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Latinos y Latinas in the 
Workplace: How Much 
Progress Have We Made?

by Evangelina Holvino

Has the workplace changed for Latino/as? According to noted researcher and 
diversity consultant Evangelina Holvino, the answer is yes and no. In this 
Diversity Best Practices CDO Insights paper, she revisits the situation of Latinos 
in organizations and reviews the advances made in the last decade. She argues 
that while positive changes have occurred, there are still many barriers to Latino 
success and equality that need to be addressed. A special case study co-authored 
by Plácida Gallegos shares data and research about Latinas.

“Most of the research on Latinos and Latinas in organizations consists of 
socioeconomic analyses of the labor force. What is missing is information 
about the everyday institutional practices that result in barriers to our 
well-being, mobility and advancement in places of work.”

With the above words eleven years ago I started my article “Latinas and Latinos 
in the Workplace: Barriers to Employment and Advancement.”1 At that time I 
discussed five barriers to Latinos’2 employment and advancement: 

Circumscribed recruitment and hiring practices resulting in under-•	
representation at all organizational levels; 
Tracking and segregation into particular industries and departments •	
thereby hindering mobility;
Positive (“family oriented”) and negative (“too emotional”) stereotypes •	
limiting developmental opportunities and advancement; 

1   The Diversity Factor, 4, (2), 35-39, 1996. Based on the Glass Ceiling Commission report, U.S. 
Department of Labor, “Barriers to the Employment and Workplace Advancement of Latinos,” by E. 
Meléndez, F.Carre, E. Holvino, and C. Gómez, 1994, The Mauricio Gastón Institute, Boston, MA.
2   Throughout this article I will use the generic term Latino to refer to both Latino men and women. 
I reserve the use of the term Latina to refer specifically to Latina women, reflecting the gender 
distinction in the Spanish language, indicated as a general rule by the use of an “a” at the end of the 
word to refer to the female and the use of an “o” to refer to the male. I also recognize that some of us 
prefer to use the term Latino/as to refer to ourselves, others prefer to use the term Hispanic, and still 
others use both terms interchangeably.   

“Whirlpool Corporation’s 
focus on diversity and 
inclusion is driving 
innovation and brand 
value. The Sabor, a 
five-burner range with 
a tortilla grill resulted 
from the partnership of 
our Hispanic employee 
resource group and 
Whirlpool Brand business 
unit. This product 
innovation is helping us 
meet the needs of today’s 
Hispanic consumer.” 

-Mark Mclane, Global Director, 
Diversity and Inclusion, 
Whirlpool Corporation

“At Whirlpool Corporation, 
our goal is to serve a 
global customer base 
through inclusion by 
engaging our diverse 
workforce to create 
products that reflect the 
needs of our customers in 
unique and unusual ways.” 

-Jeff Fettig, Chairman & CEO, 
Whirlpool Corporation 
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Monolithic organizational cultures that are hostile or indifferent to •	
Latino values; and
Inter-group relations and Affirmative Action programs focused on •	
white women and African Americans.

In 2007, Latinos were the largest minority in the United States with a purchasing 
power of $800 billion and a labor force estimated to grow 77 percent by 2020. 
Has the situation changed for us? The answer is yes and no. In this article I revisit 
the situation of Latinos in organizations and review the advances made in the 
last decade. I argue that while positive changes have occurred, there are still many 
barriers to Latino success and equality that need to be addressed – more than ever 
we need to redress the inequalities. 

What Has Changed 

Today, the undeniable presence of Latinos in the U.S. is well represented in the 
frequently heard phrase “the Latinization of the U.S.” Although the phrase does 
not mean the U.S. is becoming a Latino country, it recognizes the influence of 
this population in the fabric of the nation. Organizations are also increasingly 
aware of the significance of this Latino presence. For example, Latinos comprise 
approximately 10.8 percent of the U.S. civilian workforce.3 One of 20 small U.S. 
businesses is Latino-owned, generating $300 billion in annual sales.4  There are 
more than 16.5 million Latinos on line, 55 percent of the Latino population in 
the U.S., and more than two-thirds of them use the Internet to make final brand 
decisions.5 

Compared to 1996, much progress has been made in the information and resources 
about and for Latino/as. For example, more organizations today are dedicated to 
exclusively collecting and disseminating data on Latinos in organizations, such as 
the Pew Hispanic Center, the Hispanic Association for Corporate Responsibility 
and HispanTelligence, the research arm of Hispanic Business, Inc. Also, Catalyst 
recently published information on the situation of Latinas as compared to other 
women workers. 

