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CHAPTER 1

INTRODUCTION

The research on educational leadership has largely excluded the voices of females and
minorities (Benham, & Cooper, 1998). For years, this lack of research was not considered
problematic. The over-arching belief was that race and gender were inconsequential (Bass,
1981).

The United States continues to grow more ethnically diverse. As we have entered into
the 21* century, this has prompted concerns about leading ethnically diverse student
populations in U.S. schools. This implies that female and minority principals may play an
important role in accomplishing schools’ goals (Cox, 1994; National Association of
Elementary School Principals, 1998). Treverton and Bikson believe that America’s ability to
shape the world in the 21 century will depend on the quality of its leaders (2003). Further,
Treverton and Bikson feel that the nation is generating too few leaders who combine
substantive depth, with a global knowledge and viewpoint (2003). Despite this, the research
data shows that females and ethnic minorities are under represented in educational leadership

positions.

BACKGROUND

The lack of female and minority principals is seen by many as significant to schools,
as today’s students are far more ethnically and racially diverse than students of yesteryear. In
2000, 39 % of public school students were categorized in a minority group (U.S. Department
of Commerce, 2000). In addition there exists a growing shortage of school principals at all
levels K-12 (Education Research Service, 1998). As the “baby boom” generation reaches the
age of retirement, this number could reach as high as 60% according to a study conducted by
the NAESP (National Association of Elementary School Principals, 2000). At this rate the
U.S. Department of Commerce (2000) estimates that the number of principals needed to fill
positions vacated by attrition will continue to rise, along with school enrollment for many

years.
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STATEMENT OF PROBLEM

The need to understand the perceptions of women of color has become increasingly
more significant as schools of the 21* century have evolved into ethnically diverse and
multilingual communities. Multicultural learning communities have brought to light the
challenges of leading ethnically diverse schools in the United States. This suggests that
female and minority principals may play an important role in accomplishing schools’ goals
(Cox, 1994). Despite this, few minority women are in school leadership positions, and fewer
still are ethnic women exploring issues of leadership diversity (Matthews, 1986). This is
particularly true for Asian American females. As the Asian American population in the
United States has become one of the fastest growing minority groups, the need to increase
Asian American representation in leadership, particularly female representation has grown
(U.S. Department of Commerce Economics and Statistics Administration, 2000).

Despite this need, Asian American female school administrators continue to be
underrepresented. Research on Asian American female school administrators is needed to
uncover patterns based on their Asian background in their pursuit of an appointment in

school administration.

PURPOSE OF THE STUDY

The purpose of this study is to examine a population of practicing Asian American
female school leaders, to identify barriers and enablers to their success. Based on their
experiences, suggestions were made for effectively training, recruiting, and retaining Asian
American School leaders. A Delphi study was conducted to examine Asian American female
school leaders and their perceptions of barriers and enablers, as well as their insights of
educational leadership. Data was collected utilizing the Delphi technique with a panel of
Asian American female administrators. As the voices of Asian American females
administrators make visible the challenges they faced in their journey to leadership, they will
they be more able to contribute and inform leadership practice, recruitment and preparation

programs in the field of education.
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RESEARCH QUESTIONS
An expert panel of thirteen Asian American female administrators were surveyed
using a Delphi method. The following questions were posed:

1. Why do Asian American women continue to be underrepresented in the ranks
of educational leadership?

2. What are enablers and barriers to Asian American women working towards a
principalship?

3. How do Asian American women currently in the ranks of educational
leadership overcome these roadblocks to ultimately become successful school
leaders?

4. How does looking through multiple cultural lenses impact leadership style?
5. How can policy makers, school districts and universities improve current
recruiting efforts, training and support to increase the number of Asian
American females who choose to enter the ranks of educational leadership?
LIMITATIONS OF STUDY

The established use of the Delphi technique as a consensus-building and forecasting
tool makes it appropriate for use in this research study. This study used the Delphi technique
in an effort to forecast and gain consensus about the perceptions, barriers and enablers of
Asian American female administrators in educational leadership.

The Delphi technique relies heavily on the knowledge and opinions of the expert
panelists, and their willingness to take part in all phases of the study. These aspects
potentially add to the strengths and weaknesses of the Delphi technique. In this study every
attempt was made to identify participants with a background and knowledge base to
contribute to the study. The demographic data gathered about the panel participants will
indicate the degree of their expertise in the field. Every effort will be made to draw in experts
in the field of educational leadership and to motivate them to complete all phases of the
study. Despite this, the study is limited by the degree of expertise and cooperation of the
participants.

Researcher bias is a limitation to this study, particularly when the study is in a field,
as well as an ethnic and gender group to which the researcher is closely connected. The
researcher in this study is an Asian American female who has served in the field of education

for 13 years, the last 3 years as an assistant principal at a middle school and currently as
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principal of an elementary school. Nevertheless, this researcher’s history and background
provided the impetus to move educational leadership research on a journey to address the
lack of female minorities. In an endeavor to guarantee against any possible bias, an
independent consultant reviewed all the materials and results.

This particular research study serves to better understand how the choices and lives of
women and minorities are impacted by professional organizations. Information from this
study could help universities, and school districts facilitate policy, leadership and recruitment
programs in an effort to increase diversity in educational leadership. The next chapters
address the following:

o Chapter 2 is the Literature Review which supports the need for this study through
the research of others. It delves into the research on modern day principals, the
shortage of principals and what the research says about minority and female
educational leaders.

e Chapter 3 explains the Delphi method, the research technique which will be
utilized to conduct this study.

e Chapters 4 explains the data analysis
e Chapter 5 contains the new information which evolved from the analysis of the
data.
EXPLANATION OF TERMS

The following terms had meaningful relevance throughout the study:

Asian American—The Race and Ethnic Standards for Federal Statistics and
Administrative Reporting (U.S. Census Bureau 2000) defined being Asian American as: A
U.S. citizen or resident having origins in any of the original peoples of the Far East,
Southeast Asia, the Indian subcontinent, or the Pacific Islands. This area included, for
example, China, India, Japan, Korea, the Philippine Islands, and Samoa.

