adult, reac

down to the younger generation and pulling them up. That’s more important. 

Being Hispanic has nothing to do with it. 

sked to comment on the relevance of her Hispanic heritage with the quality of 

relationships with her c

: 
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 that 

I 

norities and other Latinos need to see [   ] on 

tant for 

, but I don’t think my ethnicity has 

does no

re in 

that I would find greater joy to teaching in an institution where there are larger 

I think that they may all be interested in me as a Latina. I think that they are 

actually interested in me and it kind of intrigues them, and then they find out

I’m so Midwestern that, you know, it happens that I carry the [   ]name, and I do 

that purposely so that, because I am married to a White Anglo-Saxon Protestant, 

don’t want Dr. [   ] on my door. That’s very important to me as a Latina. That’s 

very important. I think that other mi

the door, and you know, with my doctoral title, but I think it’s very impor

me to serve as a role model for young scholars

anything to do with any of these, my working relationships. I think that they’re 

kind of intrigued. Who is Dr. [   ]? Yeah, when we got a new dean, I’ll bring her 

in, let’s meet this woman. Our president is Mexican. I don’t think that has 

anything to do with anything either. He’s simply a professional, and I am a 

professional. We don’t seek each other out. If our paths cross for one reason or 

another, fine. But birds of a feather, in my instance, don’t flock together. But my 

heritage has very little to do with any of my associations. I think people are 

interested and maybe curious, but it’s your professionalism and your integrity that 

will carry you forward, in terms of production and so forth. 

In terms of institutional issues of concern to her, Dr. C noted that her heritage 

t affect this area. 

Again, I don’t think there’s any way that it affects my service. It could if I we

a Latino based community, which I would prefer working in frankly. And I think 
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Recom

predom

arch interest important to them and focus; (b) . . . 

Hispan

ers? 

t 

ense of empowerment. I’d like to see that 

happen. 

numbers of Latinos, or Hispanics. I think that would be good. In terms of does it

affect my service and institutional issues, no. 

Dr. C added that the university benefits from her heritage by bringing diversity to

the faculty, but nothing further. 

mendations 

Dr. C offered the following recommendations to Hispanic faculty working in a 

inantly White institution: 

I suggest to anyone interested in pursuing a career within academia that they 

should (a) find an area of rese

and then publish, publish, publish, in that area again and again. 

The following three recommendations were offered to institutions to adopt to help 

ic faculty to survive and thrive: 

OK, three points. Add more Latinos to the faculty. Second point, add more 

Latinos to the student body and third, recognize the importance of Hispanics’ 

research about other Hispanics . . . well, we are the sleeping giant who has 

awakened. The question is, what are we going to do with our massive numb

We are now the majority minority, but what are we going to do with this power? 

When and where and how will we realize our political efficacy? Because it’s there 

. . . we have to mobilize and we have to organize and we have to have a sense, no

only a sense of place as you’re looking into, but a sense of responsibility and a 

sense that we can make happen, a s
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ative Colombian background. He has been at 

Univer f 

Moder

CV Ana

 

as pres

has par

coordin aught 

underg

courses

Dr. D’s

heritag

whatev

 

 I teach Spanish as a language and the study of the Spanish 

ver 

s 

raised. 

Dr. D at Institution A 

Dr. D is a Hispanic professor of n

sity “A” for one year and is currently an Assistant Professor in the Department o

n Languages. Dr. D hopes to be tenured in approximately five years. 

lysis 

In terms of productivity, Dr. D has two peer-reviewed publications and has served

enter in two professional conferences. He has received a total of two grants. Dr. D 

ticipated in nine workshops and has served as committee member, reader, 

ator, and academic advisor in 13 professional service activities. Dr. D has t

raduate and graduate level classes as well as developing and restructuring several 

. 

 Interview 

Consciousness. When asked about Dr. D’s consciousness regarding his Hispanic 

e within the institution, he responded by saying that his heritage is linked to 

er he does in his department. 

Actually, very, very aware of it because this is a foreign language department and

I teach Spanish, and

language, as well as cultural courses, so my heritage is actually linked to whate

I do for the department. 

Because his heritage is so linked with his work, his consciousness is alway
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age 

ite his consciousness, Dr. D noted that his heritage has not been 

much o

 

Dr. D n

ess 

 

asses 

e awareness and at the same time, 

, the fact that I think they [University] perceive me more as a foreigner as a 

whole than being a Hispanic foreigner. It’s more of the sense—I do feel 

The fact that one of the requirements for the job was working with the langu

and my level in the language, in that they needed a native speaker to teach 

linguistic courses. So it was, when I looked at the position, I found out that it was 

kind of like custom made for me. 

However, desp

f an issue for him at his institution. 

The fact that I’m Hispanic hasn’t been that much of an issue, you know it’s more

like what I do for the department, what people are very interested in. Most like, 

what do you teach, what are you doing for the university?  

oted that his heritage is significant in several ways at his institution. 

Apart from being a native speaker, it’s mostly the possibility to bring awaren

towards, you know the Spanish courses, to the English speaking student, and you

know like heritage speakers and people who speak the language, speak Spanish as 

a second language too. Mostly that sense of—that insight that brings to my cl

or my courses or any talk I give, for being a native speaker of Spanish and 

knowing the culture. That’s what expected . . . it’s almost expected for me to 

bring that into whatever it is I do and create rac

give them tools to be able to compare and contrast two cultures. 

Sense of place. When asked about his sense of place, Dr. D likened it to feeling 

more like a foreigner. 

Well
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 a 

It’s 

re 

When a

questio

 like, “so where are you 

 

n. And then I 

 to the 

 

ere 

u 

sometimes like the other, that sense of otherness that people who come from

different country feel in their situation. But at the same time, being a higher 

education institution, there is not something that would define me as Hispanic. 

more like being a foreigner, more than being a man who comes from Colombia, 

you know, like for him, English is a second language. I don’t feel that. I feel mo

of a foreigner than a Hispanic man 

sked for specific examples, Dr. D stated that he has to constantly answer 

ns about who he is and where he comes from. 

People usually try to figure out where I’m from, you know

from?” That’s kind of like the first question. And I say Columbia. And they think

I’m talking about Columbia here. Like I’m, no, I’m from Columbia in South 

America . . . How did you get here? Like that’s the second questio

said, well, I came to Ohio because of a job and . . . but how did you come

United States? Oh, I came with a scholarship. It’s kind of that sense of coming to 

the United States just to study. For some American people it’s kind of like, Huh?  

. . . for them it may not be clear that doing a scholarship or studying abroad for us

is like an achievement, it’s something that’s necessary when you work with 

foreign languages . . . but people here tend to, they cannot see why I am h

studying like that . . . And it’s quite—it’s not a chore but it’s become kind of 

routine for me to explain that getting a scholarship is not that easy when yo

come from a Latin American country, that you need to qualify high, let’s say top 
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have 

ve 

ssroom in 

conside ed.  

n 

bout 

 

I had previously about something. 

20, top 10 of students in your field so you can get these offers. So for them, the 

fact that I’m Hispanic again comes like second. 

When asked what factors promote his sense of development Dr. D noted that he 

es himself and his culture daily into his classroom. 

Well, basically the fact that I have to bring my culture into the classroom. I 

learned quite a bit about other countries while doing my job . . . because I ha

seen that the anecdote works much better in the foreign language cla

order to create both awareness towards the other groups and cultures, and to 

mystify it, at the same time. 

Part of Dr. D’s development of his sense of place is linked to the fact that he is 

red to be an expert in his field which in turn gives him the feeling of being valu

So I have learned more about my culture a whole, you know, as a Latin America

man, through my interaction with students . . . and this has worked towards my 

sense, like finding kind of like a value in being a Hispanic faculty. You become 

like a source, like a mini Wikipedia, like a walking mini-encyclopedia of all 

things Latin. It’s kind of sometimes I feel like this responsibility like to be 

accurate in what I say in my classroom, or accurate in any representation I give, 

anything related to culture, so it has driven me to be a little bit more careful a

what I say, because I see that I’m seen as a source, and at the same time to look 

for more things and confirm my perceptions or my ideas . . . whatever knowledge
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dating. When they invite you to any of 

 

ere 

oth the educational and because of their foreign kind of 

ing, 

 

rt of the meetings and whatever. 

brown 

 

 

be 

Dr. D’s relationship with the community and their value of his scholarship adds to 

his sense of belonging to his institution: 

They’re very, very, open very accommo

these events, there are like no conditions, you’re free in choosing your topic . . . 

and when you go to any of these more quasi-formal events, you’re like a guest, 

you’re invited . . . and at the same time you are seen as some kind of ambassador

or representative or something like that, they’re trying to make the people who 

come to the university feel at home, at ease and show them that there is diversity 

at the university. And they don’t only invite us to meetings and dinners or 

whatever that has to do with people who speak Spanish. They would invite us to 

most international gatherings like when teachers from the UK came here, we w

invited, I mean b

subdivision that we are in, but also with when there are people who come visit

both students and professors from Latin American countries or from Spain, we’re

also invited to, like to be pa

Dr. D noted that a factor limiting his sense of place is that he does not engage in 

on brown research. 

I am not doing research on anything related to my Hispanic heritage. I haven’t 

thought about doing anything related to my being a Latin man in an Anglo

country . . . I haven’t explored that side and that may be somehow kind of like a

limitation. I’m not creating any scholarship on Latin issues or Hispanic faculty 

issues or perception of Hispanic culture in the United States, so that may 
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hing related to my culture, you see. 

 

that his  

the His

 talk about El Dorado, a kind of like demystifying you know 

ave given talks about the differences in Spanish in 

 

y and 

rather 

ng 

  that his department is always called upon when dealing 

ests come to the university from Hispanic 

countri  

is enga

something worth exploring, probably related to any of the things I actually 

research. But that’s some—I don’t do anyt

Productivity. When asked if Dr. D’s heritage influenced his scholarship, he noted 

 heritage serves as a tool in raising awareness and demystifying perceptions about

panic culture: 

It could be considered kind of like a service thing, would be talking about Latin 

America and how Latin America is perceived and things specific to my country. 

For example, giving a

the Disney-fied version of what El Dorado is because these kids have grown up 

with the movie version of El Dorado which has nothing to do with it. I have given 

talks about what it is. I h

Columbia, per se, like where every dialect came from, what every accent means

because people think Spanish is like this umbrella term that covers everybod

everything. So my job in the scholarly process has been more one of raising 

awareness directly to the public because it’s talks that we give to students, 

than writing about the issues that may be related to being Hispanic or like findi

out about perceptions of the Hispanic culture. 

Dr. D additionally noted

with Hispanic related issues or when invited gu

es. This relationship with the institution adds to the value for the work in which he

ged. 
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 would be very pleased if you’d 

of 

ated to the fact that the 

uages Department, they know we are here. 

students a sense of 

ve to 

 

nd being 

ne, like what you do for 

 

 and group work, you need to 

I think somehow we are needed, whenever there is like International Week 

because this is something that goes on in every institution yearly, so every year 

we’re invited. They kind of give you carte blanche and they let you present on 

whatever you want, any topic . . . So there’s also at higher level there was som

frequent level of communication between them and me. They were always like 

these people are coming from Costa Rica and we

come to dinner we’re offering them. So kind of like an ambassador-ish kind 

position, which has been quite nice, but I think it’s also rel

Modern Lang

Dr. D described the impact of his heritage on his teaching in terms of the culture 

and the pedagogy. He could evoke the culture to enhance the teaching of the language 

and go deeper to connect his students back to the culture. He stated that 

To do [everything]. Yeah, both at the level of culture and at the level of 

methodology. When you teach a language, you try to give the 

what the language is and that’s the culture. So the first thing you say, you ha

clarify that it’s not like any other classes they take. Foreign language classes are

totally different. That’s the culture inside the classroom; it’s different [than] the 

culture outside the classroom. It’s more a sense of community a

comparative, to being individualistic and standing alo

hundreds in class when you’re taking notes, you know, giving feedback to 

instructors through your clicker in a Power Point, instead, you know, the foreign

language classroom is very community oriented, pair
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practice the language with somebody, and then you go a little bit deeper and you 

teach more things that are, seem to be kind of like additional but are part of the 

culture . . . so it’s kind of an interacti  that changes both the way they learn and 

the way they interact in the classroom, and that comes from the culture. 

Dr. D noted that his physical appearance and the Spanish looks and accent 

provided him a “face value” advantage as an xpert teaching the Spanish language. 

Therefore, his Hispanic background was a benefit to him in the classroom. 

So it is that this, and the fact that, yo know, I have an accent, and the fact that I 

look Latin, hopefully that helps them ind of understand, they can see the 

difference of what happens in the classroom. And I can actually justify it, you see, 

because it’s kind of different if I would look more Anglo, like blonde hair and 

 

n whatever it is that I’m saying. And it goes back to this, you being kind of 

like this walking advertisement for who you are. And I think they accept more of 

the difference of the classroom when it’s you, when it’s me, you know a Latin 

American man teaching Spanish, or linguistics, or whatever, and then somebody 

else, so it actually helps a little bit, being in the field in which I am. It helps, the 

fact that I’m Hispanic somehow . . . it gives me kind of face value. It’s more 

believable. I think my sense of us Hispanic faculty, it’s deeply linked to the fact 

that I teach languages, that I teach Spanish and the culture are absolutely linked. 

on

 e

u 

k

blue eyes, and they would say like, how do you know—like they would kind of

questio
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Dr. D feels that his heritage adds value to his department and gives him a sense of 

usefulness to the university community. He however noted that it is the quality of one’s 

work that ultimately gives the standing pow : 

I actually feel that I’m helping my department, whenever I go out and give a talk 

or whenever I’m invited to somewh  because people ask you where you work? I 

work in the Modern Languages Department. Boom! You see. so it kind of gives 

you some sense of usefulness to the university community and at the same time 

that it makes you feel good, like that you’re doing something that’s appreciated     

. . . I think that your job needs to be od. You wouldn’t be held at a certain 

standard if you didn’t have something backing you up . . . it’s the qualifications 

that give you the standing power . . . the fact that you have some scholarship 

backing you up. 

age played in cultivating relationships, he 

noted that the presence of the other native speakers in the department and in the student 

body makes one “feel like home.” 

At the department level, there are two native speakers in the faculty and there are 

several native speakers in the student body, so it is—you feel welcome. You feel 

like part of this mini-community inside the department. And other members of the 

Spanish part of the department, who are native English speakers, have an 

astonishing command of the language. You feel like its home . . . and you give 

your opinion, and you kind of suggest something, and your suggestions are most 

of the time, taken into account, kind of like your opinion is valued. Yes. 

e

er

 go

r

e

 When asked what role Dr. D’s herit
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hey are open to other cultures, so bringing us into the university 

 the 

me 

e 

nity. 

s.  Dr. D described the quality of his professional relationships as very 

aging, and 

Dr. D f

est 

With regards to how the university benefits from his heritage, Dr. D indicated 

three areas: diversity, outreach and as a resource. 

Well obviously, t

and making us full-time faculty and also showing some support . . . reaching out 

to the Spanish-speaking community who is not in the student body but out in

community at large . . . but the university uses our knowledge and that’s the sa

face value we’re talking about, to open up, you know, their own resources to th

outside commu

Relationship

good. At the department level, his peers have been welcoming, friendly, encour

have acted as mentors to him.  

It’s very good. At the department level, my peers have been totally, incredibly 

nice to me as both kind of like a personal level, you know, making me feel 

welcome and also like on a mentoring level . . . so it’s been enriching at the 

personal level, finding all these people who are very nice, you know, very 

welcoming, friendly, and at the same time kind of like getting a sense of what 

being a tenured faculty is . . . you’re going to have a better handle of how thing 

work at the university. 

urther added on the issue of mentoring: 

Yes, I actually do get mentored, yes, it’s both the chair of the department and the 

faculty like everybody’s tenured here. I’m like the newcomer. I’m like the new

acquisition. So I do feel that people have been very encouraging, giving me 



333 

 

r, 

 of 

 s within the university 

importa

Program h 

the rati

Dean, O

networ
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ke with more electronic resources . . . and I have had support from the 

first moment that I suggested why don’t we do this? 

advice, for example, when they write their report about me at the end of the yea

they send it to the chair and they send it to the dean, they have been very good, 

like, you know, they have recognized. Oh, you did these things and those are very 

good things, and these things are also very good, and in regard to these other 

things, you could improve this and that, which give you like a very good sense

what is expected of you, part of the faculty, yes. 