3   U.S. Census Bureau, 2000.
4   Latino Reform Youth Council, www. lryc.org; and R. Rodriguez, Latino Talent: Effective Strategies to 
Recruit, Retain and Develop Hispanic Professionals, 2008, John Wiley & Sons, Hoboken, NJ, p. 30.
5   In C. Benitez, Latinization: How Latino Culture is Transforming the U.S., 2007, Paramount Market 
Publishing, Ithaca, NY  pp. 43-44.

Latino Leaders Network™ 
Unveils  Congressional Honor 
Roll For “Latinos on the Hill” 
Directory

The Latino Leaders Network™ (LLN), 
founded in 2006 by Mickey Ibarra, 
unveiled its Congressional “Honor 
Roll,” a list of Members of Congress 
employing at least one Latino staff 
member on their Capital Hill staff.  
A total of 117 Members made the 
Honor Roll for 2008. There are an 
estimated 251 Latinos who currently 
serve in the Congress as Members and 
staff.  Of those, 28 serve as Members 
of Congress in both the Senate and 
the House of Representatives, 20 as 
Latino Chiefs and Deputy Chiefs of 
Staff, and 13 as Legislative Directors.  
The data was collected for the 2nd 
edition of “Latinos On The Hill,” a free 
Congressional resource published by 
Capital Advantage for LLN.  Sponsors 
for the project include: Mexicans and 
Americans Thinking Together (MATT.
org) and the Pharmaceutical Research 
and Manufacturers of America (PhRMA). 
For more information, go to: 

www.LatinoLeadersNetwork.org

In 2007, Latinos were the largest 
minority in the United States with a 
purchasing power of $800 billion and 
a labor force estimated to grow 77% 
by 2020.

“
“
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We find more books by Latino authors on how to succeed as a Latino 
as well as books for wider audiences to learn about the history and 
culture of Latinos and their impact in the workplace. 6 We also 
find more organizations exclusively dedicated to supporting and 
developing Latino leaders in the business sector such as Arquitectos, 
the National Society of Hispanic MBAs, the Hispanic Alliance for 
Career Enhancement, Madrinas: Latinas Empowering Latinas and 
the Association of Latino Professionals in Finance and Accounting. 

The emphasis on diversity management in many corporations has 
brought access to information, activities and resources that were 
previously unavailable. For example:

in many organizations employee resource groups provide •	
opportunities for Latinos to network and support each 
other; 
dissemination of company specific information on the •	
hiring, employment, leadership and Board participation 
of Latinos makes it possible to track progress in the 
representation of Latinos at various levels; 
targeted initiatives, such as mentoring and leadership •	
programs for Latinos, offer unique developmental 
opportunities; 
the celebration of Hispanic Month, with Latino food and •	
fairs helps increase the recognition of the Latino presence; 
diversity awards and “best practices” enhance and reward •	
organizational efforts for those organizations deemed “Best 
for Latinos.” 

6   For example:
- N. Chong and F. Baez, Latino Culture: A Dynamic Force in the Changing American 
Workplace, 2005, Intercultural Press, Yarmouth, ME; 

- V. Gonzalez, The Logic of Success: Success Happens for a Reason, 2003-2005, 
www.thelogicofsuccess.com.; 

- D. Gutierrez, Stepping into Greatness: Success is Up to You, 2004, Penmarin Books, 
Roseville, CA; 

- L. Sosa, The Americano Dream: How Latinos Can Achieve Success in Business and in 
Life, 1998, NY: PLUME; and 

- R. Rodriguez. (See endnote 4). 

State of Hispanic Business in the U.S.

Martha Montoya, USHCC Region I Chair
There is no doubt that Hispanic businesses 
today hold an increasingly important role in the 
U.S. economy.  However, the current economic 
downturn in the U.S. is threatening both the 
entrepreneurial spirit and assets of community and 
our businesses.  

Currently at over 2.5 million businesses, Hispanic 
Americans own 6.6% of all U.S. firms and thus 
constitute the largest minority owned business 
community. This number is also expected to reach 
3.2 million by 2010.  