Cultural lenses—The world is a myriad of cultures and traditions. Ones cultural lens
is based on ones understanding of ones own culture and traditions. Culture dominates
people’s lives; it forms the framework within which people understand and make sense of the
world. A broad definition is: a set of guidelines which individuals inherit as members of a
particular society, and which tells them how to view the world, how to experience it
emotionally, and how to behave in it in relation to other people, to supernatural forces or

Gods, and to the natural environment' (Helman, 1994).
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Delphi method—A technique to arrive at a group position regarding an issue under
investigation, the Delphi method consists of a series of repeated questionings, usually by
means of questionnaires, of a group of individuals whose opinions or judgments are of
interest. After the initial questioning of each individual, each subsequent questioning is
accompanied by information regarding the preceding round of replies presented
anonymously. The individual is thus encouraged to reconsider and, if appropriate, to change
her previous reply in light of the replies of other members of the group. After two or three
rounds, the group position is determined by averaging (Linstone, & Turoff, 1975).

Minority—a group of people who differ racially or politically from a larger group of
which it is a part.

Role theory—is rooted in the notion that role defines how individuals are expected to
behave, how individuals in specific roles perceive what they are supposed to do, and the
actual behavior of individuals (Toren, 1973).

School leadership—The capacity to guide and direct a particular group towards the
goal of excellence or improvement.

A clear understanding of these terms will be helpful in making meaning throughout
this study, but especially so in the chapter which follows. Chapter two is a review of the
literature in educational leadership as it pertains to women, minorities and specifically Asian

American females.
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CHAPTER 2

LITERATURE REVIEW

This chapter will examine the research on the following topics to support the need for
further research on female minority school administrators. The sources searched in this
review of the literature were dissertation data banks, university journal, book and article data
banks, web sites pertaining to education, leadership, diversity and the Asian culture.
Additionally, the knowledge and expertise of educators K-12, as well as in the higher levels
of academia were used to identify specific literature in support of this study.

e Role of the school principal

21 Century school principal

The shortage of principals

e Recruitment of school principals

e Females and Minority Perspectives on Leadership
e Role Theory

e The feminine experience

e Female leadership

e Minority school principals

e Delphi studies on leadership

ROLE OF THE SCHOOL PRINCIPAL

In the last several years the field of education has been the subject of nationwide
reform movements. Principals are a crucial part of school improvement. Without effective
principals, highly skilled teachers become frustrated, ineffective teachers stagnate and the
resources of parents and community members go unused (Jones, 1995).

As public accountability for raising student achievement in schools increases, the
accountability for educators has risen as well. This is particularly true for school site
principals. No longer are they mere managers who sit behind a desk to field paperwork and

conduct the daily operational minutia which comes with the running of a school, they are
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expected to be much more as a 21% Century Principal. Savvy in the workings of
communication and skillful in collaboration, principals of today must understand their
learning communities more broadly and deeply then ever before (Kelley and Peterson, 2000;

Peterson, 1999).

THE 21" CENTURY SCHOOL PRINCIPAL

With the onset of the 21 century, principals now face a greater responsibility for
working with diverse communities and parents (Peterson, 2001; Peterson, 1999).
Accountability for student achievement has risen significantly and there is more pressure to
implement educational reforms and programs in classrooms. The work of a school principal
is consistently interrupted by a stream of issues that must be attended to, reports that must be
completed, and people who want some of the principal’s time.

As the public demands for higher accountability grow, principals are becoming
instructional leaders of their school sites, having knowledge of best teaching practices, and
having the ability to provide instructional supports to teachers in the classrooms.

The National Association of Secondary School Principals (2001) defines its mission,
in part as “strengthening the role of the principal as instructional leader”. Further, state
legislatures have mandated that principals serve as instructional leaders, and school districts
have set up job descriptions for principals to include instructional leadership (DuFour, 2002).
As a result, principals of today must be able to lead and instruct with veracity and quickness
as they deal with the never ending tasks and interactions that come with the role (DiPaola, &

Tschannen-Moran, 2003).

SHORTAGE OF PRINCIPALS
The job of a principal is a complex one, and filling principal vacancies can be “as
elusive as the search for the Holy Grail” (Jones, 1995). In 2000, Katherine Whitaker
conducted a study surveying superintendents’ perceptions of the quantity and quality of
candidates for school principals. While the Bureau of Labor Statistics (2003) predicted a 10
to 20 % increase in the need for school principals through the year 2005, nearly half of the
districts surveyed reported a scarcity of candidates for principal positions (Whitaker, 2000).
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The prime reason for the shortage according to Whitaker (2000) was that future
school leaders believed that principals’ salaries were not commensurate with the
responsibilities they must shoulder. In addition, approximately a third stated the job was too
stressful; 27 % stated the time commitment was too great; and 14 % were discouraged by the
difficulty of satisfying parents and community (Whitaker, 2000). Minorities, already in
limited supply for the principalship, will be even harder to recruit because of such concerns.
Among the districts surveyed, 64 % replied that no qualified minority candidates applied for
openings (Whitaker, 2000). Based on Whitaker’s study (2000), it was found that
superintendents were concerned not so much about the quality of minority candidates, but the
quantity. Minority candidates simply do not exist in great percentages.