It can be said that Dr. D has good, sound relationship

community. His Sociogram provided support to that conclusion.  

Dr. D’s Sociogram 

Figure M7 depicts Dr. D’s Sociogram which reveals that those relationships most 

nt to him for his development of “a sense of place” include his Department Chair, 

 Coordinator, Students, Colleagues within his College, and his Department wit

ng as “Most Highly Important.” Those deemed as “Highly Important” include the 

ffice Staff Members, and Colleagues within the University.  

Dr. D’s current relationships also show a positive support [or professional] 

k with the Department Chair, Program Coordinator, Office Staff members, and 

ues within the Department rated as “Most Highly Positive” followed by Student

ues within the University, and Colleagues within the College.  

On Dr. D’s relationship with his Department Chair: 

He is very supportive . . . I’ve been pushing the department more into the 21st 

century li
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Figure M7. Sociogram—Importance of relationships in the development of a sense of 

place—Dr. D 
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hips being 

both st

ratings

overall, it can be said that Dr. D is in a positive and supportive environment and has a 

 

predom

 

erve a dual purpose. First, to understand what 

, 

e mainstream, like 

se it 

The overall positive relationships within Dr. D’s network fit into category number 

the hypothetical relationship chart and will most likely lead to a positi

place” at his institution. 

Dr. D’s diagram shape is wide which can be interpreted as his relations

rong and positive within his institution. There were, however, slightly lower 

 of his current relationships with Dean, College Colleagues, and students. But 

strong sense of place. 

Recommendations 

When asked for recommendations for Hispanic faculty working within 

inantly White institutions, Dr. D made several recommendations: 

I think that for somebody who is coming from this background, it would be a little 

bit easier because you would have kind of some built-in advantages when you’re

applying for a job . . . If you were in another field . . . I think what would be more 

valuable would be bringing in that other point of view, using your previous 

experiences in your country, in our culture, to compare and contrast with what 

you are doing here, and that would s

you can give them they don’t have and second, produce scholarly papers, talks

conferences or anything that brings your point of view into th

into the more diverse part of society, and I think you’ll be very fallible becau

would have a bigger impact on people listening to the other perspective . . . it 

would be good for people to know what is going on in other countries, and at the 
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te something. It’s a matter of seizing the opportunities 

e who 

, it’s obviously going to enrich whatever you do. It shouldn’t define you, 

our 

on using what you have as a tool.  

 

tion be open and aware of differences. 

ere, so it’s kind of taken for granted that 

sity is not their strong point, 

r 

y, he 

 to 

they should be aware there are some 

h our profession and the way we see the world, 

at large. 

same time you would be the instrument to either improve whatever it is that’s 

being done there or crea

that you have, not just staying, just keeping who you are to yourself, becaus

you are

but it should help who you are, enhance who you are. One thing is, like being 

defined by who you are, another thing is that you’re improving the image or y

scholarly producti

 In terms of recommendations for institutions to adopt to help Hispanic faculty he

suggested that the institu

Be aware that there are differences. You see, I’m lucky. I’m in a department who 

thrives in diversity, so you have French people here, you have Italian people here, 

you have people who speak Spanish h

you’re going to be different. But in some place, diver

and you could feel marginalized or you could feel that you are not appreciated o

not taken into account or Oh! This person comes from a third-world countr

doesn’t know anything kind of perception . . . So I think we can raise awareness 

towards whatever issues we have or we know could be useful bringing them

life, and at the same time, telling our institutions that we don’t need preferential 

treatment or special treatment, but 

differences in the way we approac
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of Spanish descent and has been tenured for over five years. Professor E has been with 

rofessor E has published a total of 6 publications and has presented at 7 

 

r E 

umerous community service activities and has a total of 17 works 

exhibit

Profess

 c 

heritag s 

within r E cannot identify himself as 

uch. 

ithin 

of the members, in 

ispanic. So I consider myself an individual, moving around like 

a 

d that his consciousness is raised only in situations that may arise 

where he can offer a different point of view. 

Professor E at University A 

Professor E is a professor in the School of Communications at University A. He is 

University A for 18 years.  

CV Analysis 

 P

international presentations and 10 national presentations. He has 13 award winning works

and has been awarded a total of 8 grants and has received numerous honors. Professo

has engaged in n

ed. 

or E’s Interview 

Consciousness. Professor E admits that he is not conscious at all of his Hispani

e within his institution due to the fact that there are not any Hispanic member

the university community. Given this fact, Professo

s

Well, I’m not conscious at all. The reason being that there is no community w

the university community in which I identify myself as one 

this case being a H

other faculty and trying to do my work, so there is no sense of consciousness of 

person who represents, unless a particular situation comes about, you know. 

Professor E state
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It could be in the classroom, sometimes it’s planning certain things that, from 

your own perspective, can amplify the view, you know, and for that matter I have 

more exposure than another student, you know, which I know what the American 

culture is and also my own culture. But in that case, sometimes this is more not a 

Spaniard, but as a European, sometim gs will be 

taken versus in the United States. 

Therefore, there are no institutional factors t t raise his consciousness at University A 

despite the fact that the President of the University is of Mexican descent. He offered this 

response: 

Zero [laughing]. There is nothing here that I identify with as being Hispanic, even 

though the president is from Mexico. I mean I spoke with him and we exchanged 

t 

 else, so I don’t have any other—there’s no other persons. I mean there is 

one more faculty that I used to relate, and he being from Spain so we talked, but 

now, of course busy lives. 

Professor E admitted that over the years, there has been some interactions with other 

Hispanics as well as some involvement with some on-campus activities, but for the most 

part, these are sporadic occurrences: 

Sporadically, there were some people in the modern languages . . . so sometimes 

he asked me to go to his Hispanic club. He had a club among students. So I went 

there and talked a little bit about Spain, and mainly they wanted to hear my accent 

es, you know, how in Europe thin

ha

some words in Spanish and all of that but just as a friendly thing, you know, bu

nothing
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and you know, talking to them in Spanish, so that’s basically it. But once that was 

over, it was over. I’m back again to my own work at this institution. 

espite his limited interactions with other spanics on campus, Professor E stated that 

is experiences as a Hispanic faculty at Institution A has been a positive one. 

Fine. Nobody has put me down for being from Spain. I never felt ashamed, or you 

 fine actually sometimes being a plus, you know, so it’s positive yeah, I 

would say. 

art of Professor E’s positive experience stems from his area of scholarship where an 

ternation  view is welcomed, accepted, and significant to the institution. 

My area of studies here is production, so film and video production, so in this 

field it tends to be international. You’re dealing with a language that is not just 

e universal language, image and sound. So it 

is always a plus being in the classroom and having a broad vision of, you know, 

the United States, some production levels are European, so that becomes a plus     

. . . and I’ve been involved in a lot of international conferences and so I’m sort of 

an international guy here in the department, so they look at me as a plus . . . yeah, 

that’s probably what is significant. 

 Sense of place. Professor E described his sense of place as being positive. He 

described the institution as being kind and supportive of him. 

Fine. I think they’ve been very gracious to me. Supportive. Sometimes little 

difficulties but like everybody else. Fine. One thing probably, sometimes we go to 

describe certain terms or certain views, you know, probably a bit of clash because 

D Hi

h

know, just

P

in al point of

talking about English language but th
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relation

Howev s 

the departmental level. 

you come 

 a sense of place here]. And 

o much 

u 

we view things differently. For example, what collaboration really means. So, but

anyway, fine. Positive. 

Professor E stated that his sense of place is influenced by his interpersonal 

ships. 

Working relations with other individuals, other faculty members. They consider 

you and so those are—so mainly it would be the interpersonal relationships. 

Positive aspects. 

er, Professor E acknowledged that the relationships get more vague as they pas

This is a large institution, so once you get out of your department, it’s like you’re 

in another word [laughing]. But fine, I think that’s the normal thing that 

to, you know. Fine I would say fine. 

On the other hand to his development of his sense of place: 

There’s nothing that would limit me [in developing

sometimes we’re wanting to have everything, you know, but I mean to be 

reasonable, you know, there is so much for resources, so much for this, s

for that, so fine. It would be nice to have more faculty sometimes working 

together and all of those things, but I think those are common challenges that yo

face anywhere, wherever you are. 

And yet he expressed some narcissism:  
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Well, that’s rhetoric here, you know, you belong to the institution, you’re part of 

the institution, the institution is about you and so forth. But at the end, everyone i

for themselves, you know, and fine. 

 Dr. E appears to feel a strong sense of place due to his own individual 

accomplishments. He feels recognized by his institution and his personal relationships a

strong.  

Relationships. In terms of the quality of Professor E’s relationships, he reiterate

t that his interrelationships were strong and theyt had a positive impact on his 

f place. 

Fine. Like I said, interrelationships with other people are fine. I don’t mean lik

everybody does, sometimes there’s a little politics, always politics, but fine. I just 

find that that works here . . . I feel I’m supported. My school director supports 

what I do and they consider me the authority in the area so

questions about production, they’ll send it to me.  

However, Professor E stated that his Hispanic heritage plays no role in cultiva

rpersonal relationships: “I don’t think there’s anything there. I don’t talk as a 

ic talking, you know what I mean? I’m talking for myself”  

or E’s Sociogram 

In Figure M9 the web of Mr. E’s relationships with his students, his colleagu

within the university and his colleagues within the department were rated as “Most 

Highly Important” (5).  
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Figure —Importance of relationships in the development of a sense of 
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Figure M10. Dr. E
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 ip with 

 you right away I’m not from here. And 

speak 

m 

 

Chair, 

Depart

relation

relation

shapes

relationships within his environment. For example, in several instances, his ratings of his 

current

re 

“Most Highly Important” and positive. 

When speaking of the relevance of his Hispanic heritage to his relationsh

his students, Professor E noted that it gave him some authority and credibility. 

Well, one is I have an accent, so that tells

students who are in production, they tend to be open-minded and they appreciate 

other views in addition to an American view. There is some relevance. I can 

with some authority and so it’s not talking from what I’ve read, I’m talking fro

experience, so if I say, well, we’re talking about film in Hollywood versus film in 

Europe, there are certain differences, I have some credibility because coming 

from Europe. 

In terms of Professor E’s relationships with the Dean of the College, Department 

Program Coordinator, Office Staff members, and Colleagues within the 

ment were rated as “Important” (4). Concurrently, the ratings for all current 

ships were rated as “Most Highly Positive” (5). Professor E pointed out that the 

ships within each of these categories were “fine.” 

In analyzing Professor E’s Sociogram ratings, it can be concluded that both 

 of his diagram show similar, wide patterns signifying positive and high 

 relationships were higher than his importance in his development of a sense of 

place (Dean, Chair, Coordinator, Office Staff, and College Colleagues). All others we

equally rated as 
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relation
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ecause there’s no community, so if I have 

st from his involvement in another community: 

ic 

Howev

view an

he chart, Professor E fits into the category one (HIR) where both the nature of t

ship is positive, the degree of the relationship is strong which can be interpreted 

eal relationship that supports his development of a “sense of place.” 

Professor E stated that his Hispanic heritage has no effect when it comes to his

 and institutional concerns to him because of the lack of presence of a Hispanic 

nity. 

This is very difficult because there is no community per se. It’s not like if you 

were in a city like Chicago, yeah, then you can have an input here because there is

need for input, there is a large community, there are things that Hispanics need to 

represented, and you know, values reinforced and all that, but there’s no such 

thing here, so you are one isolated member, you know, trying to fit whatever you 

can fit . . . not in terms of Hispanics b

any concern, it’s my personal concern, not as a Hispanic 

Professor E later draws a sharp contra

I was coming from Chicago, which I was totally immersed with the Hispan

community there. So I was doing commercials for the Mayor and for the Hispanic 

community in Spanish, so I was involved with news from Puerto Rico, they were 

running on cable, so I was involved. Even in church, I was helping in the Spanish 

mass. So 24 hours actually. And then came here where I’m totally out of it.  

er, the university benefits from his heritage in terms of bringing an international 

d also the fact that the University President is Mexican. 
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That’s what the university is all about, views from all over, and it’s a commun

in which you can freely speak and exchange and share, and so a university shou

be international . . . and there is [a benefit to the University]. I mean, the pre

is Mexican. 

mendations 

Professor E offered the following recommendations for Hispanics working within

inantly White institutions: 

What can I say? They’re going to hire you for your credentials, not because 

you’re Hispanic or not, you know, that’s going to be the thing. So I was hired fo

my credentials and not because I was from Spain, so I was competing, the 

position was advertised nationally, so I competed with other individuals . . . D

your job well. 

As far as recommendations for institutions, Professor E stated that having a 

e is important for institutions to have, not for numerical representation, but for 

ood role models. 

I think it’s good to have representation, you know. I tell you, with Hispanics, 

there is a big population of Hispanics in the country, so the same with African 

Americans, you know, they want to increase representation of those, not only for 

the sake of having more numbers, but for the sake of role models . . . for the sake 

of other, the younger generations . . . to bring Hispanic faculty in the forefront, fo

the sake of being a role model to each other. 
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 f her 

Hispan
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t’s also part of it. I think if there were more Latino 

 

Dr. F at University B 

Dr. F is an Assistant Professor of English at a regional campus of University B

of Argentinean descent and has been tenured for less than a year. D

niversity B for seven years.  

CV Analysis 

 Dr. F has published a total of three refereed articles, two b

in circulation, and one work in progress, and she has presented at nine professio

nces and one panel presentation. Dr. F has been a panel chairperson and a guest 

r. She has taught a total of seven courses during her tenure at Institution B. Dr.

n involved in numerous service and citizenship and community service activitie

 membership in professional associations. 

 Interview 

Consciousness. With respect to the degree to which Dr. F was conscious o

ic background, the response was “not much.” 

Not especially. There aren’t a lot of occasions where it necessarily c

play. We don’t have—well, we don’t have a very large or largely diverse student 

population, so I think tha

students here, then there might be more requests for faculty involvement in that

way. So it doesn’t seem to play, I think, really much of a role, except when I 

surprise people with it. [Laughter] 
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For Dr. F, the number of Latino students is a factor that would raise her 

usness. She does, however, note that her physical appearance may have 

ing to do with her lack of consciousness. 

Because I can pass. It sounds like a, you know, really terrible retro term, but there

is certainly a stereotype, and I think it’s certainly true around this particular 

region, of what a Hispanic person looks like, sometimes how they dress, but I 

think more about how they look like. And so if you don’t hav

would see as sort of typical, maybe, you know, Mexican-Central Americanness

features, then it’s just kind of a shock that people can be light-skinned and

when I talk about race sometimes in my classroom, I’ll tell my students, and it’s 

true, I can look at the class and say, “If you all lived in Miami, until you opened 

your mouth, no one would know what your background was.” And they’ll look at 

one another, you know, like tall, blonde people, and wow, you know, what do you

mean I could be Cuban or I could be, you know, and they just—they do

that sort of understanding about ethnicity and race and they have this, I think, 

really sort of stereotyped expectation of what it means to be, you know, whatever 

it is. 

When asked what factors in this institution raised Dr. F’s consciousness abou

ic background, she noted that her experience with students raised her level of 

usness: 

Racist assumptions. Students, particularly students. I’ve only very occasionally 

encountered, you know, odd bits with faculty, but students who will som
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 once in a while, you know, like I sort of whip the, you know, minority card 

 

. 

F’s resp

urse that is ethnic literatures that we haven’t offered, and I would like 

tually I’d 

I 

ike 

Howev

try to co-opt me into racist jokes. Yeah, this was some—I think it was like the 

first or second year I was here and I had a very small class, and it was at least, y

know, again, visual appearance. Very white. Although again I don’t necessarily,

you know, make the same judgments they do. And there was some talk abo

porch monkeys, was somehow a term that the students felt comfortable using. 

And I was just horrified. And what I’ll often—well, I don’t like to often do it b

every

out and say, Well, you know, you’re making a gross assumption, and it just shuts 

them up. But I don’t know that that’s positive either because then it just turns into 

like, oh, well, now we don’t say things in front of her, rather than we just change 

our attitude. You know, there’s still this sort of like, I have this perspective now,

I’ll just disguise that. So. [Laughter] 

When asked to describe her experience as a Hispanic faculty at her institution, Dr

onse was primarily positive. 