These statistics aren’t just statistics.  The numbers 
demonstrate the tremendous power within the 
Hispanic business community.  This is a strength 
we must continue to foster.  The USHCC sees as 
its mission to do precisely that in order to create 
sustainable prosperity for the benefit of American 
society.   

Elizabeth Gallagher, USHCC Vice-Chair
Latina-owned businesses currently demonstrate a 
growth six times the national average.  According 
to a recent Center for Women’s Business Research 
study, the number of firms majority-owned (51% 
or more) by Hispanic/Latina women increased by 
121.3% between 1997 and 2006.    

While Hispanic-owned businesses as a whole have 
the highest combined revenues among minority 
small businesses, Latina firms increased their 
sales by 33.3 percent in that same time period 
(1997-2006).  Their employee base also grew a 
substantial 18.6%.

Within the Latina business sector, the service 
industry saw the greatest growth (286.2%) from 
1997 to 2006.  Other industries fall anything but 
behind, with great increases also evident in real 
estate, rental, and leasing (186.4%); and wholesale 
trade (115.0%).  

Nina Vaca, USHCC Region III Chair
Latinos and Latinas alike possess a great 
entrepreneurial spirit.  Today, Latina businesses are 
making great contributions to our growing and 
increasingly diverse economy.  

Latina-owned firms represent about 37 percent of 
all 2.5 million Hispanic businesses and generated 
over $45 billion in sales nationwide in 2006.  This 
same year, almost 750,000 businesses in the United 
States were majority-owned by Hispanic women – 
an increase of 121 percent in the period from 1997          
to 2006.  

Latina-owned firms are also helping to create jobs 
during a period of rapid growth in the overall 
U.S. Hispanic population.  We are an invaluable 
component to the engine of the U.S. economy.

Compared to 1996, much progress 
has been made in the information 
and resources about and for 
Latinos. For example, more 
organizations today are dedicated 
to exclusively collecting and 
disseminating data on Latinos…

“

“
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Unfortunately, these advances do not mean that everything is going great 
for Latinos in organizations. Given the business case for Latino diversity in 
organizations, this lack of progress not only impacts negatively on Latino’s ability 
to join, contribute, stay and progress in these organizations, it also severely limits 
the corporations’ ability to reach Latino markets and attract, retain and benefit 
from Latino workers and their talents.

In 2006, the 
number of Latinos 
in the labor force 
was 20,694,000, 
comprising            
13.7 percent of the 
total U.S. labor force. 
But the number of 
Latinos employed 
in management 
and professional 
occupations was   
6.6 percent…
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What Has Not Changed  

Let us first look at some numbers. In 2006, the number of Latinos in the labor 
force was 20,694,000, comprising 13.7 percent of the total U.S. labor force. But 
the number of Latinos employed in management and professional occupations 
was 6.6 percent7  and the percentage of Latino Fortune 500 corporate officers 
was a mere 2.1 percent.8  Over 51 percent of Latinos are employed in the service, 
construction and production industries, which are the least prestigious and least 
well-remunerated sectors, and hence an indication of job segregation. In 2006, 
the median weekly earning of Hispanic workers was $486 compared to $690 for 
Whites, $784 for Asians and $554 for Blacks.9  Only 13.8 percent of all Latinos 
earn more than $50,000 per year annually versus 35 percent of Anglos who earn 
more than $50,000.10  

These numbers (and there are many other important numbers to analyze) 
confirm that the structure of work – the way work is organized inside and outside 
organizations – is still highly skewed in favor of Anglos and some people of color 
other than Latinos. It is highly unequal for Latino workers. Common explanations 
for “the numbers difference” are the low educational attainment of Latinos and the 
high number of recent uneducated and non-English speaking Latino immigrants. 
Other reasons offered for these disparities are the large number of young Latino 
workers without enough work experience to join the managerial ranks and in 
the case of women, the shorter history of Latina workers in the U.S. labor force 
compared to African American women.