During the spring of 2000 the National Association of Elementary School Principals
conducted a statewide survey to investigate the nature of the principal shortage. Their survey
as in Whitaker’s study, noted a growing shortage of school principals at all levels k-12. The
attrition rate of principals throughout the late 1980’s and ‘90’s was 42%, and was projected
by the NAESP (2000) to remain at least as high throughout the early 2000’s. At this pace the
U.S. Department of Commerce (2000) believes that the number of principals needed to fill

positions left open through attrition will continue to rise.

RECRUITMENT OF SCHOOL PRINCIPALS

As the principal shortage increases, changes in the principal’s preparation and job
description are necessary to attract dedicated and qualified candidates (Gilman and Givens,
2001). One of the challenges of identifying outstanding programs for the recruitment,
selection, preparation and retention of principals is that there is not a clear understanding of
the career stages of the position (Peterson, 2001). University training programs, school
district administrators, human resource managers, public agencies, private providers of
professional development, policymakers, and current principals are all significant parts of a
disjointed system that is responsible for outlining the knowledge, skills, and abilities of a
principal (Peterson, 2001).

Data collected by the U.S. Department of Education indicates that the number of male
principals far exceeds those of female principals. According to the U.S. Department of

Education (1996) only 35% of all U.S. principals are females. Additionally, the data showed
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that female teachers far outnumbered their male counterparts. Only 25% of all teachers are
male, compared to the 75% of all teachers who are female. Thus, a majority of the teaching
force, females are categorically excluded from, and denied the power associated with
leadership positions, such as the principalship, in public education.

The data on minority educators is even bleaker. When examining the demographic
information of the state of California, a state well known for its diversity, the data shows that
only 26% of all California teachers were minority. Of the 26%, Asian, Pacific Islander and
Filipino comprised 5.8%, African American 4.9%, Hispanic, the largest group, 13.9%, and
other minority groups 1.7% (California Department of Education, 2003). With even smaller
pools of teachers to recruit from, the data on minority principals is not encouraging. The
number of minority principals stands at 16 % (U.S. Department of Commerce, 2000). Of the
16 % of minority principals in the United States, 11 % are African American, 4 % are
Hispanic, and less than 1 % are Asian American (NASBE, 2001).

Educational organizations must reflect upon the expectations placed on current
principals in order to increase and attract a pool of diverse and qualified educational
leadership candidates. This is evident when one examines the number of Asian American
principals currently in positions nationwide. According to the NAESP (2000), less then 1 %
of the principals nationwide are Asian American, this despite the fact that the Asian
population in the U.S. is one of the fastest growing minority group in the nation (U.S.
Department of Commerce Economics and Statistics Administration, 2000). Recruitment
programs grounded by research for minority and female educators must be implemented in

an effort to increase diversity among educational leaders.

ROLE THEORY
Historically, research in educational leadership has overlooked the perspectives of
females and minorities (Benham, & Cooper, 1998). Hence, up until a decade ago, research in
educational leadership did not extend beyond the world of the Caucasian male. Traditionally
teaching has been viewed as a feminine domain, an extension of the maternal behaviors
inherently present in females. As such, beyond the classroom the masculine culture of

educational administrative hierarchies is firmly entrenched (Blackmore, 1993, Limerick,
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1991). Shakeshaft (1986) explained that the world of women and minority groups are worlds
that Caucasian men rarely realize exist. Shakeshaft (1986) stated:

Thus for women to be able to negotiate the world of white males is to be
expected. They wouldn’t have been selected for school administrators if they
didn’t comprehend and master the culture. In addition, however, they have
knowledge of a female culture and socialization that they bring to the job. It is this
world that researchers have failed to investigate when they have studied male and
female differences, and their absence of knowledge of the female world has led
them to assume that differences don’t exist. (p.167)

It is this assumption that no inherent differences exist that discourages many females
from considering the role of educational leadership. Mc Master and Randall (1995) argued
that there are prevailing gender-based social discourses that discourage women from seeing
themselves in positions of authority. These gender-based discourses find their roots in sex-
role stereotypes deeply embedded in society (Komarosvsky, 1973). As such, many women
internalize societal sex-role stereo types and attitudes. These stereotypes emerge in women as
expressions of fear of failure, and in low self-esteem (Horner, 1987).

Role theory can be utilized to better understand the state of women and minorities and
their under representation in educational leadership positions. Role theory offers a foundation
for investigating role socialization, and for explaining the behaviors of educational leaders.
Role theory is rooted in the notion that role defines how individuals are expected to behave,
how individuals in specific roles perceive what they are supposed to do, and the actual
behavior of individuals (Toren,1973).

Entrance into the world of educational leadership is obtained by educators who are
socialized by a society that makes cultural assumptions about women and minorities. These
cultural assumptions evolve from societal norms and values that marginalize women and
minorities (Banks, 2000). Judgments about who is recruited and employed are often made
within a social context in which females and minorities are viewed as mediocre.

Role socialization can be viewed as a process in which the socializer and the person
being socialized may possibly be changed in noteworthy ways (Goslin, 1969). This attribute
of role socialization is significant when race and gender are included into the study of
educational leaders. Leaders adapt to appropriate principles, conventions, and policies
through their socialization into the profession and participation in professional organizations

(Gross & Etzioni, 1985). Weber (1968) referred to this process as legitimation. Conversely,
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women and minorities have the potential to alter the perceptions of their colleagues as well as
their working communities. More research is necessary to heighten understanding of this

dynamic interchange.

THE FEMININE EXPERIENCE

Much of the research on educational leadership has centered on traditional
epistemologies, written from the perspective of western society, which has consistently
excluded the voices of women and minorities (Benham, & Cooper, 1998). As the U.S.
population continues to increase in diversity, politicians, state, and local governments, have
increasingly incorporated social and political contexts which represent diverse cultural views.