Primarily positive. I think—I’m not sure what I make of this but there’s a 

literature co

to offer it but it was offered to me in sort of an odd way at one point. It was like, 

why don’t you teach the ethnic literatures course? And I’m, Oh, well. Ac

like to. So I didn’t know like what to do with that. But, you know, that was like, 

don’t know, sort of conflicted positive, you know, it’s like I’d like to do it, I’d l

to think that students would enroll to take it, you know, that sort of thing. 

er, Dr. F’s initial hiring experience began on a negative note: 
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ampus asked me about my research interests, and I’m 19th 

just so 
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For Dr
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of like intellectual events and so forth? And I don’t have the answer 

er 

There was the one moment . . . when I came here to be hired, the current, the 

then—dean of this c

century Victorian, so British and also Irish, and he wanted to know what a 

Hispanic person was doing, being interested in that sort of stuff. And I was 

taken aback. [Laughter] That was a question. Of course, you know, I thought of 

like the really good answers later, but what you do, you know, you want the job. 

Do you remind him that it’s not an appropriate question or do you shut your 

mouth and deal with it later? And I think, like a lot of other people I’ve talked to, 

you just shut your mouth and you deal with it later. But what I did do is when

was ending the interview day, I told the search chair what had happened. And 

didn’t know that I would want to necessarily sue to get the job here but, you 

know, sort of laid it out that that was a serious problem. 

. F, her scholarship was challenged because of her personal identity. 

And I think it also creates other sort of issues that I’ve talked about because I’m

involved in women’s studies, I’m an affiliate member of the gay-lesbian-bisexu

transsexual, you know, faculty affiliates here, is who do you have to be to b

legitimate authority in an academic field? So, do I have to be a lesbian to tea

you know, gay literature? Do I have to be African-American to talk about ethnic

American literature? You know? I mean like, what does personal identity have 

do with sort 

to that, I think. I think it really is complicated, because I think sometimes a 

minority perspective really does make a bit of a difference. You can off
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so I’ve seen . . . more folks coming into local stores, it 

makes me aware that there is a larger Latino population here but I think they tend 

something to the students like hey, you may never have seen this because you 

don’t live my life and you don’t experience these things. Let me tell you, you 

know. So sometimes I think that personal experience is relevant. 

When asked about the significance of her background at her institution, Dr. F felt 

iversity B pays no attention to it. She brought attention to her physical appearance

 fact that she does not fit the typical Hispanic stereotype. 

Again, I guess I’m sort of flat on that one. I just don’t know that there’s much 

attention given. Again, it may be because of the physical appearance. I guess 

myself I’m interested in seeing more diversity of our student population. I’m 

interested in encouraging people to think about diversity in ways that are oth

than just black and white, not sort of like literal racial terms here. We do have 

some Middle Eastern students, we have some South Asian students, not a lot, a

there are a few an

Youngstown area, where now I think there’s a growing, primarily Puerto Ric

community that has, you know, bee

Even in terms of the surrounding community, Dr. F sees diversity as growing but

isible to the institution. 

I think, sometimes even locate the community . . . had a closure of a couple of 

stores, that had a lot more products for Latino folk than other stores did. And s

when the stores shut down I thought, well, you know, what’s going to sort o

happen with that? And 
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to be kind of invisible, and that’s either because of, I think, economic background,

and just sort of a discomfort with the culture of not understanding maybe how to 

apply and to do things. And I think the institution could 

helping people to know what college is about, like even how to take classes. But 

when students come in and, you know, and say, “Wow, how do I know what 

classes to take?” Well, read the catalog, you know, but this an assumption that 

they even know where to look, I think is really problematic. 

Dr. F explained how her Hispanic heritage influences her teaching because of

e is, she was able to open students’ eyes to their disadvantaged situation. 

Probably in choices of materials. Again, and maybe this is one place where I

sort of bring some of my research interests into the—I’d say themes . . . But I’m 

often interested in, class, education, intersections of power and privilege and how

those kinds of things work, and what I found myself doing recently is looking at

working-class education and the ways in which we seem to have equal 

opportunities, but that there are many more barriers to overcome, particularly—I 

mean because most of the students who come here are in fact from working-c

backgrounds. And I think they usually think that they’ve gotten a pretty good 

deal. And I’m a little conflicted because sometimes I feel like, well, no, you 

didn’t, look at this, you know, look at what you didn’t get, and I don’t want to sort 

of set them up and say, you know, you got a terrible thing, but to let them know

that they face challenges because of who they are. And I think that’s particularly 

difficult for again a primarily White student population, for them to see 
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themselves as somehow disadvantaged. And it’s interesting, to talk about tho

issues and moments. So I think making people aware of assumptions, and also 

how power works, who gets it, who gives it, who has access, who doesn’t have 

access, why don’t they have access. And so I think that’s sort of in there.  

When asked how the university community values the influence of her Hispani

e on her teaching, she stated very little and some of it is related to her physical 

appearance. 

Probably not very much. And I think it might be more of the nature of the job than

the institution itself in that case. And then again it’s that question of identity

know, if I were teaching Latino literature, you know, there’d be a little more sort 

of cachet for the racial background or what have you. So I think for me it tends

to—like, you know, committees if we’re doing diversity work, and again . . . 

faculty, fellow faculty members who don’t have any idea because I kind of look 

pretty white, and, hmm. I’d probably just leave it there. 

In terms of the university benefits, Dr. F brought up the issues of diversity and 

tive action: 

They can check their box. Well, I mean I think, you know, like the university ca

talk about students and community. I think, you know, if you can find a 

connection to your professors in whatever way that that happens, I think for the 

students, that’s always beneficial. But again, you know, I think it’s because of 

community—you said you’re doing your study in primarily white institutions, a

boy, we are definitely predominantly white, and so do I think I was hired becau
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 to describe her sense of place at her institution, Dr. F 
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do it. People just get 

volvement with 

student affairs provides her with satisfaction and promotes her sense of place. 

of the box I checked? I certainly hope not. But I don’t know that there’s any 

special advantage. 

Sense of place. When asked

feels disconnected not only from her colleagues, but from the community at large

Hmm. That’s kind of disconnected, I would say. I like the people at the campus 

here, my fellow faculty members. There are very few of them that I’d like to, yo

know, do anything terrible to. But, because we teach such heavy loads, and still 

have expectations, of course, for scholarship, and people live huge distances. Like 

even within our English program here we have folks living—one woman in 

Cleveland, a woman who recently retired living in Erie, another fellow—you 

know, I mean, so it’s like they’re sort of like stretched, and so people tend to just

come to the campus, do their little thing, and vamoose. So it’s sort of a strange

place that way, for me. I like to have folks that I, you know, can connect with in, 

you know, more social ways, and it really doesn’t happen here very often. You 

really have to stretch to be able to do it . . . But connections with other faculty, 

everybody means well, you know, we swap e-mails like, this summer, this 

summer we mean it, let’s—whatever we’re going to do, and then it doesn’t 

happen, and I don’t think it’s—I don’t sense that it’s like a lack of love or like,

you know, let’s—we’ll pretend to invite her and then not 

crazy busy. 

Dr. F stated that her relationship with her students and her in
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 want to work on. And I think, again, well, it could be 

u know, 
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My students. And I really do like my students and I think that they connect to me

here in ways that my colleagues don’t. I have, in the past, been the facult

for their little student newspaper. It’s sort of a fumbling, stumbling affair and it 

just—it kind of, you know, grows and grows as much as the current student editor 

will handle it but, you know, that’s one element of, you know, connecting to the 

students. Projects that they

any college, but because the students, I think they too are sort of disconnected 

from each other because a lot of them lead incredibly complicated lives, that 

sometimes the interaction with a faculty member may be one of their closest 

relationships, and so, sometimes it’s, you know, coming in and, yo

dealing with life issues of the students and things like that. You know, again, as 

long as it’s not something terribly inappropriate, you know, I think that that’s 

fairly rewarding. 

However, there are factors that limit her sense of place at the institution. An 

e of these are tenure expectations: 

I think maybe that the teaching load, plus the research expectations. And I think 

also there’s that question of institution, and the regional campuses are sort of odd 

because we are a financial entity and we sort of plan our own classes and so fort

but yet we’re also obligated and hooked into the main campus for tenure and 

promotion, for some community service stuff, and we are without question 

second-class citizens.  



357 

 

tion, 

al campus and main campus. Dr. F 

took tim

hen 

t 

, 

m 

very happy, I got tenure and promotion, but boy, you know, what a completely 

Having more power than the issue of race and ethnicity on tenure and promo

is the issue of conflicting expectations between region

e to describe a process as frustrating as it is confusing. 

That’s a two-part process. It’s really, really incredibly insane. And what happens 

is, the regional campus faculty, so the folks from this campus, the tenure and 

promotion committee meets, looks at the files, and gives their vote. And then of 

course this used to be the whole process and we do reappointment files every 

year. So you have sort of a sense of how things are going and what folks are 

thinking, which I suppose is positive, though it certainly doesn’t seem like it w

you’re putting a file together. And so the same things happened, you know, 

happens with tenure. So you go through the regional campus and they say, Yay! 

It’s pretty unusual for the regional campus to thumbs-down somebody. What’s 

more likely to happen is the department, the [Main campus] department people 

are the ones who tend to cause more issues. For example, with my own stuff this 

last year, I met with my chair before—I had to turn in all my files and get all that 

stuff together—and he said that my publication record looks pretty good for 

tenure, it should be fine. He said, for promotion, he said, the publications are no

as strong as we really would like to see. I don’t know how folks are going to vote. 

And he said, I’m not going to stand in front of the train if people are all going yay

let’s promote [Dr. F], he said, but I’m not going to lead the charge. So he was 

indicating he would just sort of let things fall where they may. And—anyway, I’
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eally stick my 

d, 

ly know me, why do anything to attract attention? 

 

 is 

encouraged to attend the faculty meetings at the [Main] Campus. You 

, I go into a meeting of the faculty, like they don’t know who I am. You 

u 

n 

 

 you and keep you away, then they can 

crazy-making and anxiety nail bite. And it goes on like all year . . . . but, in

thinking about that, I was very aware of not doing anything to r

head out of the sand for the folks at University “B” until the process was finishe

because, it’s they bare

 Her frustration became visible as she recalled her experiences with the 

 main campus. Her feeling like a stepchild was not a result of her heritage but the 

regional versus main campus conflicts. 

 The times that I find myself most angry, upset, and dissatisfied is when I 

have to deal with the people at the [Main] Campus. And it’s about research 

agenda, intellectual equality, that somehow what we do out here on the margins

of little value. And that’s communicated in just all sorts of ways . . . in theory 

being 

know, in theory encouraged to attend those meetings, and in fact, when you show 

up, at least for me and maybe I’m paranoid, I really feel like the ugly stepchild. 

You know

know, not that I’m so great, everyone should know me, but. And this sort of, yo

know, occasionally—in fact, I had another colleague of mine tell me, a person 

sitting next to me actually winced when I spoke. I didn’t see them because they 

were sitting next to me but she said, you should have seen so-and-so’s expressio

when you said “ax.” It was like, wow, you know, why do I want to go there? And

of course they encourage that because they want to have their own little power 

structure, and so if they can be mean to
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there just to piss them off. 

Dr. F o

mer 

g mostly of like area teachers would come to take the class, and it 

 

 put the whole course proposal together and so forth, sent it up, 

 

e certainly enough 

 are that make it difficult . . . I just wanted to tear the woman’s organs 

od, 

e 

just, you know, spin in their little circles. Every once in a while, because I have 

these sort of anarchic tendencies, I just go up 

[Laughter] That’s terrible. 

ffered some other examples of how her sense of place was compromised. 

Another oppressive moment was, I tried to offer a graduate class in the sum

here, thinkin

was going to be about colonial literatures. And they, the Main Campus folks, the

process when you’re supposed to submit course proposals and I couldn’t find any 

deadlines . . . So I

and we had it in the catalog for the summer. And then it got cancelled by the 

[Main campus] department. Not for anything having to do with the course itself 

but because I hadn’t followed their little procedures.. Which was their way of 

controlling what kind of classes you teach because I’m frankly not good enough

to teach graduate classes, in their view. I mean that’s really what I feel. Now I 

think there are some faculty up there who are very supportive and very friendly 

and it’s not like everybody up there is a nightmare, but there ar

of them who

out with my teeth . . . I’m just happier when I don’t talk about them. My G

you’ve got—my pulse is beating faster now. [Laughter]  

In terms of the community value of Dr. F’s scholarship with respect to her sens

of belonging to the institution, she stated there was no connection: 
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lks 

g, so 

unity 

e that. 

hat, I think that would sort of be more of the connection. I just don’t—I don’t 

scholar

scholar

teachin

ish 

ish literature, I’m 

 

 the hegemony, who is the sort of power down, what sort of subversive 

 do 

 about issues of power and class and of 

 made doubly aware of them by my second-class position as a regional 

Hmm. I don’t think it does. Or I think I would define “community” as the fo

who are associated with the various organizations to which I belon

International Conference on Fantastic in the Arts, so that might be the comm

for which I write about racism in fantasy films or, you know, something lik

So t

think it really exists here. 

Productivity. When asked how Dr. F’s Hispanic heritage influenced the kind of 

ship in which she engaged, she felt her heritage to be an important part of her 

ship. She noted that the issue of power and privilege, race and class, central to her 

g are better understood from her Hispanic heritage point of view: 

Oh, I actually think that’s really important, though British literature is my thing 

and, let’s face it, there’s not a lot of Hispanic involvement in 19th-century Brit

literature but, when I branch out from that or even within Brit

very interested in intersections of class, race, and power and, you know, sort of

like who is

activities are the folks who are disempowered, you know, how are they trying to 

sort of bring themselves back into that conversation? And so a lot of stuff that I

does have a post-colonial theory backing it, certainly a feminist theory also. So 

actually I think with that I am very aware

course I’m

campus faculty member.  
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distinc

I think it also tends to break down 

ain Campus. And the Main Campus folk, I think because 

 

he 

 for 

gh 

, with what kind of scholar 

erson that this fellow wrote a very nice letter. 

tle 

ith, 

Dr. F commented on how the university values her scholarship by making a 

tion between the regional and main campuses. 

I think that’s a sort of divided question and 

between regional and M

they’re already worried that we’re not terribly bright, they want to see us doing 

very traditional kinds of scholarship . . . but anything that sort of like strays from

that sort of hard literary research agenda raises an eyebrow. And like regional 

folks, very supportive. Main Campus folks, they get very excited by like hot stuff 

that’s right in that particular area . . . I have this dreadful suspicion about my 

tenure and promotion, and that is, I was very lucky in being able to get one of t

eight-hundred-pound gorillas of Victorian literature to write a letter of support

my tenure and promotion file. . . . And there were a number of comments throu

the letters, because when they assess your file, each faculty member, they write 

like some sort of letter, there were a number of things in the letters that led me to 

think, one of the things that really impressed them was the fact that I got this guy 

to write for me. Didn’t have anything to do, you know

I am, doesn’t make me a better p

You know, so it’s all about, you know, sort of pedigree and status. And it’s a lit

weird, too, because the folks at the main campus, there were a few of them w

you know, kind of shiny things like—I know one woman has her degree from 

Harvard and a couple of other, you know, sort of high-end schools. Most of the 
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, you know, a sort of snotty attitude.  

ted 

rd. 

I 

o write a four-page essay. It 

at 

s beyond the place where she lived. She noted 

that to  

her spi

 of denial. 

[Laughter] I get really excited when I get to go to large metropolitan areas and, 

you know, indulge in different foods and look at different people and [laughter] 

so, you know, I don’t know, that’s terrible. [Laughter]So that would probably play 

no role, then. No, no, it really doesn’t. 

rest of them didn’t graduate from any better institution than I did, but you 

wouldn’t know that from

Dr. F described her satisfaction with the regional campus where she belongs and no

that she found her joy there: 

And the folks at the regional campuses tend to be very supportive, and I think 

again because we’ve already got all this stuff to do and there’s not a lot of rewa

Sorry, there’s just not a lot of reward in teaching writing classes. It was not what 

was trained in. I’m a literature person, I’m not composition. I like my students, I 

think I give them a good product, you know, and value but it doesn’t help my 

research typically, you know, to be teaching how t

just, is not there. So, you know, we sort of have to find our joy in other places th

way. 

Dr. F described a yearning that goe

cope, she had to pretend she does not live there and longs for this big city where

rit is free. 