But these explanations ignore other more hopeful facts and the broader picture 
of Latinos in the U.S. For example, within the Latino community in general 28 
percent are fully bilingual and 24 percent are English dominant. Of the Latinos 
born in the U.S., 61 percent are English dominant, 35 percent are bilingual and 
only four percent are Spanish dominant.11 Furthermore, a 2006 Hispanic Alliance 
for Career Enhancement (HACE) survey found that 98 percent of Latino 
professionals are English-speaking and 89 percent are fully or partially bilingual 
in Spanish and English.12  Similarly, of Latinos born in the U.S., 73 percent finish 
high school, 40 percent obtain some college education and 14 percent earn a 
bachelor’s degree.13 The development of a Latino middle class, a source of Latino 
professionals, is rapidly expanding, with households earning over $100,000 
increasing by 64 percent compared to 40 percent for all other groups between 
2000-2005.14   

A review of U.S. history reveals that a significant number of Latinas were part 
of the labor force since the early 1800s.15 Among Latino immigrants there are a 
significant number of highly educated South and Central American political exiles. 
Latinos are an incredibly diverse group – some have been here since before the 
founding of the U.S., others are highly-educated immigrants or Puerto Rican U.S. 

7   U.S. Department of Labor, Bureau of Labor Statistics Current Population Survey, 2006.
8   Catalyst, 2005 Catalyst Census of Women Corporate Officers and Top Earners of the Fortune 500
9      U.S. Department of Labor, Bureau of Labor Statistics, 2006.
10   R. Rodriguez, p. 30. (See footnote 4).
11   Ibid, pp. 26-7.
12   C. Benitez., p. 92. (See endnote 5). 
13   Pew Hispanic Center, Hispanics at Mid-Decade, 2006, Washington, DC.
14   C. Benitez., p 94. (See footnote 5). 
15   T.L. Amott and J.E. Mattahei, Race, Gender and Work: A Multicultural Economic History of Women 
in the United States, 1991, South End Press, Boston, MA.

Latinos are an 
incredibly diverse 
group – some have 
been here since 
before the founding 
of the U.S., others 
are highly-educated 
immigrants or Puerto 
Rican U.S. citizens 
with professional 
degrees. Many 
others are third and 
fourth generation 
Latinos who speak 
only English!
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citizens with professional degrees. Many others are third and fourth generation 
Latinos who speak only English! In other words, we do not all fit the stereotype 
of being uneducated, non-English speaking undocumented immigrants who do 
not belong in the corporate setting.  

Cultural Differences and the Structure 
of Work Cause Inequities

Some argue that the major reason for these inequities and lack of progress is 
the cultural differences between Latinos and the majority Anglo culture. In spite 
of the diversity among Latinos, scholars agree that as a group we share a range 
of attitudes and experiences that set us apart from the non-Latino population.   
16For example, below I review seven “cultural scripts” which impact Latinos in the 
workplace.17 These cultural values and styles have been explored extensively by 
others.18  I contrast them here with the dominant Anglo assumptions and ways of 
doing things in organizations. This contrast, along with the hypothetical example 
that follows, demonstrate how these scripts impact the recruitment, retention, 
advancement, work climate, career and leadership development for Latino/as in 
organizations.  

16   2002 National Survey of Latinos, Pew Hispanic Center, Kaiser Family Foundation., p. 7.
17   A cultural script is “a pattern of social interaction and communication that is characteristic of a 
particular cultural group.” R. Rodriguez, p. 36. (See footnote 4).
18   See N. Chong & F. Baez (endnote 2) and R. Rodríguez (endnote 4). See also:

- H, C. Triandis, J. Marín, J. Lisansky and H. Betancourt, “Simpatía as a Cultural Script of Hispanics,” 
Journal of Personality and Social Psychology, 1984, 47, pp.1363-1375 

- G. Hofstede, Culture’s Consequences: International Differences in Work-Related Value, 1980, Sage, 
Beverly Hills, CA; 

- W. Cruz, “Differences in Non-Verbal Communication Styles: The Latino-Anglo Perspective,” Leadership 
and Management Engineering, 2001, 1, (4), pp. 51-53;and 

- S.B. Knouse, P. Rosenfeld and A.L. Culbertson, Hispanics in the Workplace, 1992, Sage, Newbury Park, 
CA. 

… it is the way that 
culture permeates 
the organization 
and determines 
its practices – the 
way things are 
done formally and 
informally – which 
hinder Latinos’ 
full participation, 
progress and 
contributions at work.

“

Latino leaders have every 
reason to be proud of 
our accomplishments  but 
absolutely no reason to be 
satisfied with the progress of 
our community.