Feminist scholars argue that women have experienced patriarchal oppression through
society’s views on the material conditions of sexuality and reproduction (Harstock, 1983).
These common material conditions are thought to go beyond the boundaries of race and
ethnicity to form the groundwork for feminist consciousness and epistemology (Jagger,
1983). For minority women this is seen as an oversimplification, as their reality very often
remains unseen. Studies on minorities frequently include gender under racial categories
treating men and women similarly, thereby diminishing the distinct experiences of minority
women (Hune, 1998). In order to develop a more inclusive depiction of minority women, a
thorough analysis of race, gender as well as ethnicity must be conducted. For the purposes of
this study, this issue is particularly important for female Americans of Asian descent.
believed that minority issues existed primarily outside the sphere of the mainstream white
community. As a result, he felt that it was the duty of minorities to draw attention to these
issues. Unfortunately, many minorities do not feel comfortable exposing these issues and

often remain silent.

FEMALE LEADERSHIP
In the arena of educational administration, women are confronted with many
challenges. The minimal research in existence on women in educational leadership, and the
large quantity on white males, implied that men and not women were supposed to be leaders.
As aresult, female educational leaders lacked role models, and the networking, mentoring,

and sponsorship needed for leadership (Gardiner, Enomoto, & Grogan, 2000). With the
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added characteristics of racial and ethnic differences, the challenges increase. The challenge
to attain fair representation, and adequate advancement opportunities within school districts,
is a dilemma that concerns minority women.

Examples of female sex role stereotypes often viewed by society as detrimental
include such traits as passivity, dependency, emotionality and submissiveness (O’Leary,
1974, Ledet, & Henely, 2000). Male stereotypes on the other hand include such traits as
aggressiveness, independence, dominance, strength, and rationality (O’Leary, 1974, Ledet, &
Henely, 2000). Hall (1996) believes that because management has been defined through a
masculine lens, that its very formulation has created inherent obstacles to the promotion of
women. These stereotypes are examples of how management is often perceived, and implies
that women who behave in a stereotypical male manner will gain access into the world of
leadership much more easily and often then women who ascribe to the feminine role (Wong,

Kettlewell, & Sproule, 1985).

MINORITY PRINCIPALS

Research conducted by the U.S. Department of Education in 1992, showed that
despite the great number of talented female and minority teachers in the field of education,
they were methodically overlooked or blocked from access to public school administrative
positions by restrictive recruitment and selection processes. Research on minority school
administrators is found primarily on African American administrators. Only a small number
of dissertations were found to have a focus on other ethnic minority school administrators
(Sanders-Lawson, 2001, Dismukes, 1999, Wyatt, 1993), of these, the data was limited to
broad based surveys of school administrators. In general, those studies basically indicated the
number of minorities that served in specific job categories and did not provide information
on minority characteristics (Banks, 2000).

The lack of culturally diverse literature on leadership provided researchers and
practitioners a very narrow view of leadership theories and values of non-western societies
(VanHuss, 1996). As a result, little is known about the beliefs and perceptions of minority
female leaders, and even less is known about Asian American female leaders. Further,

because of this lack of culturally diverse literature, the barriers confronted by female
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minority leaders are virtually unknown, thereby fostering a viewpoint that minority women
are fundamentally apolitical (Leadership Education for Asian Pacific’s, 2000).

Despite the dearth of research, what exists suggests that there are significant
differences in the experiences of minority and female leaders versus those of their white male
counterparts. One of the principal differences revolves around community relations. African
American school administrators for example, tended to be very closely involved with the
minority community (Banks,2000), and involved parents and member of the community in
school activities to a much higher degree then their white male colleagues (Monteiro, 1977).

The small percentage of minority principals prompted Kanter (1977) to coin the term
“token” to describe those persons who are alone or nearly alone in a peer group. Bancroft,
Wills, and DePass (1988), in their study of the civic participation of visible minorities,
expressed their belief that leadership appointments were often made on the supposition that
minorities are interested in appointments only in the field of human rights, immigration or
social assistance. This implies that female and minority principals are often assigned as a
“token” to appease ethnic groups. Further, Edson (1988) concluded after a series of studies
on minority women, that “Until the field of administration welcomes all female candidates,
no matter what their color, minority issues will continue to complicate the lives of minority

and non-minority women alike”.

DELPHI STUDIES ON LEADERSHIP

A search was conducted by this researcher for studies in educational leadership
utilizing the Delphi Method. This researcher found that Delphi studies with a focus on
educational leadership are rare, and discovered only one done by Dorothy Mohr entitled
Essential Leadership Behaviors of High School Principals: A Gender Approach (1991). This
particular study looked at high school teachers and ranked what they felt were essential
leadership behaviors for high school principals, utilizing a gender approach and the Delphi
method to reach consensus on these essential leadership behaviors. Mohr discovered that the
gender of the teacher evaluator altered the importance and priority of these behaviors. Based
on the data she discovered 38 leadership behaviors which collectively altered the perspective
of leadership education from a masculine paradigm to a more feminine and thus androgynous

one.
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One other Delphi study the researcher located did not deal specifically with
educational leadership, but with leadership from a Filipino-American perspective. This study
by Pablo Mendoza entitled Leadership from the Perspective of Filipino-Americans: A Delphi
Study (1997), examined the leadership perspective of Filipino-Americans from a social and
political setting. Mendoza found that Filipino-Americans believed in a leadership concept
defined by a group of people with a shared vision and common goals. Both these studies
utilized the Delphi method to garner consensus and to further the knowledge base of

leadership from and educational standpoint, as well as an ethnic standpoint.

SUMMARY

This literature review has hopefully provided some insight into the world of today’s
principal. The role of a school principal has evolved with the arrival of the 21* century.
Principals now face a greater responsibility for working with diverse communities and
parents (Peterson, 2001; Peterson, 1999). A growing shortage of school principals at all
levels k-12, and the lack of female and minority representation among educational leaders, is
an ever increasing concern in light of the diversity which exists in U.S. schools.