Oh, lordy. I pretend that I don’t live here. Yeah, I do. My husband and I own a 

home in [City]. And I like my neighbors, there are some positives, but I don’t 

know where I think I do live, you know, it’s sort of an interesting place
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elationships. In terms of the quality of Dr. F’s professional relationships within 

the institution, she described them as being limited.  

I think I’d s ited—at the regional cam ited but primarily 

positive, you know, we’re all sort of running in different directions . . . the new 

dean here. I love her. We don’t spend  lot of t r but, you know 

. 

She further added how the relationships impacted her sense of belonging to the 

institution. She pointed to her tentative condition, and the view that the university is just a 

source for her paycheck. 

Hmm. Yes, I guess—I feel really tentative in certain ways about my position here. 

 

s that I’m with. I don’t know that I feel especially like sort of loyal to the 

university or I’m a [University B] professor. I just tend to think like my check 

comes from [University B] and we all sort of feel that way about it. And when I 

have had conversations with fellow faculty members about that, I think we’re all 

sort of on the same page with that. So yeah, hmm [Laughter]. 

Dr. F’s Sociogram 

 The Sociogram depicted for Dr. F identifies “Most Highly Important” (5) 

relationships as being those with her students and colleagues within her department. 

Those considered “Highly Important” (4) included Dean of her College and Program 

Coordinator. Those whom she rated as “Moderately Important” (3) include Office Staff, 

R

ay lim pus, I would say lim

 a ime togethe

[Laughter]

I think you’ve probably keyed into that already. And it’s one where, again, I like

the folk
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embers and those rated as “Somewhat Important” (2) were the department chair, 

olleagues university as well as colleagues within the college. 

Dr. F noted that her heritage helps her to develop a strong relationship with 

inority students and also confronts this group of students to change their victim 

entality. 

 don’t have a lot of Lati  students but I think I tend to have a fairly 

strong relationship with minority students. I’ve had some really good mentoring 

relationship with students . . . som es, yanking the chain for folks who don’t 

get it. I think I especially like the clueless White folks: ave racism 

any sm isn’t as bad now as it used to be. I mean I think there’s a fine 

line between, you know, victimh erything in my life is wrong because, 

going to be racist to you? [Laughter] You 

know, nobody. So sometimes I deal with that. OK, let’s see. 

Her heritage also helps her develop a different kind of relationship with other 

minority faculty. 

Same thing, relevance with the quality of the relationship. Don’t think it probably 

plays a very large part. Occasionally, we’ll sort of like swap stories, so yes of, 

boneheaded faculty members or students, occasionally, and that would be more 

with, you know, other minority faculty. 

With her Dean,  

I love my dean. Ssh, don’t tell her. [Laughter] And who knows, she may do some 

terrible thing, you know, and I’ll decide I don’t love her anymore but—there, see, 

m

c  within the 

m

m

Again, we no

etim

 We don’t h

more. Raci

ood if ev

but this one’s like, well, but who’s 
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now that there’s any sort of like ethnic or racial thing there. She’s 

er [Laughter]. 

With he

 did find 

n 

  

dean of rs, 

Studen 3) 

followe e given a rating of “neutral” (0) were 

the Dep

rogram Coordinator, 

hat 

 

and I don’t k

just like, oh, my God, if I’m going anything forward, and not stupid and, you 

know, anyway I really like h

r Department Chair,  

You know, I honestly think my department chair is probably totally unaware of 

[laughter] of any, you know, like, well, I don’t know. I mean, who knows what 

they know when you get hired? So, again, during a phone conversation, I

out at one place I worked that they absolutely went through the affirmative actio

cards, and I think interviewed people occasionally on the basis of those cards, 

though of course, they are not supposed to. So I’m always paranoid when I’m 

feeling that kind of stuff out, you know, well, what are they doing with this?  

Among Dr. F’s current relationships, those who she rated the highest were the

 her college (5) followed by the program coordinator (4). Office Staff Membe

ts, and Colleagues within her Department were rated as “Moderately Positive” (

d by Colleagues within her College (1). Thos

artment Chair and Colleagues within the University. 

With her P

You know, he’s pretty encouraging and he would certainly be encouraging of, 

developing trying to offer the ethnic literature class. Here, sometimes w

happens, it’s not that we’re not allowed to offer the classes, but you take a real 

risk in, if I offer an ethnic literature class and enough students sign up for it, the 

class gets cancelled, you know, I get saddled with another writing class. So it’s
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modera

Dr. F is

Sociog

relation

were al  of 

place. T

individ

Dr. F admitted that her His o attract her to other minority 

culty

wards the other minority faculty members, whether that’s 

ation or race or, you know. And there is, not as bad as it was when the old 

mbers 

like, eeeeh, you know, what can I offer that people will take and, you know, that I 

think becomes difficult. 

Using the hypothetical chart of relationships, Dr. F fits into category three 

tely important relationships with a positive nature. An inference can be made that 

 in a moderate environment that generally supports her “sense of place.” Dr. F’s 

ram reveals some insights into her relationships (see Figure M11). Her current 

ships with her Chair, Students, University, College, and Department Colleagues 

l rated lower than her ratings of their importance for her development of a sense

his may cause some area of discomfort for her in her relationships with these 

uals affecting her sense of place at her institution. 

panic heritage tended t

fa  members in cultivating relationships, but also admitted the presence of racist and 

sexist individuals within the community. 

I tend to be drawn to

orient

dean was here because my, was he a White good old boy, but there are still some 

folks with whom I’m cautious, so yes, I’ve heard from other faculty me

about, boneheaded, either racist or sexist kinds of things that get said.  
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‘place—

 

 

 

 

 

 

 

 

 

 

 M11. Sociogram—Importance of relationships in the development of a sense
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Recom

in 

ntly White institution. 

et, you 

re’s particular foods you like, you’re not going to find it. Be 

ou 

 how you can be sure you can do it until you do it. It 

 

r physical appearance? You 

ing other than 

vive and 

thrive i

ty 

  

mendations 

Dr. F offered the following recommendations for Hispanic faculty working with

a predomina

Live someplace where you can touch la raza once in a while, you know, like 

get—I think this is really isolating for me here, is that there just is not a Hispanic 

community. I think it’s—boy, learn to cook, because you’re not going to g

know, if the

conversant with the Internet. [Laughter] . . . But I think, you know, be sure y

can do it, and I don’t know

probably also depends on social relationships . . . and make sure that they, you 

know, have a kind of [deep breath], you know, respite from—and again, I think it

also depends on, to a certain degree, what is you

know, are people—what sort of judgments are they going to make? And in a 

strange way this community—well, no, I think if you look anyth

pretty white, it’s going to be kind of tough.  

And her recommendations for institutions to help Hispanic faculty to sur

ncluded,  

I actually think student recruitment would help. So you’ve got the class photo of 

the faculty, and it looks fairly diverse, but in terms of like, you know, 

disadvantaged populations from the U.S., we have one African-American facul

member here. We have one. And I have to think it’s partly community. I should 

say that I was on a couple of hiring committees and we honestly didn’t have a 
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ome way 

 

d 

w 

t 

comfortable. I mean there are a couple of like just gross 

ow, 

 

ar-old Full Professor in the College of Technology at University 

B. He i  

 refereed 

 59 presentations at professional meetings, 9 papers presented in 

nonscie

reports nts. 

Dr. G’s

ithin 

his inst

good pool for minority candidates . . . and the candidates who could in s

identify them from their applications, either were so overqualified that they

obviously hadn’t really read the ad. Or they were very badly underqualified, an

so there wasn’t, there just wasn’t a pool of applicants. And it’s hard to know ho

do those things affect each other? . . . and sometimes that’s going to lead you in a 

place that you might have to think about it a little bit. I can’t say I’ve—I haven’

been made miserably un

moments of stupidity, you know, like with that first dean, and then, you kn

dumb student assumptions . . . Well, again, for institutions, if there’s a way to do

better recruitment, I think part of that has to do with financial aid.  

Dr. G of Institution B 

 Dr. G is a 59-ye

s of Mexican descent and has been tenured for 5+ years. Dr. G has been with

University B for 18 years.  

CV Analysis 

 Dr. G has taught a total of 25 courses over his career. He has a total of 32

publications,

ntific meetings; he has been awarded 12 grants and 1 patent, written 32 internal 

, received 3 academic honors, and has numerous other scholarly accomplishme

 Interview 

Consciousness. Dr. G stated that he is conscious about Hispanic heritage w

itutional community due to his individual beliefs. 
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s made any effort to 

 

ecause of my personal beliefs but it’s not that 

minorit

the inst

 

iversity to 

ity 

 

workin

differen

Well, I mean I’m conscious about it but it’s not because the institution makes me 

aware of my heritage. I mean, as far as I know, nobody ha

remind me whether I’m Mexican or some other Hispanic background, So, I mean

I’m conscious about my heritage b

the university makes me aware of that. 

However, institutional programs such as Hispanic student associations and 

y awareness groups also aid in raising his consciousness, despite having said that 

itution has made no efforts in raising his consciousness.  

Well, some student organizations like for example Brother to Brother. I’ve been 

interested in collaborating with them. Also I have been involved with some other

minority awareness groups . . . like for example there is a new group called 

[name] which is a group formed by faculty and administrators in this un

help minority students with low GPAs . . . I was invited to participate, just 

because of my background. It doesn’t include Hispanic students only, it’s for all 

minority students in the university, and most of them are Black students, you 

know, African-American students, Which is logic because it’s the largest minor

population in the university, I think the Hispanic students’ population is not larger 

than a dozen students in the university. I might be wrong but it’s very close to that

number.  

In describing his experiences as a Hispanic faculty, Dr. G feels comfortable 

g in his environment, but the presence of other Hispanic faculty would make life 

t for him. 
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sity 

s really don’t pay too much attention whether you come 

s 

lty that get together and discuss common issues or problems in the university 

on plays no part in raising his 

awaren

t I could help bring faculty and students 

 

Well, again, I mean going back to your first question, really, really the univer

has not made any effort to raise my awareness of that, so I mean I feel 

comfortable working in here but I mean it’s not that I am comfortable because the 

university reminds me of my background . . . I’m not sure. I come from Mexico 

and over there institution

from [laughing] another country or not, so probably that’s part of my experience

that I have before. I mean it could be nice to have a group of, let’s say, Hispanic 

facu

or chat on a regular basis. Sometimes you want to chat with another person in 

your own language and it’s difficult to find it here.  

Despite the fact that Dr. G feels that the instituti

ess about his heritage, he stated that his heritage is of some significance to his 

institution, especially in international student recruitment. 

Significance? Well, the possibility tha

from my country over here to do some academic activities, no? I liked to help a

student from Mexico last semester who wanted to take some technology courses 

here and the International Students Office contacted me to see if I wanted to 

advise him in some respect and I agreed to that and it was a very rewarding 

experience . . . This is the first time. Yeah, this is the very first time and it was 

really nice. I really liked it. 
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r of the community which strengthens his sense of 

belong

 

 

relation

o 

agenda 

.  

 to promote interaction 

ow much of it is in place to promote that 

type of collaborations in an easy way. It’s probably lack of communication, lack 

of awareness . . . This is more a faculty and administrators organization, no? So, I 

Sense of place. Reflecting over his sense of place, Dr. G pointed out that he felt 

others responded to him as a membe

ing. 

Well, I mean, I feel that I belong to the university. I think that I’m regarded also 

as a member of the university, OK? And that’s, I think, yeah, I really think I have

some sense of belonging or some sense of awareness that I’m here in this 

university. 

And factors promoting that sense of belonging include his interactions and 

ships with his colleagues: 

Well, the fact that some other faculty and administrators remember you, talk to 

you often, when they approach you they remember your name, and they seem t

care about what you do and how you do things. 

However, Dr. G noted that the university’s lack of acceptable international 

and policy place limitations on the development of his sense of place

What factors limit? Well, the most factor would be the lack of an appropriate 

policy to develop international relationships between the university and 

universities abroad. I mean there have been some efforts

but I don’t feel that there is a clear policy to do that. Well, as I mentioned, there is 

an organization that tries to promote interaction of the university with other 

institutions abroad but I’m not sure h
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ou have three, four 

ing towards a relationship with a particular country, what I would 

ake 

 

 his 

ays a significant role when he is asked 

 

e you come from 

 

t 

 

 

mote that area or not. I mean I’m doing that because that’s my field of 

expertise but if they realize that that’s my field of expertise, they should try to 

mean what happens or what I’ve realized is that, in most instances, the 

collaboration between this university and universities abroad is done on a 

personal basis, but I mean at some point, for example, if y

faculty work

expect is to see a general policy, no?, that could promote that and that could m

things easier to be accomplished. I mean I don’t see that. Probably it’s in place

but I’m not aware of it. 

In the case of Dr. G, he downplayed the role of the institution raising his 

consciousness of his heritage. He stated that his consciousness is present only from

personal belief system; he feels that his heritage pl

by the institution to engage in academic activities and advising international students 

from his own country. 

Productivity. Dr. G states that his Hispanic heritage has no influence on his

scholarship. “It doesn’t have an effect . . . Radiation Physics. Yeah. And in that area, 

people do not really pay too much attention to the place wher

[Laughing].” However, Dr. G stated that the university community supports his

scholarship 

Well, that’s, I mean I’ve had the support to do some things at the university. Tha

support has materialized in some aspects of my productivity. However, again

there is no clear policy from my direct supervisors whether they would like to

pro



375 

 

e do 

 that we—well, fortunately or unfortunately, I mean 

m with my fingers on one hand, that could offer similar type of services, 

of 

 

n . . . So, but when we talk about the use of 

 [Laughing]. 

 

accent udents.  

 in 

I’m now a person close to them and that I’m subject to mistakes the same way 

promote my work and help me promote the work and help me get more support, 

no? And that’s not done, at my direct supervisor’s level. 

Also the community value of his scholarship contributes to his productivity and 

sense of belonging to the institution . . .  

Well, I mean, the overall community is very supportive of the activities that w

here. I mean we are fortunate

fortunately for the university, the type of facilities that we have to do the research 

that I’m doing is unique . . . there are very few places in the U.S., and I could 

count the

but we are the only one that it’s fully developed to offer all the services that the 

overall community . . . the facility that we have over there promotes that type 

activities, and it’s always interacting with people from the professional 

organizations in order to look ways to do more research in that area, and to 

promote the awareness of the benefits of the technology. Unfortunately, the word

“radiation” has a very bad connotatio

radiation either to sterilize medical problems or to work on make food product 

safer, then the consumers get a little bit scared . . . so that’s what I do

In terms of Dr. G’s Hispanic heritage influencing his teaching, he jokes about his

and finds that helpful in breaking down barriers between himself and his st

Well, I can make jokes about my accent to my students and that keeps me

touch with my students. They see that I’m not an untouchable [laughing] but that 
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they can make mistakes. I always tell them, I mean when I start my classes I 

always tell them, well, I’m not a U.S. citizen, I’m Hispanic and I’m proud to be 

Hispanic, and I’m proud to be here also . . . I mean to teach here. So that helps me 

to bring down the relationship arrears that could be between students and faculty 

and an instructor. Yeah. 

However, when asked the question about the university community valuing the 

influence of his Hispanic heritage on his teaching, he stated his heritage does not come 

into play.  

Well, again, since my teaching is in a very technical area, I mean I don’t use my 

Hispanic heritage for my teaching, an  the university omote it in any 

ways. I mean so that’s not really very relevant. 

Dr. G stated that it is his educational background/academic expertise and not his 

f belonging to the institution. 

Well, I mean, I think that the community, when they see that you have people 

with some expertise teaching the students, they believe that the students will get a 

better education, And that’s what I think happens in most cases, I mean, I’m a 

parent, too, and I prefer my kids to have classes with a Ph. D in physics rather 

than with a grad assistant . . . And that’s the same with my students, I think that 

my students and their parents prefer me teaching their students instead of 

somebody else, but that’s beside the point that I’m Hispanic . . . it’s just because 

of my education background. 

d does not pr

Hispanic heritage that has significant influence on the community value of his teaching 

and his sense o
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And the quality of Dr. G’s work yields internal as well as external validation in 

e community acceptance of him.  

Oh, well, I mean if the community see that I’m doing things that are useful, they 

will tend to accept me more, and as I was mentioning to you before, the type of 

work that I do in the research facility s helped me get recognition both for me 

a lab in the type of work that we do there . . . in term g me to 

make presentations in conferences, to have people asking me to come to the lab to 

do experiments with us, to make collaborations, to have more clients, because we 

also do some research and developm panies . . . 

and s he companies just call us and they tell us, well, like we know that 

you are doing this type of work an uld like you to help us develop this 

 for this problem that we have, OK? 