“

- Mickey Ibarra, founder Latino Leaders Network
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Seven Cultural Scripts

1. Familismo – the importance of close, protective and extended family relations 
versus the Anglo importance of the individual and the nuclear family; 

2. Machismo y Marianismo – gender relations where males dominate, being 
responsible for protecting and providing for the family while the women nurture, 
serve and sacrifice for their families (following the model of the Virgin Mary) 
versus Anglo gender relations where gender equality is stressed though not 
necessarily observed;  

3. Personalismo – forging meaningful, personal and trusting relations versus 
Anglo relations based on instrumental and economic gains; 

4. Simpatía – promoting pleasant relations and positive situations, and avoiding 
conflict and disharmony versus the Anglo belief that conflict is necessary and 
inevitable and “you can’t please everybody all the time;” 

5. Collectivism – emphasis on the needs of the group before the individual versus 
the Anglo emphasis on individual needs and capabilities;

6. Present time orientation – because the future is uncertain and not under one’s 
control versus an Anglo future time orientation that involves visioning and goal 
setting; and 

7. Respeto and high power distance – high regard granted to persons because of 
their formal authority, age or social power versus an Anglo equality ethos where 
challenge to authority is encouraged. 

The following hypothetical example is based on real work situations. 

Mark Rivera is a director at TAMAC, a Fortune 500 organization. A New Yorican, 
he came up through the ranks as he did not graduate from an Ivy League MBA 
program, from which most executives at TAMAC are directly recruited. As he says 
of his career, he’s had his ups and downs and tried out many things. Initially he 
did not experience any discrimination against Latinos at TAMAC and assumed 
he would be rewarded based on his contributions. Therefore he did not feel the 
need to set aggressive goals for his advancement. Lately, he has noticed that his 
career is stalled and so are the careers of his Latino colleagues. He is beginning to 
think that there is a ceiling for Hispanics at TAMAC and he has reached it.

Mark has taken a few lateral moves to get to know other parts of the organization, 
including a move that involved relocation and caused him considerable angst. He 
did not want to move his school-aged children, but together the family agreed he 
should accept the offer, given how important Mark’s success was not only to his 
wife, children and parents, but it seemed, to his whole community. 

Mark says he is suffering from a lack of mentors and visibility at the top. While 
the Hispanic network within his company has done much to expand his contacts, 
he now finds he has to mentor and guide other Latinos who need the help. There 

For organizations 
the issue is one 
of change. Are 
organizations 
willing and able 
to expand and 
experiment with 
practices based on 
other cultural and 
behavioral models 
so they can offer 
options that take 
into account Latinos 
cultural differences?
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are few role models to support his preference for working in teams and his indirect 
communication and cautious conflict management styles. As he reached the level 
of director, Mark learned of TAMAC’s little known process of identifying high-
potentials and is now determined to share this information with other Latinos. 

Mark admires the way in which the African American network at TAMAC 
supports and reaches out to all African Americans and has set up a meeting 
with their leaders to collaborate in identifying and mentoring minority employees. 
These days Mark is a little weary of training programs as he says that Latinos are 
the most trained people at TAMAC. He would like to see more done for Latinos 
and other minorities, but is waiting to develop some trust with his boss and his 
bosses’ boss before he shares these concerns with them. He is concerned that 

“who I am has become my major roadblock” to that next promotion.  

In the special case study I also present preliminary research findings on how these 
cultural influences specifically affect Latinas’ careers.  

After developing and facilitating many Hispanic professional development 
programs, researching Latino issues and my own share of ups and downs 
in Anglo organizations, I argue that it is not so much the cultural scripts and 
misunderstandings based on cultural differences that contribute to Mark’s and 
other Latinos’ situation in organizations. Instead, it is the way that culture 
permeates the organization and determines its practices – the way things are done 
formally and informally – which hinder Latinos’ full participation, progress and 
contributions at work. In other words, it is not just the gap that exists between 
the culture of today’s corporations and the culture of Latinos, but the lack of 
awareness of a dominant cultural paradigm and its negative impact on the Latino 
workforce. 