Very little data exists which looks into the beliefs and perceptions of minority school
leaders. There is a need for recruitment efforts geared towards minority and female educators
to be more successfully implemented. This can be supported by researchers in the world of
academia, who can collect and analyze data as a foundation for school districts and policy
makers in their efforts to develop stronger, worthwhile recruitment and educational

leadership programs.
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CHAPTER 3

RESEARCH METHODS

The purpose of this study was to examine a population of practicing Asian American
female school leaders, to identify barriers and enablers to their success. The Delphi technique
was utilized to study Asian American female school leaders and their insights into the
barriers and enablers, as well as their views of educational leadership. Based on their
experiences, suggestions were made for effectively training, recruiting, and retaining Asian

American School leaders.

DESCRIPTION OF THE METHODOLOGY
The Delphi Method was a research tool first developed in the early 1950’s at the
RAND Corporation by Dalkey and his colleagues (Delbecq, Van de Ven, and Gustafson,
1975). The Delphi Method is based on a carefully planned process for collecting and refining
knowledge from a group of experts by way of a series of questionnaires combined with
controlled opinion feedback (Adler and Erio, 1996). According to Helmer (1983) the Delphi
Method represents a useful communication tool among a group of experts and thus facilitates

the formation of a group judgment.

DESIGN AND STUDY
The decision to employ the Delphi method in this study was based on the technique’s
fundamental design characteristics. These characteristics consisted of the following:
¢ Mode of communication, in this case via the internet

e [t’s interactive nature, participants were provided all responses to allow each
panel member to actively engage with other participants through their responses

e The versatility of the techniques focus.

Design consideration was important for this researcher for two reasons. First, the
Delphi design allowed for flexibility in the kind of data gathered by adapting to differing
views of reality. The method of data collection could be modified for either a structured

approach or an open ended research approach. For example, if a Delphi is conducted to
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determine particular opinions, a clear list of statements is provided to the expert panelists.
However, if a topic is not clearly defined or additional exploration is needed, an open ended
interview or questionnaire would be more appropriate.

Further, this researcher, as an Asian American female, believed that a Delphi study
would promote the type of risk free environment, which would allow participants to be much
more open. This is based on the researcher’s personal experiences as an Asian American
female. As a community Asians, particularly Asian females tend to be passive in terms of
sharing their thoughts, feelings and opinions. Because the Delphi method eliminates the need
for face to face interaction, this researcher felt the participants’ responses would reflect more
honest and much deeper thinking. Based on these characteristics, this researcher believed the

Delphi method was the best choice for the study.

STRENGTHS AND WEAKNESS OF THE DELPHI
TECHNIQUE

Some disadvantages of the Delphi technique come from possible participant drop out
rates which could affect the validity of the study. In the case of this study, the researcher was
fortunate that no participants elected to drop out of the study. In addition the thinking,
attitudes and perceptions of the participants are not necessarily explained with this
methodology, and the lack of face to face contact does not allow for observations based on
body language and facial expressions. This makes the interpretation of the data an educated
estimate at best.

Despite these drawbacks, this study will provide data that has important implications
for the future of recruitment in educational leadership. It provides some foundation for the
decision making which occurs in the arena of policy to encourage minority females,
specifically Asian American females, to enter the field of educational leadership.
Additionally, universities and school districts may utilize the information to strengthen intern
and training programs for educational leaders as well as develop future professional

development plans.

DESIGN OF THE STUDY
For the purpose of this study, gender and ethnicity were viewed as the basis for

reality. The Delphi technique itself allowed for varying views of reality. In addition, the
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opportunity to observe Asian American females school leaders through shadowing programs
and visitations, can incite and activate young Asian females with an interest to explore the

world of education.

CULTURALLY SENSITIVE PROGRAMS
Leadership training programs must also become more culturally sensitive to meet the
growing demands of a diverse society. Eleven of the thirteen participants ranked this a very
relevant and relevant theme which must be incorporated into leadership programs. The words
of this study member eloquently demonstrate the need to recognize diversity in leadership
programs. She writes:

At the university level, there needs to be more professors and guest speakers with
faces like mine. The universities need to do a better job of diversifying their staff.
In addition, the administrative program, include a course on cultural sensitivity or
leadership in a multicultural society so that those who become “leaders” become
more aware of the type of students and community they will be working with.
Include articles/research done in the areas of women or minorities in
administration and not just study theory or history.

Unfortunately, until recruitment efforts and outreach programs acknowledge the need
to develop and implement programs rich in diversity, there will remain too few experts in

education to develop and teach these leadership programs.

PROGRAMS THAT WORKED
Participants stated throughout the study, that networking and the support of mentors
and role models either played or would have played a significant role in their success as
educational leaders. What follows is a list of programs, networking systems, and professional
development workshops participants felt provided them a high level of support in their

leadership practice:

e Administrators Association of San Diego (AASD): This association brings
together administrators at all levels, providing a fellowship of networking
opportunities.

e Association of California School Administrators (ACSA): This is the state branch
of AASD. This association provides numerous conference opportunities, as well
as a weekly periodical known as EdCal. Edcal is a forum for celebrating the work
of administrators across the state, as well as an arena for discussion on
educational legislation. In addition, EdCal provides information on administrative
job opportunities across the state of California.
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e Networking: Individual networking contacts developed through classes, training
sessions, and conferences provide critical support to school leaders.

o (alifornia League of High Schools: This league provides networking
opportunities as well as resources on current theories, instructional practices and
programs geared for high schools.

e California League of Middle Schools: This league provides networking
opportunities as well as resources on current theories, instructional practices and
programs geared for middle schools.

e Networks and Systems Professional Association (NASPA): This association has a
Minority Fellow Program that nurtures minorities in administration positions in
higher education.