Relationships. The quality of Dr. G’s professional relationships within the 

institution varies with different faculty, but they are generally good. 

Well, it depends. I mean, I think I have good relationships with many faculty, 

faculty that see that I care for their work and that I also see that their work 

relevant and that keeps promoting a good relationship.  

And he noted that relationships impact his sense of belonging to the institution in 

a positive manner. Acceptance by everyone was not his goal because his sense of place 

depended on the value placed on his work. 

th

ha

nd for the s of invitin

ent over there for different com

ometimes t

d we wo

product or working out the solution
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negative ratings for some of Dr. G’s current relationships, these relationships were 

levant. This may be attributed to the fact that Dr. G is a tenured 

profess

Well, of course, I mean if everybody is against me, then [laughing] I would

out of place, no? I mean it’s very rewarding for me to know that some peo

around here really value the work that we are doing, no? 

 Sociogram 

In looking at Dr. G’s Sociogram, those relationships given the “Most Highly

ant” (+5) rating were with the Students, Colleagues within the Universi

ues within the Department. The Office Staff members were rated as “Highl

ant” (+4) whereas the Colleagues within the College were rated as “Somewhat 

ant” (+2). Those rated as “Irrelevant” (0) were the Dean of the College, the 

ment Chair, and the Program Coordinator. 

Dr. G’s current relationships w

the University and Colleagues within the Department were rated “Most Highly 

Positive” (+5). Dr. G rated his relationship with Colleagues within the College a

al” (0) whereas “Negative” and “Most Highly Negative” (-5) ratings were given to

artment Chair and Dean of the College respectively. 

In looking at the importance of Dr. G’s relationships versus his current 

ships, he fits into category one “Highly Important” and was in an ideal 

ship that supported the development of a “sense of place.” Although there were

considered to be irre

or. 
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Dr. G’s Sociogram (see Figure M13) provides some insights into his relationships

nstitution. An ideal shape is such that is important and similar as the current 

ship ratings. For example, the Chair is low on both; Office Staff is high on bot

ues are “Highly Positive”, but not as important. One can infer that Dr. G has over 

d more into his current relationships than those that are most important to his 

pment of his sen

Dr. G stated that his Hispanic heritage played a part in forming collaborations

relationships between Hispanic groups and students both within the institution and out in

the community. 

Well, I mean whenever I learn of a Hispanic group, I try to get in touch with th

and see what they are doing and if there could be some collaboration . . . as I 

mentioned also to you, working with students, advising them. Also here in the 

school, now college, at some times we’ve had some Hispanic students an

to help them get integrated into the learning environment here and tried to make 

them feel that they also belong here 

On the other hand, Dr. G saw no relevance between his Hispanic heritage and the 

 of his relationship with his students, colleagues, dean and his chair.  

I don’t think so, no . . . No, not really. I haven’t heard anything like, oh, you are

Mexican, oh, join this group, join us for this or that. No, I don’t think so. 

However, Dr. G admitted that his Hispanic heritage affected his service, 

ional issues of concern to him, and his scholarship and desire to help his own ki
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-speaking countries . . . And I think that’s a good service for the 

 in 

 biology and 

an 

e 

as a be

 when I go to 

 

 

Recom

predom

Well, my Hispanic heritage makes me tend to help people who come from 

Hispanic

university. I’ve been trying to promote also interactions between institutions

Mexico and departments here. Right now I’m working with a couple of 

universities in Mexico. I’m trying to promote linkages with the

chemistry departments here in the university as well as the College of 

Technology. And, I mean that’s part of my service . . . I mean I don’t do it 

because of I’m going to take a look for students down there because I haven’t 

really found any area that intersects with my own area of expertise . . . But if I c

help some other faculty members and students from this as well as other 

institutions, I will try to do it. 

Dr. G described his role as an ambassador to the university and saw his heritag

nefit to his institution because of his promotion of the institution abroad. 

Well, it’s like having an ambassador, no? [Laughing] I mean I like,

my country, I like to promote the university down there. When I visit a university

abroad, I talk about University “B” about the benefits of working here, and try to 

promote interactions. So, and that’s good. I mean that’s part of my heritage. I 

wouldn’t do it if I were not Hispanic, not if I were an American, well, I would

stay here and that’s it. [Laughing] 

mendations 

In terms of recommendations for Hispanic faculty working within a 

inantly White institution, Dr. G suggested the following: 
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.  

aculty club, empowering Hispanic faculty 

in leade

ity of Michigan who pride themselves in 

I—

u know Celia Cruz? When Celia Cruz was alive, she used to come 

ty 

It’s difficult to say. I mean [laughing] I’ve always felt myself in place . . . I mean 

if I was not feeling in the right place here, I could recommend doing something. I 

mean probably the only recommendation could be to try to promote the work 

here, try to promote the fact that they are Hispanic faculty and try to get involved 

into Hispanic organizations . . . I mean if there is no Hispanic organization, try to 

organize one

Dr. G suggested a number of steps that could help in strengthening Hispanic 

faculty’s sense of place. These steps include f

rship roles, and invitation of respectable Hispanic speakers. 

Well, I mean it could be to promote, for example, a faculty club, for example, 

with a section of Hispanic faculty . . . or promote a colloquium series where you 

talk about Hispanic-related issues, something like that. Or once in a while invite 

people from Hispanic heritage to lead a conference, to come and make a 

presentation, even to give a performance, no? I mean there are places, unique 

places in the U.S. like the Univers

inviting people from many nationalities. I’ve known that for many years when 

probably yo

every year to Ann Arbor, to Michigan, to give a concert. And that’s the type of 

activities that really promote the sense of belonging, promote your Hispanic 

heritage and promote your sense of belonging to place. I mean if the universi

cares to bring someone of that caliber to give a presentation or a performance, 

well, I mean you feel very proud . . . I mean I know that they celebrate Black 
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anic Heritage. I don’t think so.  

 Rica 

and ho  

Dr. H’s

was 

raised a

shock o

lp 

underst ic 

backgro

 

erstood. You know, 

everybody around here thinks about Hispanics as Mexicans, and that is a big 

History Heritage or something like that, but I’m not sure that they celebrate the 

Hisp

Dr. H at Institution B 

Dr. H is a 49-year-old Full Professor at University B. He is a native of Costa 

pes to be tenured in three years. Dr. H has been with University B for three years. 

 Interview 

Consciousness. As a native from Costa Rica, Dr. H stated that his awareness 

bout his Hispanic heritage within his institutional community because of the 

f still being in a new country and still being in learning mode: 

Well, I think I’m well aware. First of all, I have only been in the U.S. for three 

years, as a professor, and so I’m aware that I’m immersed in different culture, and 

that I am involved in learning a lot about how things are done, you know, within 

this university. I keep in touch with the Hispanic community in here. I try to he

graduates and undergrad students with similar Hispanic backgrounds that are 

around, and I try to counsel them and so, yes. 

Also the lack of a visible Hispanic community as well as the lack of 

anding of the culture at his institution raises his consciousness about his Hispan

und: 

Well, I think the first thing is—I will probably have to say is how small the 

Hispanic community is here. And the other thing is, I don’t think it’s—since the

community is so small, it’s not—the culture is not well und
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ing that really struck me. It tells you that they do not know how diverse 

becaus

to 

 undergrad 

me 

Hispan

the department. And I’m 

not the only international faculty in this department, so that also shows that the 

difference. I mean, you know, Hispanic is a very diverse group, and Hispanics 

from South America are completely different from Mexican. So that’s the first 

th

Hispanics are. 

Over the last three years, Dr. H’s experiences have been welcoming partly 

e part of his work involves taking students to his native country.  

Well, it’s—you know, I—in general, I have never felt uncomfortable in here. I 

think that, in my department, people have been very receptive about having 

somebody from Latin America. They have been very receptive and wide open 

try different experiences, and I think that’s one of the things that the department 

wanted to have when they hired me. I actually take graduates and

students to Costa Rica with me, and I am actually teaching a course in tropical 

biology that involved a three-week visit to Costa Rica. And, you know, students 

and faculty are very excited about that experience. And so overall, I feel welco

and I feel, you know, a lot of support from the department head and the other 

staffs. 

The international experience is a significant factor for Dr. H as it relates to his 

ic heritage. 

Well, they want to provide graduates and undergraduate students with an 

international experience. So I bring that opportunity into 
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e world 

e. Dr. H indicated that a sense of place was more than feeling 

welcom

the not

sever h

 

le, 

re open about that. You just press them and you try 

to mediate and, you know, settle differences right there. I’m under the impression 

department is quite open to have, you know, people from other parts of th

in here. 

Sense of plac

e. He expressed his yearning for what was missing “back home” and conveyed 

ion of “I was physically here but my soul is somewhere else.” 

Well, you know, even though I have always been welcome, I’m still missing what 

I had back home. But I know it takes a while. And the other thing that have not 

helped me is that even though I have been here for three years, because I had 

external funding in Costa Rica, I kept my lab running there, and I had students 

there and I had missions and I had everything, and it just—you know, last week 

when I was in Costa Rica, I finally closed my lab there. And so, you know, even 

though I was here, pretty much full time, I was still connected to Costa Rica. 

To foster a sense of place at his current institution, Dr. H realized he needed to 

is relationships with “back home” and learn to be “here and now.” 

I had a lab and had grants there, and so I still had that in my mind. But now that 

it’s done, you know, I’m not going to have anymore concerns about my lab there. 

I think that will help. But still there are many subtle cultural differences that I 

have to learn, have to understand. And I have been trying to be very cautious

about, you know, those subtle differences that I sometimes have a hard time 

understanding. Yes, I think I can. When you have different opinions, for examp

in the Hispanic culture you a
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do 
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chair a

nd 

 from 

 at 

the inst e 

that it’s not so open here, you know, in a very subtle way you explain that you 

not agree with others, but you do not confront your ideas with their ideas.

I had to learn that, and that’s one of the things that, you know, one of the biggest 

differences I have encountered here is you identify differences, but you live with

them. And so that’s something that—that’s one of those things that comes to mind 

right away.  

In terms of Dr H’s development of a sense of place, support from his department 

nd mentoring were important factors.  

Well, there are important things that help. The first one is having the support of 

the department chair, and that gives you the confidence to do the things that you 

want to do. And also have a chair that allows you, gives you the opportunity to go 

and talk to him every time you need help, and every time you don’t know exactly 

how to proceed. That sort of, you know, makes you feel more comfortable and, 

you know, having somebody who can tutor and guide you into the system. I think 

that’s very important, you know. 

Although not formally mentored, Dr. H felt supported by his chair and fellow 

faculty members:  

Not formally, but I was, I would say, adopted by a faculty that showed me arou

and told me what to do and what not to do. And then I had a lot of support

the department head. Every time I needed to talk to him, his door was open. 

Dr. H stated that one of the factors limiting his development of a sense of place

itution is his language and making the transition from speaking Spanish at hom
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to Engl  to his 

colleag

 

y mind is 

re 

pend the whole 

n 
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n 

 

a faculty meeting and I could convince them that, you 

, because sometimes I don’t know if they 

ish at work makes it difficult for him to get his point across when speaking

ues. 

It’s hard to say. I cannot point out anything precisely. Maybe—and this is one of 

those things that are hard to do. You know, when my family came here, I’m 

interested in having my kids speaking Spanish at home. So we make an effort in

making them read, write, and speak Spanish at home. And of course, that doesn’t 

help me with my English. So there are days when I come in and m

working in Spanish. Thinking in Spanish? [Laughing] Yes. And so those days a

hard, hard for me. Monday mornings, for example. You know, I s

weekend with them, forcing them to speak Spanish. And so there are days whe

my verbal abilities are not what I want, and it’s not what I can do in Spanish. Yo

know, in Spanish I am very articulate and I can hold long conversations and I ca

convince people very easily, and there are days when that just doesn’t work in 

English, and like I have a hard time just getting across my ideas . . . I mean it 

doesn’t interfere with my teaching, but, you know, there are situations where I

need to make strong statements, and I am not as successful as I want to. And so 

that’s kind of frustrating because in my media I could do that very easily, you 

know, I could stand up in 

know, the point that I’m making is worthwhile. And that is something that doesn’t 

cause me some discomfort, you know

are understanding me, and if I’m getting my points across. 
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Productivity. As repeated by Dr. H, his Hispanic heritage influences the kind of 

ship that he does in a positive way because of access to materials in his native 

. 

Well, I would say that it would help in a positive way, you know. I have

a sizable portion of the literature that’s written in Spanish, and I have access to

journals and just the scientific community that most faculty here are not awa

So I can gather information that I think they have access and I don’t think they

even care about. So that’s something. And, you know, for the rest I have been 

pretty much dependent on the English literature, you know, to read and to get 

informed and to publish, you know, I’ve been publishing in English ever since I 

can remember. So I think that will be something that’s positive. 

According to Dr. H, access to Spanish publications broadens his perspective and 

offers a different po

For example, I can broaden my perspectives. You know, I often get invited to 

other countries to help in courses and workshops, that sort of things, and so, fo

example, this year I’m going to Nicaragua for a training course that they invited

me. And, you know, every time I go there, I learn about their problems, I learn

about their research interests, and I can make contacts that can develop into 

research. So I think that’s a plus, and that’s probably one of the things that th

department was expecting to have when they hired me.  
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transla ip. He has been successful in including 
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Furthermore, Dr. H’s access to expand the department’s research agenda 

tes into the university valuing his scholarsh

in his work. 

Here in the department I think it’s welcome. I don’t know exactly what’s goi

in the upper ranks. But, you know, one of the things that we have been working, 

we wrote a collaboration a

exchange of faculty and students, and I’m looking for the funds now to actua

group of faculty from here and do a workshop with faculty from the University

Costa Rica in order to establish collaborative research activities and educational 

activities in a particular field site. And that has been something that I worked a lo

last year. And I had a lot of support from the department. He actually came down 

with me to Costa Rica last year. The Office of International Affairs paid one of 

my trips to Costa Rica to negotiate this agreement. And so we are all—I mean the

department is very excited about doing things and they’re very happy with the 

courses that I’m teaching there. And so I think they like that, you know. And so

I’m getting a lot of support from the department, from the Office of International 

Affairs. And in the past few months, the dean of the College of Arts and Sciences

has also been very interested and he wants to go do

workshop. So that’s as far as I—on the other hand, you know, the provost s

the first agreement, and the new provost is going to sign the second agreemen

that we work on very soon.  
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with re
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rtant. That’s 

ings that I miss, you know. And I know it will take a while before I 

hat 

s 

gs that I’ve brought into the 

servation biology, so, as I said, I have 

make 

comparisons of things here in the U.S. and things that go out, you know, that 

Dr. H used his heritage to benefit the university. The university rewarded him 

cognition and recognition strengthened his sense of place and belonging. 

Well, I think that’s very important, you know. You like to be recognized for what 

you do. You know, one of the big differences that I—or one of the things that I 

miss, I was well recognized in my country as, you know, one of the top biolog

in the country, and so my opinion was very important. You know, I was consulte

frequently, every time they had to do things. And that was very impo

one of the th

get to that point here. But on the other hand, within the department, I think that 

people recognize what I do, and they appreciate, you know, the contributions t

I’m making to the department, not only with my work but I do spend a lot of time 

with students. I put together a conservation club, in which I basically do activitie

with undergraduates. And, you know, the new thin

department are appreciated, and so that’s important. But they’re still not sure what 

exactly I do when it comes to terms of research and things.  

Dr. H also explained that his Hispanic heritage influences his teaching through the 

use of examples and comparisons of his international experiences.  

Oh, it does a lot. I teach a course in con

access to a portion of the literature that they do not have, and most of my 

examples are from Latin America, which I think is very important for American 

students because, you know, they’re back here, basically, and so I try to 
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happens outside of the United States. And I try to bring that international 

experience that I have into my classroom every time, every time, you know, I 

want em aware that this is t

way things are done elsewhere. And I have some experience to that respect, not 

only Latin America but I spent some time in Southeast Asia as a biologist and, 

you know, I can talk to them about the differences in different parts of the world. 

But, you know, I think I use a lot my background when I lecture.  

Dr. H has translated his background into a resource to students and colleagues. 

ence, there is a sense of being valued by bo  students and colleagues. 