The problem is then compounded by the inability of non-Latino managers 
to expand their organizational paradigm beyond an Anglo-Saxon culturally 
determined one and examine the practices of organizations from a cultural 
perspective. In the process of addressing this problem, organizations will need to 
stop demanding total assimilation of Latinos to a one-size fits all organizational 
model, the same way that feminists are demanding that organizations become 
less gendered.19    

I believe that for many Latinos in organizations, the issue is ultimately one of “fit” 
– can they assimilate and should they sacrifice their cultural values and styles in 
order to succeed in the corporation, even when notions of success are influenced 
by these very cultural scripts? As one Latina told me, “If I was going to make it to 
VP, there were so many hurdles, I was going to cease to exist.” 

19   Feminists and organization scholars coined the term gendered organizations to describe the 
way in which everyday organization norms, practices, and their structures consistently advantage 
men and disadvantage women. For specific arguments on the gendered, classed and raced nature of 
organizations see: 

- J. Acker, Class Questions: Feminist Answers, 2006, Rowman and Littlefield, Lanham, MD; 
- R.J. Ely, E.G. Foldy, M.A. Scully and the Center for Gender in Organizations, Eds. Reader in Gender, 
Work, and Organization,  2003, Blackwell, Malden, MA; 

- E. Holvino, (forthcoming), Intersections: The Simultaneity of Race, Gender, and Class in Organization 
Studies , Journal on Gender, Work and Organization, Special issue on gender and ethnicity; and 

- P.S. Parker, D.T. Ogilvie, “Gender, Culture and Leadership: Toward a Culturally Distinct Model of African-
American Women Executives’ Leadership Strategies,” In Ely et al., pp. 181-203. 

“

“

You get tested 
by people with 
biases and 
preconceptions, 
and it reflects 
poorly on them.  
It’s always been 
clear to me that 
you have to be 
a little better 
and work a little 
harder.

Expose yourself to 
as many different 
experiences 
as you can. 
You might be 
uncomfortable 
while you’re 
doing it, but my 
gosh you will be 
rewarded in the 
end.

“

“

Sandra Hernandez
CEO
San Francisco Foundation

Dr. Elisa Murano
President
Texas A&M University

(Continued on page 11)
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SPECIAL CASE STUDY
Latinas at Work: An Untapped Resource for Organizational Success1

By Evangelina Holvino, Ed.D. and Plácida Gallegos, Ph.D.

From 1990 to 2001, Latina employment increased 76 percent from 3.8 million to 6.7 million, and it is projected to increase 
another 37 percent to 9.2 million by 2010.2 With the retirement of the baby-boom generation and the significant number 
of Latinos entering the labor force, Latinas will comprise more than 20 percent of that pool in the next few years.3 Most 
Latina professionals are bilingual and represent the powerful Latino consumer market, one of the top ten economies in the 
world.4

Yet, Latinas have the lowest employment in the professional and management occupations, representing 23 percent 
compared to white women’s 39 percent and African American women’s 30 percent.5 In 1999, Latinas earned 52 cents to 
every dollar earned by men compared to Asian American women’s 75 cents; white women’s 70 cents; African American 
women’s 62 cents; and Native American women’s 57 cents.6 The percentage of Latina corporate officers in the Fortune 
500 is a minuscule .24 percent – 25 out of a total of more than 10,000 – and only 21 Latinas serve on boards of directors of 
Fortune 1,000 companies.7

Wanting to understand the reasons for these inequalities and contradictions, as well as highlight Latina’s unique 
contributions to organizations, our research focuses on the cultural and organizational factors that act as barriers and 
enhancers to Latinas’ career and leadership development. We share the following insights and findings from three Latina 
focus groups conducted in 2007 in Boston, Houston and New York, using participant’s own words to exemplify our findings 
that:

• Confirm the importance of family and the dilemmas Latinas’ gender roles and expectations create in managing their 
careers. We relate this dynamic to the cultural scripts of familismo, marianismo and machismo. Latinas say:
» “Family members are my greatest source of mentoring. Without the support of your family you just can’t work.”
» “I’m a very ambitious person, but I was always taught by my family that family comes first. The fact that I wasn’t 

around to cater to my husband and instead went to speak at a conference was a problem. That’s a battle you not only 
fight outside your culture, but inside your culture.

» “I think it’s a cultural thing and a woman thing, the fact that it’s hard for us to say to other people, ‘I’m doing a great 
job!’”