e The California Literature Project: A University of California subject matter
project it provided instructional leadership training in both content, context and
the “how to” skills of facilitating and leading a group of peers.

e Educational Leadership Development Academy (ELDA): A San Diego City
Schools partnership with the University of San Diego has in place an excellent
leadership training program. For one year, aspiring leaders take university courses
and serve an internship under an experienced and successful principal. This
course work combined with hands on opportunities is invaluable.

e Mentoring: One of the most important programs for any educational leaders is
mentoring. Having an experienced educational leader as a mentor helps
tremendously in the leadership process. They provide a guiding force for leaders
who must deal with difficult situations at school sites. Many districts provide
these mentoring programs with mentor principals assigned to new principals and
or struggling principal.

e Peer coach/staff developer training: This training done through San Diego State
University in conjunction with school districts was centered on the instructional
piece of leadership. This training included national consultants, and constant
dialogue and collaboration with fellow peer coaches.

e Tier II Leadership Program at San Diego State: This program provided excellent
training opportunities by providing learning through invaluable job embedded
fieldwork. Further, the coursework provided opportunities to network with fellow
school leaders and exposed program participants to current leadership theories
and practices.

e Management by walking around: Led by Dr. Carolyn Downey (San Diego State
University) this program provided training for leaders on how to conduct an
instructional walk through during instruction in classrooms.

e Curriculum calibration training: Led by Dr. Carolyn Downey (San Diego State
University) this provided training on calibrating the curriculum to state standards.
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e Literacy training: Janet Allen is an author and consultant who has presented
professional development on literacy with a focus on the secondary level for
districts and at conferences.

e California School Leadership Academy (CSLA): This academy facilitated by The
San Diego County Office of Education, provided school leaders with the newest
theories in educational leadership and a place to network with other
administrators across the county.

e Backwards by design: A method for curriculum planning developed and presented
by Grant Wiggins.

e Association for Curriculum Supervision and Development: This association
provides conferences, and a wealth of resources to support curriculum supervision
and development.

e Second Language strategies: Dr. Kate Kinsella (San Francisco State University) is
an expert in the area of second language instruction. She conducts workshops and
presents at conferences on instructional strategies and the second language
student.

e Standards and assessment, developing standards based assessments: A workshop
presented by the San Diego County Office of Education, the workshop provides
training on how to develop assessments which support state standards.

e Annenberg foundation/McConnell Clark Grants: This foundation supports
collaborative work in education aimed at raising student achievement.

e Beyond Diversity: A workshop conducted by with Glenn Singleton at the San
Diego County Office of Education, which compels educators to commit to
removing any element of racism or ethnic disfavor from the classroom.

e Leading By Example: Stephen Covey’s workshop on coaching and mentoring
identifies methods leaders can be effective role models and bring out the best in
those they lead.

¢ Building Learning Communities: Rick DuFour’s training provides leaders with
the building blocks to develop learning communities.

e Situational Leadership: Leadership workshops developed and conducted by Ken
Blanchard, situational leadership teaches leaders to adjust their leadership style to
their employee’s development levels.

The limited list above demonstrates the lack of professional development and
networking opportunities for school leaders. In addition the limited list may also be a result
of the lack of time provided for school administrators to seek out and continue their
professional training. With a list of demands on their time already overwhelming,
professional training is an important item on a long list of many important items which more

often then not is overlooked.
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ACCESSIBILITY OF PROFESSIONAL DEVELOPMENT
TRAINING

To combat this issue, participants were asked to identify strategies which would make
professional development trainings more accessible. One of the struggles for practicing
school administrators was simply discovering what workshops were available. With no
standard list of recommended professional organizations, school leaders often rely on
recommendations from other school leaders. They are then able to place their names on
mailing lists and computer listservs. Bulletins, notices and fliers advertising workshops are
yet another method identified by participants. However this method in light of the paper load
of school administers may not be the most efficient.

In terms of accessing these trainings, most participants found evening workshops
after a long day of work difficult. Trainings which worked around a school leader’s work
schedule worked best. On line training was an option, however some felt that the lack of face
to face contact with instructors and classmates left out an important part of the learning
process. All study members had a strong desire to continue their professional development.
In light of this, programs developed by districts, universities or other educational
organizations must consider the constraints of the job before developing and scheduling

professional development.

RECOMMENDATIONS TO TRAINING PROGRAMS

As the data on minority principals denotes, there is a need to increase diversity in
educational leadership. Recruitment efforts can be more systematically developed and
implemented to include role models from representative groups, in the case of this study
Asian American females. Utilizing these role models in outreach programs would be a way
to promote the positives Asian American females can bring to the role of a school principal,
and would serve to educate Asian females and their families on the value of a career in
education.

Universities can begin to examine and reflect more deeply about the leadership
programs they promote and implement. Incorporating culturally sensitive coursework can
provide leaders with the knowledge to work with diverse groups of students. This is not to be

taken to mean as a single course around multicultural sensitivity, but as a common thread
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which can be embedded in all coursework within a leadership program. Universities can also
improve diversity at the upper levels of academia by recruiting Professors who reflect the
diversity which exists in society today. They could serve as another form of role models,
mentors and voices of the minority experience.

Additionally, leadership programs can encourage research and studies within the
coursework which work to examine the need for diversity in educational leadership. Minority
leaders who have successfully navigated their way to a leadership position in education can
play active roles in leadership programs as either instructors, mentors, or as guest speakers.
Their stories can be celebrated and showcased in newsletters, articles and video to motivate
and encourage a more diverse group of teachers to explore the idea of educational leadership.