Well, I tudents like it. That’s the most impor e. And I 

don’t know if the faculty and the o bers of the community, how aware 

y want to include an international component. And there are—so that they 

are aware of my background and they are aware of the opportunities that I bring 

into the university in terms of contacts and things like that. And they are, you 

know, they are interested in that sort of sense. So I think there’s awareness of my 

background and there is awareness that it can be important into the academic 

aspects of the university. 

The community value of Dr. H’s teaching is an important factor in a development 

of a sense of belonging with the institution. 

It’s very important, you know. For example, the Costa Rican field trip that we do, 

I think that was—we did it for the first time this December, and I think it was 

 to make th he way things are done here, but this is the 

H th

 think the s tant part for m

ther mem

they are. However, I am often approached by colleagues that want to do things, 

and the
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quite a success. It was a success among students, and also among the faculty that 

came with us, so much that this time we’re going to have more faculty coming 

down with us, because they enjoyed— ey shared the joy that the students 

brought. The students are describing 

experience, you know, it motivated some of them to join the Peace Corps, for 

e me of them wanted to spend a whole semester abroad after this 

experience. And, you know, when I read the evaluations, you know, they say, 

“Don’t change a thing. Keep doing it this way.” And the evaluations were great. 

So to  very important. And the other course that I teach here, you know, 

the students seem to like that, you know, just the fact that I do make comparisons 

of what goes on here and what goes on elsewhere in the world.  

ork plays an important role in the community 

acceptance of him: 

“Quality of work” is hard to define. In our field, “quality of work” means good 

publications, and success in getting grants. And I’m just beginning to get my 

grants here, so, you know, but that’s important. And so—but however I should 

say that ever since I got here, faculty have been, at least from what I see, very 

pleased with what I do, and they have welcomed me, and they have, you know, 

they have made comments about my work and my whole situation here that 

makes me feel that there is recognition in the quality of the things that I do, not 

only in terms of what I publish, what grants I get, but also in the other 

th

that experience as a life-changing 

xample. So

 me that’s

In addition, the quality of Dr. H’s w
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, it’s not bad. It’s going, it’s building. 

belongi

insight 

Dr. H s

extracurricular activities that I do, you know, like the conservation club, the 

lectures I give around, that sort of things. 

Relationships. Dr. H describes the quality of his professional relationship

the institution as having good interactions with his colleagues and a small group of 

faculty. Also, Dr. H indicated that professional relations need not be limited to coll

the immediate institution. 

Well, within the department, I have good interactions with a small grou

faculty, and I guess that’s the case everywhere, you just, you know. There are 

some faculty that are closer to you, not only in the work that you do but also the 

way you think. And so, yes, I have good relationships with my colleagues. And 

it’s limited. And I am still to build links outside. I tried a little bit during my f

year. It didn’t work all that well and I decided that I was going to wait a little bit   

. . . So, you know, with those that I do have relationship, I think it’s very good. I

have also collaborations with faculty from other universities in the area. I have

colleagues in Miami University that I interact with and we have written grants 

together and faculty, old friends from other universities. But y

considering that I’m living here three years, my relationship with my colleag

around here

Dr. H admitted that the quality of those relationships impacts his sense of 

ng at the institution. More specifically, developing a sense of place required 

into the written and unwritten rules, or subtle but important “meaning of things.” 

tated that: 
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the Col nt” (+3) rating and Colleagues within the 
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 o category one of the hypothetical relationship chart where he has 

“Highl
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It’s very important, you know, having the time to, or the opportunity to go and

them things that are going on that I am not aware, or things that I don’t know how

to react, for example. That’s very important. There are some times when I j

and ask them to explain the subtle differences that, you know, that I can’t—or th

meaning of things that, you know, letters that are not all that clear to me, for 

example. That is very important and, you know, just being able to go down and 

have a cup of tea with 

 Sociogram 

Relationships deemed as “Most Highly Important” (+5) for Dr. H were with

ent chair and his students. Those rated as “Highly Important” (+4) were with 

ues within the university as well as colleagues within the department. The Dean o

lege was given a “Moderately Importa

e were given a “Somewhat Important” (+2) rating. 

 Dr. H’s rating of his current relationships in

s department chair and students followed by a “Highly Positive” rating for 

ues within the department and “Moderately Positive” relationship with colleagues 

the university followed by a “Somewhat Important” relationship with the dean of 

lege and colleagues within the college. 

Dr. H fits int

y Important” relationships that are positive in nature and strong in degree. Dr. H is 

in an ideal relationship that supports his “sense of place” within the instituti
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Dr. H’s diagram shows an overall positive and strong relationship with most of 

ple in her institution with the exception of her University Colleagues and her Dean 

current relationship is slightly lower than her rating of importance to her 

pment of her sense of place. Her current relationships with her students and C

e and Departmental Colleagues equally matched her ratings of importance. 

Dr. H stated that his Hispanic heritage and the ability to leverage it to the benefit

niversity plays a role in cultivating relationships within the institution. 

Well, I think right now, it’s very important. You know, it’s one of the features 

that make me attractive, I think, is, you know, t

people in Costa Rica or do, you know, like there is now in m

are writing in the department, there is, you know, our collaboration with the 

University of Costa Rica is built in the proposals that we are writing, and all those

things go through me, basically, you know, I’ve identified the contacts in there 

and I make the contacts and establish relationships. So it’s, you know, as it is 

now, it’s very important. Everybody is aware, and the chair of the department is

really encouraging people to be aware of links to Costa Rica. 

His heritage is leveraged by retaining international students and mentorin

y students. 

OK. Well, with my students, it hasn’t yet—I don’t have students from University 

“B” that are actually doing work in Costa Rica yet. So most of the students are 

doing work here. I have a student from Peru who’s actually working in Peru, bu

this is a different story. This is a woman that had an idea and collaboration in 
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ruvians, and with local universities. That’s 

one of the projects, but ically working here in Ohio. 

 

 along with the students. Well, 

the other thing, the students, you know, the trip to Costa Rica is very 

n 

u know, they’re aware of what I’m doing, they’re excited about 

ng, 

nal 

and yet

Peru, and when she learned that I was coming here, she got into our graduate 

program. But she has a project that, you know, I have helped her shaping it. But 

she had a good idea in her mind already, and that opened us, you know, to 

establish some collaboration with Pe

for the other three, we’re bas

Also, colleagues have benefited from his background. For example, some have

gone to Costa Rica with him. 

Well, as I said, I have taken them to Costa Rica,

that’s 

important. And I have been able to build this idea around doing a big project i

Costa Rica in collaboration with other faculty, so I think, you know, somehow I 

am opening a big door for them. 

When colleagues and the department chair are aware of one’s work and excited 

about it, Dr. H noted that it translates into support. 

They’re both, yo

what we’re doing, they are providing me with all the support that I need. And the 

Office of International Affairs, they’re also helping me a lot with what I’m doi

negotiating and writing the collaboration agreements with the international 

institutions. 

Dr. H described the view of the “guest minority”—a minority that is internatio

 to be assimilated. Guest minorities refrain from certain comments. 
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Dr. H d

university in establishing relationships with other Latin American countries, Costa 

I am not sure. There are things where I abstain from making opinions, not becau

of being Hispanic, but because of not being American. Right? There are things 

where, you know, I think, well, you know, I’m still a guest in this country and I’m 

not going to make an opinion or a statement about this. But that’s not because o

being Hispanic, but because of not being American. And sometimes it’s hard to 

separate those two. You know, if there’s a day when I become a citizen, I m

be able to separate those but right now, I cannot separate those two. So it’s hard to 

say exactly where it’s different. But, you know, but you are aware that you are 

different, you know, you’re always aware, and that you have a different li

history and a different lifetime experience. You are always

have to—you know, I’m old enough that I can slow down and try to understand

you know, what experiences I had that people here have never experienced. And 

that, you know, that’s important that the—it’s hard to explain but, you know, 

when you’re living in a Third World country in genera

poverty and limitations and experience, sometimes you cannot understand how 

colleagues, and students, behave here. But then when you go and you think abou

you know, it’s things that they had never experienced, you can understand why 

they behave the way they do. So, yeah. 

escribed benefits from his Hispanic heritage in several ways: 

OK, there are a few things. I can help some of the graduates from Latin American 

countries in merging into the university. That’s the first thing. I can help the 
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ifferent things, and that’s something that I think should be very 

Rica and Nicaragua. Right now—well, it’s not only Hispanic, you know, I’m

actually bringing a scientist from Burk

going to be here for a full year on a Fulbright Scholarship and this is somebody 

who I met when I was in Costa Rica, and he applied for a Fulbr

going to come and work in my lab for a full year. So I bring those people in. I ca

you know, I can help recruit grad students. I can help retain students, I think, 

which is, you know, an important point here at University “B”. My courses, the 

Costa Rica experience, for example, it’s important and if we can get research 

programs going on in Costa Rica, that is going to help recruiting good grad 

students. So yeah, I think there is a lot that the university can gain from having me

there. 

mendations 

Dr. H offered these recommendations for other Hispanic faculty working wit

inantly White institutions.  

Be open-minded. Be flexible. Be tolerant. [Laughing] And one thing that I wou

like to do, it’s to have a group of faculty across the university that meet and s

their experiences. And that’s something that I am beginning to do informally . . . 

.Hispanic faculty that I’ve been, you know, meeting and, you know, there are 

some other Latin Americans here that are not associated to the university and yo

can, through them, you can expand your network. And every time we get 

together, you know, we talk about things that we have to do and, you know, how 

we deal with d
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hem, those Hispanics, to do the right connections, to make the right 
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And fo

ere that 

 

 

running but they had a group that met every two months or so, of people that were

interested in doing work in Latin America and, you know, we Hispanics were a

to help t

statements in their communications, so that, you know, it would be helpful fo

them, but it was also useful for us to see what their interests were and how the

were dealing with them that helped us understand things a little better. So, yeah

you know, I think eventually I would like to go back to the Office of International

Affairs and revive that Latin American group. 

r institutions to adopt to help Hispanic faculty:  

You know, there are big efforts to recruit and to retain black minorities, and I do 

not see anything for Hispanics. I think we’re in the same boat, but they should be 

handled separately because they’re different cultures. And I think we should do 

something about that, and I think that there’s a group of Hispanic faculty h

will be happy to do something if they were asked to. And I think, you know, if 

Hispanics could get involved in organizing things, and becoming, you know, an

important group, there are things that could be influenced. For example, 

admission to grad school. I mean I was involved in a committee that reviewed 

applications for this last year, and for most, for example, grading systems that are 

different . . . that’s something that we should have to—and we could help . . . So

that’s the sort of things that, you know, we could make an effort in having the 

people in the admission office being aware of, you know, don’t just look at the 
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 aren’t many Hispanic, if any, 

grades, just look at what is the passing grade, and then, you know, transform that 

somehow . . . It gives you a different perspective. So, anyway, you know, that

all things, it just, you know, it holds true for—Latin American holds true for 

pretty much anywhere in the world. 

Professor I at Institution B 

 Professor I is a 47-year-old Assistant Professor in the College of Fine Arts at 

sity B. She is of Puerto Rican descent and hopes to be tenured in five plus years.

or I has been with University B for three years. 

lysis 

Professor I has had one public collection, two solo exhibitions, and 19 group 

ions. She has nine bibliographies and interviews. Professor I has received a total of

rds and two grants. She has participated in two conferences and four lectures. 

or I has taught a total of 12 classes since her time as Assistant Professor. She h

eral teaching appointments and has been on several academic committees. 

or I’s Interview 

Consciousness. Professor I noted that the absence of Hispanic students and

dampens consciousness of her heritage. However, the presence of minority students, 

irrespective of their ethnic and racial background, triggers her heritage awareness. S

ted that he was self-aware and aware of her contributions: 

Well, only conscious in that I recognize minority students within the student 

population. And then I’m not sure—I don’t know if I’m quite understanding y

question, but obviously I don’t—I know there
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Hispanic professors within the area where I am, which is the School of Art, but 

there’s one woman who—I think her mother is Colombian, she’s also 

faculty in the art department. But we don’t really talk too much about our heritage 

or our upbringing much. It doesn’t become a discussion. I’m just conscious of 

who I am and what I bring to the table in relationship to the students I encounter.

So when I encounter students who are minority students, whether they’re 

Hispanic or whether they’re African-American, I’m very conscious of them b

in that environment, and what I can do to open up a dialogue with them and help 

them along, because I think that they have certain issues that may not be 

addressed by other faculty members. I can relate to them. 

On the other hand, the absence of Hispanic faculty and the realization that she 

ne and different heightened h

, factors that trigger her heritage consciousness include: (a) pride in Puerto R

blood, (b) pride in heritage and (c) a “lone ranger” mentality. 

Well, the fact that I’m maybe, you know, really just, as far as His

Puerto Rican, so my parents are, you know, both parents are Puerto Rican. An

my Hispanic background, I’m very proud of my heritage and I don’t try to hid

But I am aware that I am one of—I’m just really one faculty member of many 

who are Hispanic and—I mean and many faculty members who aren’t Hispanic.

So just being that one minority in the group, I’m certainly very conscious of that 

. . . I don’t think that the university makes it known. I do with my work. I think 
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my work demonstrates pretty much my background. But no, the university 

doesn’t necessarily promote that, no. 

Professor I pointed to an interesting phenomenon: the questions and assumptions

y colleagues about who she is reminded her of her differences. 

You know, it’s like a non-factor. It just doesn’t—when I was growing—I mean 

and this is where I think the background that you have as a Hispanic, growing up 

in the United States, I mean I was born and raised in New York, and then

up in—when I went to high school, I was in a white neighborhood in New

after I’d moved from the Br

minority mix, of minorities. When I went to high school in New Jersey, it was 

adjustment. And that was in the sixties and seventies, more like the seventies. 

Yeah, through the seventies. And I think that because I had grown up in a whit

community for the most part, and made some very dear, lasting high school 

friends that you keep in touch with, I didn’t have really—I didn’t necessarily 

project the fact that I am Hispanic. I look H

she’s—people usually approach me around here and they ask me, “A

Italian? Right?” And when I tell them that I’m not, they’re kind of surprised w

I say I’m Puerto Rican. And I will get responses from people like, “Oh, your 

family must be really proud of you,” you know. You know, and I kind of th

Oh, that’s an interesting response. Wouldn’t any family be proud of someone who 

were to become, you know, be on a tenure track route within a higher institution 

of learning?  
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 But I really just am just a faculty member. I think it’s 
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However, in a sudden twist in explanation, Dr. I noted that her place of links an

ship make the heritage a non-issue. Rather, her gender may have to do with her 

f place. 

But I think that, for the most part, to kind of get back to what you’re talking 

about, is that I think that it’s just a non-factor in the fact that when I’m at the 

university, I’m really just part of the faculty there. They’re not promoting my 

heritage. They’re actively looking for minorities and I think that they realize t

it’s important, and what was appealing in hiring me was the fact that I was a 

minority and that I could, with time, contribute to the student body and 

hopefully—I mean, any kind of minority student body, which I think Univers

“B” needs to have more of.

more of an issue that I’m a woman than I’m a Hispanic. Yeah, because in thinking

about this meeting and weighing these questions and looking over this in 

preparation, I was thinking, OK, what is more of a factor? Is it my heritage or is 

the fact that I am a woman? I happen to believe it’s the fact that I’m a woman. 

And I think that I’m really more sensitive to that than I am my heritage. And I 

think again because I seem to be very much an American, just in the tradition

sense that I, you know, did everything that an average white American kid would

do, you know, around the neighborhood growing up. I think that I’m just really 

assimilated into the culture, even though I have this incredible resource of what 

my heritage is from my parents. And my parents, you know, being Puerto Rican 
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was such a big part of my upbringing as far as culture, music, you know, the food 

you eat, the faith that you have, the kinds of strict sort of way in which I was 

raised, you know. So, you know, just getting back to the thing about being a 

woman, I think that seems to be more of a factor to me than it is being Hispanic. 

Offering a different point of view and being able to connect to other Hispanic 

s is what Dr. I states is significant about her Hispanic background at Institution B. 

I think just what I could offer, a different perspective, and I think I’ve counted 

more—I think one of the main advisors . . . recently sent me a young m

Hispanic student . . . and she wanted me just to meet with him. And I don’t know

you know, I never asked her why she felt it was really important that I meet wi

him. I assume it’s because he was Hispanic. And I was really glad to do that, I 

advise all ki

to know that, you know, what the program had to offer and the fact that I was 

among the faculty there and that he could feel that there was someone that h

could connect with and talk to.  