• Expand on the importance of cultural scripts, many that support current approaches to organizational success, but are not 
appreciated as such in Latinas. Scripts, such as collectivism, make for good team leaders; personalismo y simpatía make 
for positive relations with clients and coworkers; and respeto makes for appropriate consideration of organizational 
hierarchy and authority. Our participants say,
»  “The feedback that people like to work with me was great, because that’s something that is very important to me.”
»  “As a Latina you have to help open the door for others. That’s been such a driver to make sure that I pave the way for 

others. For me it was hard; maybe for my daughter, my friend, it won’t be so hard.”
»  “So I went to my manager several times and said, ‘I know I’m an IT person and I know I’m not supposed to talk to 

people, but I love talking to people. Can you give me the opportunity to do this so I can learn about relationships and 
finance?’”

• Confirm the prevalence of structural and organizational barriers, such as tokenism, isolation and subtle and not-so-
subtle discrimination. Some Latinas describe more blatant forms of discrimination that are overtly manifested, such as 
explicit negative comments about Latinos and the scarcity of mentors. More subtly, Latinas gave examples of questioning 
comments about their capabilities and lack of developmental opportunities. For example:
» “It’s the fact that you have to really push for them to take a risk with you.”
» “If we only have Jennifer Lopez as a role model, it’s all right if you want to sing or dance, but if not, what about the 

business world?”
» “To be both Latina and a psychiatrist. People ask about my credentials.”
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» “People will make comments that unintentionally hurt you. For example, one of the highest HR managers in the 
company asked me, ‘Aren’t you happy? You’ve done so much for being a Latina?’ I’d really appreciate it if she’d just 
said I’ve done so much and left it at that.”

• Shed new light on the importance of understanding the differences and diversity among Latinas, and of our complex and 
bicultural identities.
» “I have been in this country for 14 years and I can be concise, clear, I can get to the point. But I also have that Latino 

warmth and if I see that you are having a bad day, I’ll go and hug you.”
» “I think we have a certain spirit, a certain energy as a people and that sometimes you’re feeling that something is 

impossible and you draw on those resources that you didn’t even know you had. I think that comes from where I came 
from and being Latina.”

We believe that understanding Latina diversity and more fully utilizing it is one of the major steps today’s corporations 
should take. The potential cost of organizations not converting these barriers into opportunities is that Latinas may “opt 
out,” continuing to set up their own businesses and abandoning the corporation all together.8 Those who choose to stay 
in these organizations will be limited in their ability to bring their full creativity to bear on complex business challenges. 
Corporations positioned to succeed in the next decade will surely prevent this from happening.

In our soon-to-be-published article we provide recommendations for corporations to address the barriers and enhancers to 
Latinas’ success and contributions.

Evangelina Holvino is president of Chaos Management, Ltd., a training, consulting, and research partnership specializing in collaborative 
group and organizational approaches to change. She has consulted to a wide range of for-profit organizations such as Popular Inc. 
and Banco Popular de Puerto Rico, Kraft Foods, Lucent Technologies, Mobil Corporation, and Verizon, as well as many not-for-profit 
organizations in West Africa, Latin America, and the Caribbean. Past consultations include facilitating large group planning and problem 
solving organization and community meetings, establishing a nationwide network of health consultants in Nigeria, and developing and 
facilitating training programs on collaboration, conflict management, and group dynamics. Dr. Holvino is the developer and director of the 
Advancing Hispanics Leadership Workshop, a leadership program for Latino mid-level managers in the USA. She is also an Affiliate Faculty 
at the Center for Gender in Organizations, Simmons School of Management in Boston. Her research and writing focus on the intersections 
of race, gender, and class, and the opportunities and challenges these and other differences create in organizations. For more information, 
contact the author at Holvino@chaosmanagement.com.

Dr. Placida Gallegos has spent her career in academia and organizations working to create healthier, more inclusive cultures where 
people can thrive and achieve their fullest potential. She is a Professor at Fielding Graduate University in the Human and Organizational 
Development Program and has conducted research in the areas of transformational leadership, career development of women and people 
of color and creating inclusive organizations.  Her dissertation research conducted in 1987 focused on the emergence and development of 
Latina leaders in large corporate settings and was entitled “Emerging leadership among Hispanic women: The role of expressive behavior 
and nonverbal skill”.   Currently, Dr. Gallegos is conducting a national research study exploring Latina career development and leadership.