These stories can be utilized in outreach programs developed by universities to
expose young Asian females and their families to role models who can speak to the positives
Asian American females can bring and receive from a role in education and leadership.
Career fairs, multi-cultural fairs, leadership conferences, and school open houses at all levels
are just a few examples of venues to showcase and implement outreach programs. These
venues can provide an arena through which mentor relationships between role models and
Asian females with an interest in exploring education and leadership can be encouraged and

developed.

RECOMMENDATIONS TO SCHOOL DISTRICTS

Many school districts today are very cognizant of the needs of second language and
minority students. In California, new teachers are required as part of their training to be
certified to teach second language students. Unfortunately, the teaching force is no more
representative of the diversity which exists in the United States, then the population of school
leaders are. School districts are acknowledging the growing diversity of their students’
populations, but must also begin to acknowledge the need to recruit educators from diverse
backgrounds. Their knowledge and lived experiences as minority students would provide
another lens through which to view instruction aimed at increasing the achievement of
second language and minority students. Cultural sensitivity must be embedded along with

instructional strategies in the instruction and curriculum for all K-12 students.
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Districts just as the universities can capitalize on their diverse student populations by
identifying minority youngsters who may be suited for roles in education and leadership.
Minority teachers and principals should be enlisted to act as role models and mentors to these
students. Many school districts are employing intern programs as a method of training
aspiring administrators. Identifying aspiring minority educators and leaders in middle and
high school, and then providing the supports through role models and mentors would further
promote and encourage careers in education. Additionally, districts should be acknowledging
the accomplishments of minority educators and leaders, utilizing them as spokespersons to

educate minority families on the value of careers in education.

THOUGHTS AND REFLECTIONS FOR ASIAN AMERICAN
FEMALE SCHOOL LEADERS

As a researcher who can also claim membership in the small population which
comprises Asian American female school leaders, it was interesting to this author that so
many of the invited colleagues chose not to participate in this study. As reflected in the
responses of those who did participate, role models, mentors and a supportive community
were critical to their success in attaining a school leadership position. Despite this, several
Asian American female school leaders contacted to participate in this study either chose not
to respond, or consented to initially participate and then dropped out even before the first
round questionnaire was sent out. With such small numbers of Asian American females
choosing education as a career path, it becomes more important for those in these positions to
be advocates and role models to aspiring Asian American female school leaders.
Additionally, a strong network must be developed to provide a means to dialogue and
support one another on issues and challenges that maybe unique to the identities of Asian
American educational leaders. Finally, Asian American women need to be more visible as
spokespersons for not just Asians, but for minorities in general, as existing perceptions and
stereotypes of Asians and minorities are challenged in an effort to increase diversity at all

levels of education.
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THE DELPHI METHOD
As stated in earlier chapters, the decision to utilize the Delphi method in this study
was based on the technique’s fundamental design characteristics. These characteristics
consisted of the:
e Mode of communication, in this case via the internet

e Its interactive nature, participants were provided all responses to allow each panel
member to actively engage with other participants through their responses.

e The versatility of the techniques focus

Utilizing the internet as the primary mode of communication with participants was a
less expensive and much more efficient means of disseminating the questions and
information necessary for participation in the study. However, what the researcher author
discovered was that due to the lack of face to face contact, participants had to be frequently
prodded to complete the questionnaire. It was easy for participants to forget to respond as
they became busy with their jobs and families and this researcher author’s belief that the lack
of physical contact made accountability and obligation to complete the survey questions
easier to forget. The researcher author also discovered that although the study was designed
to be interactive in nature by exposing participants to all group responses, very few took
advantage to respond and question the thinking of others. The researcher author was not sure
whether participants read through all the responses and simply agreed, chose not comment,
or simply did not review other participant responses. The very nature of this studies use of
the internet as the primary source of communication again made accountability of
participants to review all responses difficult.

Despite these drawbacks, the researcher author did feel the Delphi method was an
effective technique as a consensus-building and forecasting tool in this research study. It
allowed participants a risk free environment to voice their opinions and provided them the
opportunity to comment on and expand the thinking of others without fear of alienating or
offending a colleague.

Based on the researcher author’s experiences with this technique, one of the things
which could have been improved was to set more specific timelines. The initial timelines sent
out to participants were not specific enough. The researcher author needed to provide specific

dates to complete the questionnaires. Additionally, the researcher author would initially
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request another means of communication. Computer viruses spreading throughout computer
systems often interfered with the only means of communicating with participants. It was
difficult to track whether they had received the questionnaires, and the researcher author
frequently had to take extra time to find another means to contact participants.

The Dephi technique is a method the researcher author would consider utilizing again
for future studies. As a current school administrator, this method provided the researcher
author a way to access other school administrators that did not require face to face contact
and the need to calendar additional meetings. It provided participants the flexibility to
respond to questions at their leisure. This method accommodated the time constraints of the

researcher and the participants, a valuable commodity for the school leader.

SUMMARY

In conclusion, education plays a vital and important role in Asian culture and yet is
not a career choice actively promoted in Asian American families. Asian children in general
are encouraged to seek positions in more lucrative areas such as medicine, engineering and
computer science. For Asian American females with the desire to enter education and
progress up the ranks to educational leadership, role models and mentors are rare, and yet
play important roles in supporting Asian American females who successfully navigate the
journey to educational leadership positions. The road blocks on this journey are numerous,
from stereotypes which many perceive as weaknesses in leadership, to the cultural
expectations of Asian American women and family that conflict with the demands of
leadership to name a few. Universities and school districts are becoming increasingly aware
of the lack of diversity in educational leadership and are making efforts to increase
recruitment, but progress is slow. To overcome these road blocks, Asian American women
currently in educational leadership positions possess the following: strong work ethics; have
successfully merged their cultural beliefs with those of the dominant culture; have a strong
sense of self-efficacy; are life long learners; and have developed a strong network of support

both personally and professionally.
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RECOMMENDATIONS FOR FURTHER RESEARCH

Based on the data gathered from this research study, further research must be done on

the cultural beliefs of Asians with regard to females, leadership and education. The following

is a list research questions and topics to explore promoted by this study:

1.
2.