Sense of place. Professor I’s sense of place is anchored on acceptance by 

ues as they have acknowledged her role as relevant to the department. But she 

es with the gender induced acceptance versus heritage induced acceptance. 

So I certainly feel like I am part of that, and I feel that—many of my colleagues 

have told me over and over again how important it is for me to exert an influence

in the environment, and I’m not sure that that’s just again being Hispanic but 

more so being a woman in that environment. 
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Factors promoting her development of a sense of place include being involved, 

ons to lead and participate, and getting support from her department.  

That promote it? Hmmm. As far as maybe the director asking for me to contribute 

in different ways, I think that certainly is a factor. I’m constantly being asked to 

participate in many different ways, so I never feel as though that’s an issue, and 

there are always things to be done, and I’m involved in many, many, many 

aspects in the School of Art, and the range and the scope

broad. For example, right now I’m putting together—the first time I’m curating an 

exhibition, and it’s going to be in the main gallery, and it’s opening in Septembe

so just the experience of putting—being asked to curate an exhibition and this 

kind of support I’m getting is great, and it’s just been, you know, very challenging 

and a wonderful experience. 

To Professor I, factors that limit the development of a sense of place at her 

ion have little to do with heritage. For example, the resources allocated to any 

ent in comparison to resources to other units is a factor for her.: 

Limit? I would say—and I don’t think that has anything to do with Hispanic 

heritage, I think that generally I find that the administration is—there’s a gap 

between faculty and administration. There’s not much in between. It’s very hard

to kind of get directly to the administration and to be heard and for things to be 

really—for them to really understand the deficiencies within different areas that

really need to be addressed. And I realize, you know, in any institution there’s a 

lot of politics and there’s money issues and, you know, there’s always the mon
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issue, and I think that, though, I don’t know that we’re always being heard, and so 

I think that as a department . . . generally we’re kind of like considered, you 

know, not as important as, say, another department that has research and maybe

liquid crystals or something [laughing], you know, that has much more of a 

broader need and immediate need, it seems like, and they’re able to generate 

interest and money and all of that, whereas, with the art department, we tend to be 

really kind of swimming in deep waters without a whole lot of support. 

Productivity. Professor I described how her heritage intertwines with her 

ship: “inseparable twins.”  

My work is all about my family and my upbringing and it’s really a negative. 

Anything that I’m doing, the scholarship that I’m doing right now, is all based on

my heritage, and it has been that now for this project of—this work I’ve been 

doing since 2000,

project, and continuing on with it will probably be a lifelong exploration. But yes,

it has a tremendous amount to do with

er describing her scholarship, Professor I talks about her childhood. 

My father, when we were growing up—well, you know, I think the Hispanic 

culture is really a close-knit sort of family-oriented kind of culture, so it’s all 

very—that kind of nuclear existence where, as time went on, you know, I 

remember my grandmother living with us for a while after my grandfather passed

away, and how my mother would take care of her and, you know, it was just—an

then how, you know, everything was just very revolved around just the family and
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the family being together and having family gatherings, and that was kind of my

upbringing. My mother had five sisters, so a

were very strong women and they were very caring and nurturing and they all had

children, so we had a very large e

kids we would get together all of the time, and it was always around food and 

music, and so that’s the kind of upbringing. My work, my father would, as we 

were growing up, he photographed constantly, and I think that was part of the era 

when the first Instamatics came along, and the fact that you could just take a 

camera, and then movie cameras became available, and so the average p

just photograph, take photographs or have a movie camera and take movies.  

Professor I converts her family photographs into scholarship that benefit her 

ic career and her students: 

So my work is based on the collection of photographs and movies that my fathe

took, starting from 19—particularly for my father, from 1953, although I do hav

photographs of my grandfather when he first moved to New York in 1927. And 

I’ve actually worked with some of those older photographs and will in the future. 

But my father started taking movie film in 1953, and so I’ve gone back to some of 

those older films and, to make a long story short, have taken that analog and 

transferred it to digital and been able to extract film stills from those film strips, 

and take those stills and then do a grouping of paintings and drawings based on 

those old family shots. So, in the long run, what I’m trying to do is sort of build a

narrative of the life of a family, and to see how that comes through in the work. 
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Really, I don’t know what the viewer is going to get from that but I’m sure

be able to recognize—and from what feedback I’ve gotten from people who ha

seen the work in the past, how they really f

experience of seeing the work, that it takes them to a different place, a different 

time. And really the work is from the 1950s, so how one dre

very apparent in the work, so people feel as though they go back into a particula

time and have a certain experience and that takes them—they begin to think abo

the sort of things that they’ve experienced in relationship to the work.  

When asked if the university community valued her schola

 members into two groups, those outside the department and those within. She 

noted that she was not sure those outside of education valued her work but those within 

the department do. 

[Laughing] I have no idea. I don’t really—I feel that the immediate faculty and 

my colleagues within the School of Art value what I do. I mean they really 

appreciate the work that I do. And that’s because of the quality of the work. You 

know, I think—I kind of go off on these tangents but I’ll try not to go too far off. 

You know, I think as a Hispanic, growing up—or even as a woman, thinking th

whenever I do something I have to do it above and beyond the ordinary person 

because I feel as though that’s the only way I can get people to really appreciat

the work. So the quality of the work, it’s very important to me. And that’s been 

apparent in how people have . . . gone on to say things like—that the work has a 

virtuosity to it, which is very wonderful to hear because I put a lot of importanc
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 the years, have witnessed—and in my own experiences, you know, 
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think that my interaction with the students is much more of a nurturing, open 

into the work. I place a lot of importance in the quality of the work. So I think tha

my colleagues value that, and they see the value of that. As far as the unive

don’t know that the university is really aware of who I am and what I do, what

work is about, and the only reason I think they would be interested in it is, as I ge

closer and closer to assembling my dossier, which I’m doing actively every year

and then approach tenure, then they’re going to be

but I don’t really think otherwise they have a real clue.  

Professor I stated her heritage, perhaps her gender played a role in how she 

. The heritage helps her to trust and build a lasting relationship with students, to 

 and caring, and provide open communication with them. Her heritage does not 

age her to use a “strong hand” approach. 

Well, I think that there are different approaches to teaching, and I think that when

you—it becomes apparent when you’re in a large institution like [Institution B], 

so you do have a good amount of faculty, whether they’re full time or adjunct, 

and so you begin to see differ

And I, over

getting my different degrees, that I began, you know, to really understand th

there are different approaches you can take, and I always have kind of thoug

that it was important to being more nurturing, whether that’s being a woman or 

just having the type of upbringing of caring within my childhood, just sort o

Hispanic kind of approach to really loving and caring and sense of family, that
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I don’t know that this university is very aware. [Laughing] I just don’t think 

nd 

 job position available, they say, Well, we’re an equal 

and-so, and they make a record and they 

that, 

dialogue communication, so I’m always trying to get the students to be more ope

with me and fee

part of teaching. And the reason why I feel that way is because I’ve seen other 

faculty approach it differently where they are very critical and at times so brutally

honest with the student that the student is just torn apart. And t

that I’ve seen people take and on many occasions I’ve seen different faculty take

and sometimes you can show a strong hand, but I think that I like to take the 

approach of getting the trust of the student because I think in the long run, if I

have a closer relationship with that student, when I do have something critical to 

tell them that I th

and that because they’re open to me, that when I do come in and say something

that is very provocative, that it’s going to have, in the long run I’m hopi

positive impact.  

Professor I denied that the university community is not necessarily aware o

her Hispanic heritage impacts her teaching.  

they’re aware. It’s interesting. I think they’ve taken the steps, I think—this is ki

of my own feeling—that they’re probably going out—when they have a lineup 

and when they have a

opportunity university, we welcome so-

want to know who’s Hispanic, who’s African-American, who’s this, who’s 

and they open themselves up to that, but in the end, I don’t think they really have 
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, I think that because I’m living up here in this city 

ous—and with the art department in University “A”, I’m very 
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 CIA art department, 
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e a part of that group of people who will 

here, and I think that my students, the older students, the more mature students, 

any idea of the impact or what eventually that’s going to do, or they track with 

that at all. I don’t really get a sense of that. 

So, as a result, it had a no impact on her sense of belonging to the institution bu

act is more with the community. 

None. [Laughing] Except that I think I did write something about that. I th

more in this city, you know

I’ve made a tremend

close to a lot of the faculty here. We’ve really been able to get together, and this

not university initiated, this is faculty initiated, we have actively made 

connections with the University “A” art department and the

and we’ve tried to make it more of a northeast Ohio kind of community in which

we rely on one another for bringing in particular artists from out of state, we’re

constantly letting each other know what’s going on within our departments, so 

that we can work in unison. So I’ve been able to become very active within th

community and a couple of weeks ago was invited to participate in sort of a think

tank meeting with different people within the community, so sort of for examp

the executive director of the Spaces Gallery, a woman Amy—well, I don’t have to

mention names—a woman who has been a writer here in Cleveland for many 

years and founded Angle magazine, to b

then, say, determine maybe what kinds of people that the public art program can 

bring in to the community. So I feel like I’ve been able to actually be a presence 
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certain degree within the art community. 

The quality of Professor I’s work comes into play in the community acceptance of 

er which sh ced through positive community feedback.  

Well, a large part. I mean I think that’ hy I’m able to—that’s why I’ve been 

invited to do certain—to be involved with, again, the public art program, and I 

think that my work has been—there have bee articles written in the 

papers about my work, so it’s getting a positive feedback 

Relationships. Professor I used several adjectives to describe her relationships: 

reat, wonderfu ut she indicated her ustration about her relationship with her 

ean. She wou at the dean has dire knowledge of h

I have a great relationship with my ues. That’s primarily the other faculty 

 [laughing] there’s always one or two that—but for the most part, I feel like 

I have a great relationship with the faculty. As far as the director of the School of 

Art, I have a good relationship with, but I’m also feeling like she’s kind of the 

connection to being more administration. I think the dean is aware of who I am, 

but I don’t really think that I have a relationship at all with him, and it kind of 

bothers me a little bit because I think that, though I don’t really—I think all of his 

information is coming through the director of the School of Art. He’s not really 

going to the source of a lot of opinions and concerns that we have as we work 

are aware of what I’m bringing to the table. So in that sense, certainly an 

acceptance or I’m certainly involved, and I’ve been asked to be involved to a 

h e experien

s w

n different 

g l, good, b fr

d ld prefer th ct er. 

 colleag

members. I have a really wonderful relationship with them, overall. I mean, you 

know,
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down in the trenches, I call it, down in the trenches, and faculty are down in the 

trenches. And I think that he’s getting a lot of his information through the 

director, so it all depends upon the director, and that, I th  unfortunate. I 

think that the dean should be speaking more directly with his faculty, you know. 

The type of relationships described in uperlative terms has an impact of how a 

culty d sense of place. Professor I noted that: 

Well, certainly I would think it would have a tremendous impact. It’s never been 

an issue for me because, again, I thin lleagues as a whole rely on each 

other usly, and anytime we can get a new facul to come in full 

time, we’re like, Oh, well, great, we’re so glad you’re here, and we need you, and 

this is what you need to do. So the r been an exclusion, I think, it’s 

very one of us is needed and we just—this is a 

deficit in the faculty that we really need everybody to be—I mean we couldn’t—

there wouldn’t be an opportunity to exclude anybody because everybody is so 

important to the department. 

Dr. I’s Sociogram 

In reviewing Dr. I’s Sociogram, the relationships that were rated as “Most Highly 

Important” (+5) include the Dean of the College, Department Chair, Students, and 

Colleagues within the Department. The Program Coordinator and Colleagues within the 

College were rated as “Highly Important” (+4) whereas Office Staff members and 

Colleagues within the University were rated “Moderately Important” (+3). However, 

ink, is

 s

fa evelops a 

k faculty, co

 tremendo ty member 

re’s neve

always been just simply because e
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Profess s 

within 

Nevert

 I 

In term

rated a

relation

Office 

Univer her 

Dean: 

e 

Profess

s been tremendously 

wonderful. I don’t think it has anything, you know, the—I think she understands 

or I admitted that her Hispanic heritage plays no role in cultivating relationship

the institution. 

I don’t think that there’s a factor there at all. Again, it seems like it’s a non-issue. 

I just don’t feel like that that has been a subject at all in the time I’ve been here. 

heless, her heritage impacts her relationship with her students: 

Oh, absolutely. I think the students actually are more aware of anything, I mean 

because you develop—I develop, because of, again, this nurturing approach that

take, I have very, very strong relationships with my students, so they’re very 

aware of who I am and what I do and what I bring to the table, so yeah, I would 

say most, most. 

s of current relationships, students and colleagues within the department were 

s “Most Highly Positive”: “Colleagues, very strong. I have a very great 

ship with my colleagues.” The Department Chair, Program Coordinator and 

staff members were rated as “Moderately Positive,” Colleagues within the 

sity as well as the dean were rated as “Neutral.” On her relationship with 

Neutral, I guess, you know, he just—I mean I think there are probably positiv

things that are communicated to him overall, but I don’t really have a relationship 

with the dean at all. 

or I described a very supportive chair: 

I don’t—she’s been very, very supportive of me. She’
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And pr

k 

everal 

areas o

colleag for 

her dev e 

positive d to be strengthened 

 a significant contribution to her sense of place at her institution. 

 nd 

 

who I am as a person and she, I think, appreciates my approach to dealing with 

the student body and how I communicate with my colleagues, and that I’m 

more—I’m very much more diplomatic than some of my colleagues could be. 

They could be very closed-off and black-and-white about certain issues. So I

think she appreciates that aspect. I don’t know that it necessarily has any 

relevance to my heritage. 

ogram coordinator, 

He is wonderful. He’s really great. I don’t—and I don’t know—I mean I thin

I’m—certainly everybody is aware of my background, you know, but it doesn’t—

it’s not something that necessarily comes up in discussion. 

Dr. I’s Sociograms (see Figures M17 and M18) reveal that there may be s

f concern with her relationships with her Dean, Chair, University and College 

ues since her current relationships are not as high as her ratings of importance 

elopment of her sense of place. However, her other relationships seem to b

 and strong. It seems that her weaker relationships may nee

since they can make

Heritage. Professor I described how her Hispanic heritage affects her service a

institutional issues of concern of her. She saw herself representing the minority voice and

views when it came to minority student issues. 

Well, certainly I think it’s great that [Institution B]—but I think that they’re 

expected to and I think in our culture, or in this world we live in today, I think it’s 
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Figure

place—

important that—well, the universities know that we’re the largest minority, as

were saying before, the statistic, and that there’s a tremendous presence—whether 

 M17. Sociogram—Importance of relationships in the development of a sense of 
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or not there is in [Institution B] yet . . . There really isn’t any—not that many 

tution 

 to bring in qualified faculty who 

m these different groups, and I think in the long run, it’s going to have a 

st way, if 

 with a student, a minority student of some kind, then I would make 

as 

ay not look, you know, it may not be coming across in the best light if 

ay 

 than 

ould 

tage 

students here. I come across one or two a semester, you know. But I think 

certainly I’m bringing the institution—I mean I think my value for the insti

is great. I think that it’s wise that they continue

are fro

tremendous and positive effect on the university, so I think that my service is 

important, and I think what I contribute to the school is of tremendous value in 

that regard. And I’m aware of that. Personally, I’m aware of that. And I make it a 

point that, if an issue comes up that I think isn’t being handled in the be

it has to do

my opinion known and I would try to have an influence in making sure that it w

handled, if I felt that it wasn’t being handled right, or that it may not look in the 

best—we m

we’re handling something a certain way, because maybe some of the faculty m

not be as sensitive to something as, say, I might be. And I think that my 

colleagues, whether it’s the faculty or the director or the dean, would more

likely seek out my advice on it, if there was something that they felt was 

important enough that they wanted to get my opinion on it. I think that they w

approach me and I think that was something I could contribute to the school.  