Endnotes

1. Based on the research project Latinas at Work: Journeys to Leadership, a quantitative and qualitative study designed and conducted by 
co-principal investigators Evangelina Holvino and Placida Gallegos and co-sponsored by Simmons College School of Management, Fielding 
Graduate University and Chaos Management, Ltd. For more information please contact Plácida Gallegos at pgallegos@fielding.edu.

2. Bureau of Labor Statistics, Employment and Earnings, January 1999, p. 208 and January 2002, p. 170.

3. R. Kochhar, “Latino Labor Report 2006: Strong Gains in Employment,” 2006, Pew Hispanic Center, Washington, D.C.

4. R. Rodríguez, Latino Talent: Effective Strategies to Recruit, Retain and Develop Hispanic Professionals, 2008, John Wiley & Sons, Hoboken, 
NJ, p. 6.

5. Women in the Labor Force, U.S. Department of Labor, Bureau of Labor Statistics, February, 2004.

6. Women’s Economic Status in the States, Institute for Women’s Policy Research, 2004, http://www.iwpr.org/pdf/R260.pdf.

7. Catalyst, “Women of Color Executives: Their Voices, Their Journeys,” 2003.

8. Hispanic women-owned firms exceeded 470,000 in 2002, employing almost 198,000 workers and generating $29.4 million in sales. 
Latinas owned 39 percent of all minority women-owned firms in 2002. Interpretation of these numbers –  provided by the Center for 
Women’s Business Research in their Hispanic Women-Owned Businesses in the United States 2002 Fact Sheet – suggests that Latinas are 
increasingly “opting out” of organizations in favor of running their own businesses.
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For organizations the issue is one of change. Are organizations willing and able to expand and experiment with practices based on 
other cultural and behavioral models so they can offer options that take into account Latinos cultural differences? Are organizations 
willing to respond based on the needs and potential contributions of their Latino population or will they continue to base their 
formal and informal practices, such as performance appraisals, promotions, developmental opportunities, and career and leadership 
development programs, on practices which no longer serve their culturally diverse and global populations? Will Latinos and Latinas 
remain invisible to corporations or will organizations translate Latino cultural styles, beyond our food and music, into practices that 
benefit all?

What to Do 

In conclusion, despite the progress and recent attention to the Latino market, talent and the business case for Latinos in organizations, 
key questions of difference and dominance remain. Organizations and their cultures do not change easily or quickly, but we must 
find ways of changing them so they support Latinos and organizations doing better. I conclude with a few suggestions for different 
organizational stakeholders to enhance the opportunities of Latinos to participate and contribute their considerable talent, energy 
and “Latinomuscle”20  to the organizations of the 21st century.

For Anglos/Whites: 
1) Focus on the structure, developmental opportunities and accountability for Latinos’ progress in your organization; 
2) Make friends with a Latino – real friends, and hopefully with more than one so you can learn first hand about Latinos; and 
3) Understand the advantages of the Latino cultural framework, incorporate it and become a global citizen.

For Other Minorities: 
1) Collaborate with Latino/as instead of viewing them as competition; 
2) Share your best practices with us and understand that we might need to adapt them to work for us; and 
3) Learn about Latinos and reciprocate by sharing your cultural frameworks. 

For Latinos: 
1) Be visible, stop trying to pass for a white Anglo and understand the value of our unique socio-cultural framework; 
2) Advocate for Latinos and be bicultural in how you conform to and confront the dominant organizational culture and its 
representatives; and 
3) Take charge of your career and understand today’s subtle discrimination, picking your individual and collective battles.

For All of Us: 
1) Support and sponsor objective research and interpretation of information and research on Latinos in organizations while 
understanding the limits of information gathered exclusively by and for the corporation; 
2) Share, but understand that “best practices” and “the business case” are organization specific; and 
3) Collaborate with others across differences. 

After all, while there may be a strong business case for Latinos in organizations, there is also a moral and legal case for equality           
for all.

20   Author Cristina Benitez uses the term “Latinomuscle” to describe the contribution Latinos are making to the U.S. labor force by replacing the baby boom retiring 
population and making up for this workforce deficit, especially in the service and entrepreneurial sectors, p. 83. (See footnote 5).

(Continued from page 8)
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