Does geography play a role in the cultural beliefs of Asians?

Are the perceptions of the participants in this study consistent with those on the east
coast of the United States? Hawaii?

Is their a difference in the perceptions, cultural beliefs and values of 1%, 2", and 3™
generation Asian Americans?

Exploring the anomaly of Asian families great desire to see their children receive an
education, but to discourage them from entering a career in education.

Exploring the public perception of Asian American female school administrators.

How do the experiences of other minority females as they have entered into
leadership and evolved, compare with that of Asian females?

This researcher hopes to one day be able to explore the questions and topics which emerged

as new avenues to explore.
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Appendix B
Delphi Study
Asian American Female Educational Leaders

Summary Synthesis Round One

1. Why do Asian American women continue to be underrepresented in the ranks of

educational leadership?

Asian American women are drawn to service oriented professions, but they
often times prefer the more lucrative service oriented professions that
encourage independence and promote growth opportunities while also
ensuring financial stability.

Under the danger of making a stereotypical comment, a lot of the Asian
American women | know choose to work in the corporate and research world
of Science, or in some academic capacity at the university level. Ex.
Engineers, doctors or nurses.

Education is greatly stressed, but not as a career path encouraged by Asian
parents-education is not viewed as a field of respect.

Asian culture does recognize strong leadership skills of women, but not in the
workforce, rather at home as someone who runs the household, maintains the
finances, raises the children, and keeps everyone organized. The role of Asian
women is strongly tied to family duties rather than work duties.

Educational leadership has been predominately perceived as a male arena. The
men in those positions possess the authority to make qualitative judgments
and influence the career paths of women who through no fault of their own are
less powerful. Asian female achievements are often overlooked due to the
good ole’ boy syndrome.

Lack of role models
Core family beliefs are important

Women realize it is a very challenging and demanding job and it’s just not
attractive enough for some women to pursue.

There are stereotypes regarding race. Asians are viewed as less educated or
having a background, (upbringing) that hinders work ethic.

What are enablers and barriers to Asian American women working towards a
principalship?

Enablers:

e Universities/districts are aware of the lack of diversity in educational
leadership and are making a better effort at recruiting diverse
educational leaders then they have historically.

e Typically tight community. Asians could help other Asians.
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Another strange enabler: I have seen some Asian women “sell out”
or try to “act White” in order to “fit in.” This attitude seems to
“please” some of the people in power, who usually tend to be
Caucasian. It is a sad, but true reality and can only perpetuate the
circle of prejudice and cultural misunderstanding.

Stereo type of Asians as the model minority

s Barriers:

Lack of positive role models who embrace who they are as Asian
American women; lack of visibility from the part of organizations
that support future Asian American women educational leaders.

Many women from the Asian culture are very respectful of authority
figures. Sometimes this behavior manifests in silence or a form of
controlled contributions at the decision making table. This behavior
could be perceived by the Western culture as an indication of
weakness or an inability to make decisions. As a result, often times
they are denied the promotions they so much deserve.

The long hours and networking are two factors. Not all want to be
principals because of small children or the desire to start a family.

Language and a core belief system are the common barriers that
prevent Asian females from working towards a principalship

Women who are often more qualified for a position have to work
twice as hard as their male counterparts to prove themselves.

Depending on the district, women may have to relocate more often
than men in order to find the right career opportunity.

For Asian women their may be an additional layer added to their
need to prove their abilities and stamina under pressure.

Motivation- Asian philosophy of “going around” instead of hitting
issue straight on “Tallest nail gets hit the hardest™.

How do Asian American women currently in the ranks of
educational leadership overcome these roadblocks to ultimately
become successful school leaders?

Overcoming Asian female stereotypes i.e. self image
Developing communication and leadership skills
Mentors

Some of these Asian American women interact more with people or
colleagues outside their ethnicity. They, over time, acquire the habits
and behaviors of the dominant culture while yet preserving their
identity. A two pronged approach therefore launches them towards
success.

Networking within the field of education
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Being a life long learner-professional development
Balancing family and work efficiently-learning to multi-task
Strong work ethic

Personal infrastructure of support-family and friends

Most look for a back way in...path that circumvents confrontation.

How does looking through multiple cultural lenses impact leadership
style?

e Every person in every school comes from a difference cultural
background. It helps to keep an open mind which in turn will helps
in understanding how to meet the needs of all stakeholders.

e It’s really not so much looking through multiple cultural lenses but
how students look at Asian females as “not white”. There is an
immediate attraction that allows Asian females to access a child that
may be failing or needs support with family issues. Kids in the US
are kids, the biggest challenge is working with parents and students
whose students are straddling to fit into two cultures their parent’s
and their peer US culture.

e Cultural acceptance is something that is communicated in every
thought, word and deed. It is the fabric of every educator and
becomes the thread that weaves a school together in pursuit of a
common goal to raise student achievement for all students.

e How can policy makers, school districts and universities improve
current recruiting efforts, training and support to increase the number
of Asian American females who choose to enter the ranks of
educational leadership?

e Scholarships, internships, recruiting at the Asian Pacific Conferences
and job fairs

® Mentor support for new administrators are all things that will help to
bring more Asian American females into educational leadership.

e Policy makers can begin by allowing for idiosyncratic diversity in
the ranks of educational leadership. Silence is not stupidity and
respect does not spell timidity. We all have something to offer.
Schools and universities must depart from stereotypes that measure
Asian women and women from other cultures against their
Caucasian standards of appeal and presentation.

e [Leadership training which is culturally more sensitive
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