Professor I described how the university benefits from her Hispanic heri

through the influence of her work and visibility of this area. 
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y 

not sure if it was 

f students 

I 

g 

Recomm

red the following recommendations for Hispanic faculty who 

u are, 

I was just trying to think of what has been important for me. I 

ght 

The only way I could think of is through my work, but I don’t know that there has

been—you know, it’s not like I’ve had a solo exhibition . . . and I showed m

work at the [Institution B] Campus, and I think that that—I’m 

the subject matter of the work as much as it was just the work itself, had an 

impact on that student body and as a result—I’m not going to say that—I’m not 

going to take credit for everything but we were able to attract a group o

from the University  “B” Satellite Campus over to the University “B” Main 

Campus. And again, I’m not sure if it’s certainly the subject matter but how 

would the university benefit? I mean I guess it would just be whatever dialogue 

could create outside of the university, whether it’s here in Cleveland. In the lon

run I like to think that the [Institution B] influence can be felt here up in 

Cleveland. And I think to the degree that I can be active here in Cleveland, and if 

it has anything to do with the work and the subject matter of my work, that’s 

great. And so I think that the university would then certainly benefit from 

whatever influence I could have outside of the university. 

endations 

Professor I offe

would want to work within a predominantly White institution: Do not hide who yo

promote yourself, work hard, and understand the inner workings of the university. 

Well, certainly—

think that any decisions or direction that I’ve taken, and again I’ve always thou

that it’s really important to be—that I take the work seriously, whether it’s 
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ly 

t in the work and it’s part of who I am, but I don’t go out of my 

hem 

ould 

same time, 

 be—I 

’s 

and that, not only does it benefit the 

tand 

tive way. 

teaching, whether it’s my own scholarship, you know, my own research, that 

everything I do, I want to make sure that I’m doing the best work I could possib

be doing. I try to—I certainly don’t hide the fact that I’m Hispanic, and it’s 

certainly eviden

way to—you know, I don’t make that a big issue, but I do when I think it’s 

important, when I think it’s very important, and I guess, again, that has to do with 

if there’s any way that I could make people aware of the situation if I think things 

are not being handled, if it had directly to do with minorities. But I think that, for 

example, when I was applying for the position at [Institution B], I did make t

aware of my heritage, but I also wanted to make it apparent to them that I c

be both very much a part of the faculty, that I could fit in very well to that faculty, 

and at the same time I’m bringing in, you know, this kind of influence which is 

different from what others have to offer within [Institution B]. So I think it’s 

being able to promote who you are and I think that’s very important. And I think 

overall Hispanics are very, very proud of their heritage. I think generally as a 

group we love who we are and what our family means to us. But at the 

I think it’s important that we have a broader understanding and that we can

think it’s important for us to understand the inner workings of the institution. It

very important. And that the more we underst

school and your coworkers and your students, it benefits you. If you unders

how things operate, then you can work within the system in a very effec
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survive and thrive, Professor I observed that institutional measures adopted to help 

faculty

 

ore relevant in other institutions. I think in general it’s just faculty 

ithin 

t 

 

sition in the first place. 

ou 

n issue . . . I’d kind of like to go back to the woman 

r greater being a woman, and it’s 

 

In terms of recommendations for institutions to adopt to help Hispanic faculty to

 in general are applicable to Hispanic faculty. She noted that in a male dominated 

work environment, the gender issues may be more important than her ethnic heritage:

It may be m

itself, you know, I mean I think the issues that are important to surviving w

this type of, you know, in an institution such as [Institution B], is something that 

is important to all faculty, whether you’re Hispanic or not. And I’m not sure wha

else can be done simply because I’m Hispanic that would make it any easier

within the institution. Really, I believe it’s what we bring to the table, and I think 

that, being, you know, actually hired for a particular position and, you know, by 

saying, Yes, we’re going to bring you in because we want you here, you know, I 

think that that in itself is certainly a plus, to be in the po

Afterward I don’t know specifically what one can do, simply because you are 

Hispanic. I think it really is just how faculty can survive and thrive overall so, y

know, that’s so much of a

issue [laughing], you know, again as being a woman, I think that I’m finding that 

the influence that I’m having is probably fa

because we—I don’t know, I haven’t met or talked with a lot of people in other 

departments within the university, but I know in the School of Art, for many,

many years it’s very male-dominated, and particularly in the fine art department. 

So I think that that’s making an impact, much more than your heritage. 
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Univer

Profess

CV Ana

 

pers delivered. 

She ha

at Univ

Dr. J’s

 

within er 

Hispan

scious of being Hispanic within my institution’s community. In 

rricular activities like the Spanish Coffee Hour, and [unclear] member of 

And fa e 

her firs

appreci

membe

Dr. J. at Institution B 

Dr. J is a 55-year-old Assistant Professor of Modern and Classical Languages at 

sity B. She is a native of Puerto Rico and has been tenured for three years. 

or J has been with University B for six years.  

lysis 

Dr. J has written a total of 10 publications, two accepted publications and one 

forthcoming publication. Dr. J has a total of 7 works in progress and 10 pa

s had six honors and awards and numerous citizenship activities during her tenure 

ersity B. Dr. J has taught a total of 14 courses at her current institution. 

 Interview 

Consciousness. Dr. J stated that she is very conscious of her Hispanic heritage 

her institution because she is a native speaker and her academic work is about h

ic heritage. 

I am very con

addition to being a native speaker of Spanish, I do research in Hispanic Studies as 

well as the Spanish literature. My research focuses on teaching and other 

extracu

the Women’s Studies who presented at my department on Hispanic women. 

ctors that are significant about her Hispanic background at this institution includ

t hand knowledge of her scholarship, her recognition as an expert, their 

ation as authentic, and their acknowledgment of her as a knowledgeable faculty 

r. 
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“home”

cases, D

ee 

 I mean they make me feel very welcome. And the 

 

Coffee Hour . . . Anyone is welcome to attend. 

  

, 

n 

 

Hispan

of heritage connection. 

I would like to see this university recognize more the Hispanic population, in 

different ways. Maybe to have, for example, maybe a more visible committee, or 

The students who are pursuing the major or minor in Hispanic studies appreciate

my being a native speaker, who can provide them with authentic and very 

knowledgeable material on Hispanic culture and literature. 

Sense of place. Dr. J indicated that developing a sense of place is finding a 

 within micro-communities within the larger institutional community. In her own 

r. J found a working environment in three units within her institution. 

I’m very proud of being a [Institution B] faculty member, but I feel that I fit 

mostly in three units: the Spanish unit, Women’s Studies, and the Spanish Coff

Hour. Well, I think in my unit, because here is where we have the students and 

where I teach . . . and Women’s Studies, because I feel part of that group. The 

issues that they discuss,

Spanish Coffee Hour because we have the students and also other people from the

community attending the Spanish 

And sometimes we have students from other areas of studies, so not just Spanish

. . . So some people from the community, or native speakers from Peru, Mexico

anyone that you know that you want to bring here to the coffee hour. So it’s ope

to everybody. 

Dr. J noted that the lack of recognition of Hispanic events, the absence of 

ic heritage week, and a lack of visible celebration of Hispanic culture limit levels 
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ke the Hispanic Week more visible. I don’t think it’s very, very 

as a 

olarship 

ly because all my research has to be with literature in Spain 

 a certain amount. They have 

 

 that her sense of pride is the foundation for her sense of 

belong  

ersonal pride—is essential: 

maybe to ma

visible. Instead of being in charge of students or a small group, just to be more 

committed to something bigger and probably to take us more in consideration 

diverse group. 

Productivity. Dr. J indicated that her Hispanic heritage influences her sch

completely. “I think complete

and culture and Hispanic culture and literature, so completely, and write just in Spanish.” 

And she stated the university community only values her scholarship for promotion and 

tenure purposes. In her words, she consciously appreciates her work as a part of the 

university production and not necessarily for the intrinsic merits or contributions. 

[Laughing] I think they recognize your production, and especially for tenure and, 

you know, for ranks, they count. You have to publish

a place downstairs in at least this department where they exhibit your books. But I

don’t think that—if you’re a great, great scholar, I think they have a nomination. 

But other than that, I don’t think that there is a lot of recognition of what you do, 

or I don’t think that many of them are reading anything that you write. 

Dr. J pointed out

ing. Given the unified community appreciation of the kind of work she does, a

strong sense of pride—p

I think my own sense of pride is what makes me feel I’m belonging to the 

community. I think it’s just—coming from myself, yes. When you say 
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“community,” because the community is e way it’s 

just probably this unit. 

Dr. J stated that there is a sharp influence of her heritage. H e in her culture 

d her to quickly volunteer to develop three or four courses relevant to the Hispanic 

ulture and issues. 

Oh, greatly, you know. I’m so proud of being Hispanic, and I include my 

Hispanic heritage in everything that I teach. I created many courses here. When I 

arrived to [Institution B] one thing that I saw was no—there was one course on 

women, but no—for example, there was not  literature or 

Mexican-American, so I created like thr r courses just really in that area, 

and I think if that had been my application to this college and to the unit. And my 

ng that I can to prepare for teaching in this area.  

She sees her students as valuing the influence her heritage has on her teaching. “I think 

my students specifically, they are the ones [who appreciate] my teaching [the most]. I 

think they appreciate that a lot.” 

Dr. J sees some connection between the community and her teaching. Her service 

is done for the community outside the university.  

Well, I think the community, I don’t do a lot of community service outside, but I 

have been doing something like working with the Amigos Program, helping 

people like Mexicans, but it doesn’t have to do anything with research. It’s more 

service . . . Not connected to my research, but in some way connected to my 

so small [laughing], in som

 er prid

le

c

hing like historical

ee or fou

students really love those courses. So I feel so proud of being Hispanic and I do 

anythi
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teaching, because, for example, with the Amigos Program, what I do is that, if 

they go to a Hispanic country to do all the service that they do, I can advise them, 

I can give them an independent study and I can connect their service in that 

country with teaching. So I find a way of connecting with my teaching, but not 

exactly with scholarship, like research, no. 

ted that students recognize the quality of her work and accept it. However, 

he believes, minority faculty have to work twice as hard to be accepted. 

If I think more like in community here, like the students, I think the quality of my 

jo tant, and I think that t y accepted that and they like it and that made 

me feel at the same time accepted by them . . . and another thing that I think is 

that, on the other hand, is that being a minority, you have to work like double. 

 accepted or for them to accept that you are 

doing a quality job. I have this feeling that I have to work double, to be visible, to 

be accepted. 

Relationships. For the most part, Dr. J described her relationships with colleagues 

as good. She, however, noted that she has to contend against patronizing attitudes from 

“White men.” 

I think there is a good professional relationship with my university community. 

Although once in a while you may find patronizing attitudes from some white 

males [rest unclear]. I have seen that not a lot of times but I have seen that. I can 

give you an example. At the beginning of my studies, the first year, one person 

called me to his office because when I filled out an incomplete form for one 

Dr. J no

s

b is impor he

You have to—probably to be more
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ue. I just wrote the grade that that student had at that 

st 

 called me at home. He made his secretary call 

u 

t 

 se of 

belong

y students. So I feel well and especially 

ir that we have right now, I think I appreciate his help, his way of 

at increased my sense of value to 

student, there was one statement that was ambiguous, ambiguous and I think it 

was not a very important iss

time. And that person insisted that I have to grade it with an F. It was my fir

time here. And he got so mad. He

me at home, told me that I have to come here. It was [rude], just to bring me to his 

office, to give me a huge speech, telling me that, “You don’t understand 

anything!” And so, like, “Do you understand this?” And I said, “Yes.” “No! Yo

don’t understand anything!” And just really mad and things like that. I think—

things like that. Once in a while you can find someone like that, and I think it has 

to be work with males and administrators that are kind of in power positions. Bu

it’s not very common.  

Reflecting over the quality of her relationships and their impacts on her sen

ing to the institution, Dr. J stated, 

The good thing is I have quality relationships with mostly everyone in here, but 

the students, there is not a quantity that I have a lot, a lot, but I think I get well 

with almost everyone here, and with m

with the cha

doing this. So I think it’s a really good relationship and that makes me feel well. 

They made me feel welcome and accepted and th

the institution. 
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Dr. J’s

 ost 

“Highl

were h es 

within 

“Some

 her 

student

(+4), O

College (+3). The Dean of the College received a rating of neutral (0). According to the 

chart, D

tive relationships (Chair, Office 

Staff, S the 

wide d as 

importa

Univer

re 

related

 

 Sociogram 

In analyzing Dr. J’s Sociogram (Figure M19), those relationships deemed as M

y Important” (+5) were her students. Those rated as  “Highly Important” (+4) 

er Department Chair and Colleagues within the University followed by Colleagu

her Department; Office Staff members and Dean of the College rated at 

what Important” (+2). 

From Dr. J’s current relationships (Figure M20), those rated the highest were 

s (+5) followed by her Department Chair and Colleagues within her Department 

ffice Staff members, Colleagues within the University and Colleagues within the 

r. J fits into category one where her highly important relationships are positive in 

nature and the degrees of those relationships remain strong. 

For Dr. J, her diagram reveals several strong posi

tudents, College Colleagues and Departmental Colleagues) as characterized by 

iagram in Figure 21. Current relationships rated slightly lower than those rated 

nt for her development of a strong sense of place include those with the Dean and 

sity Colleagues. 

Heritage. Dr. J’s heritage gives her confidence in institutional areas that a

 to her heritage. 

Well, I think my Hispanic heritage makes me feel confident to working in some

areas, of service and especially in the issues that have to do with culture or 
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Figure M20. Dr. J’s current relationships 
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informing of Hispanic students or curriculum, curriculum for the Spanish unit. So 

I think it plays a great role. 

And the university benefits from her Hispanic heritage in her classroom, in 

service and in diversity. She noted that: 

I think that being a Hispanic and being a native speaker and doing your job well, I 

think you can give the students a better program definitely, so I will say that it’s 

good for them to hire—Hispanics are really, really well prepared, and they can 

give an excellent education and more authentic materials and more authentic 

information to the students. So I think the excellence, they always appreciate that, 

having that quality information and kind of education, that they know that they 

can come to you and you’re always going to have an answer that is more accurate. 

So I think the university really, really—that we are really valuable for the 

university. In service, probably if the university is thinking more about making 

more relationships with the community and because of the increasing number of 

the Hispanics. having us also will be really good for the university, just to make 

the connection with the community. 

Recommendations 

 Dr. J has a number of recommendations for Hispanic faculty. These include: do 

not expect an easy ride, become visible, and work hard. 

I think just from being a Hispanic and a minority, you’re not going to be granted 

anything. But, I think you have to work really hard, to become visible and 

respected, and you have to work really hard, and I think we have a lot more 
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nions, 

 in that you know what you’re saying and you know 

 else 

erson has more linguistic 

 a 

ognize you, 

ou have to demonstrate that, because if not, 

nic 

inistrators stop 

nd 

take mo

 use that. We need a good mentoring program, I think. We 

uble for 

can-Americans, that I think 

on, and 

ispanic 

community, definitely. We have to be more included and more visible. 

pressure, a lot more pressure, to being visible, for them to accept your opi

your presence, everything

what is good. So we have to fight for a position here. And probably someone

that is not a Hispanic, I can say that probably, if the p

skills or—but—so, no, you have to fight double, I would say. You have to do

lot. You have to be working really, really, really hard for them to rec

just because—I think probably it’s because we are Hispanic and you have to 

demonstrate that you are excellent. Y

probably they may label you as lazy and incompetent, so you have to be Hispa

and excellent in order to be visible. 

For predominantly White institutions, Dr. J recommended that adm

patronizing minority faculty, recognize that diversity is more than African Americans a

re actions to include the Hispanics at all levels:  

I will say that it’s really essential for administrators not to use their position of 

power to patronize Hispanics, just because of the language, ethnicity, race, or 

gender, that they cannot

need it for anyone who is working for the tenure, but I think we need it do

one who is tenure and Hispanic. And also I will say that the university to 

recognize that minority and diversity is not just Afri

you can state in some way lacks recognizing our presence, our producti

our contribution . . . but I would like to see more action toward the H
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at two 

predom s. The analysis of data went in three forms. 

ned from 

curricu  

critical s. Presentation of summary follows the following order: 

k consciousness 

faculty and administrators of predominantly 

Summary 

This chapter provides the summary of data analysis for 10 Hispanic faculty 

inantly White universitie

Phenomenological data obtained through interviews, record of productivity obtai

la vitae, and Sociogram data obtained through faculty ratings of relationships with

 constituent

• Introduction of the participant 

• Summary of productivity 

• Perceived level of heritage consciousness 

• Teachers that promote and thin

• Development of a sense of place 

• Heritage influence on productivity 

• Relationships and relevance to the development of a sense of place 

• Benefits of heritage, and 

• Recommendations to Hispanic 

White institutions. 
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