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Abstract of Dissertation

Value Congruence and the Acculturation Experience
of Puerto Rican Female Citizen Soldiers:
A Narrative Inquiry

This narrative inquiry study, guided by a research puzzle, aimed at understanding
how Puerto Rican female citizen-soldiers explain the value congruence between
personal/Puerto Rican values (as Puerto Rican citizens) and organizational values (as
U.S. Army soldiers) during their lived acculturation experience. The value congruence
(consonance and contention) phenomenon within the acculturation process plays a
significant role as the U.S. Army is trying to bolster citizen-soldier recruitment,
increasing retention and minimizing attrition. The data collected through semi-structured
interviews, as conveyed by 10 Puerto Rican female citizen-soldiers, generated the
narratives and voices that deliver the insights into how they learned and developed their
personal/Puerto Rican values and the U.S. Army organizational values, and how these
sets of value systems were either in consonance or contention during their lived
acculturation experiences.

The resulting co-composed narratives led to four “resonant threads:” identity and
being (meaning); personal determination, strength, and courage (I can do this!) —
opportunities and challenges; selflessness and the desire to serve and help others and
make a difference; and impact of language (English language proficiency and Puerto
Rican accent) on the participant's acculturation experience. Five central findings that
provided “clues” to the research puzzle were uncovered: values (personal, Puerto Rican,

and U.S. Army) play a meaningful and significant role in the Puerto Rican female

Vi



Citizen-Soldiers’ lived acculturation experience from the Puerto Rican culture (heritage
culture) to the U.S. Army culture (host culture); consonance is the predominant value
congruence explanation offered by the Puerto Rican female Citizen-Soldiers during their
lived acculturation experiences; integration is the primary acculturation strategy
employed by the Puerto Rican female Citizen-Soldiers as they acculturate from the
Puerto Rican culture (heritage culture) to the US Army culture (host culture); the Puerto
Rican accent and the English language proficiency play a noteworthy dynamic in the
Puerto Rican female Citizen-Soldiers’ lived acculturation experience; and Puerto Rican
female citizen-soldiers’ reasons for joining, staying, and leaving the U.S. Army are
varied, diverse, and progressive. Recommendations and implications for theory, research,

and practice are provided and discussed.

Keywords: Values, Value congruence, Acculturation, Puerto Rican women in the U.S.

Army, Narrative inquiry
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Glossary of Terms

Acculturation. “The general processes and outcomes (both cultural and psychological)
of intercultural contact” (Berry, 1997, p. 8).

Citizen-soldier. “A citizen who felt a duty to serve temporarily and at the same time
expected all citizens to serve and saw the military as a necessity for U.S. national
defense” (Griffith, 2011a, p. 267).

Collectivism and cooperation. The non-Western cultural values that emphasize
interdependence and connectedness and are focused on the needs of the
community instead of individuals (Blancero & Cotton-Nessler, 2017).

Culture. “A pattern of shared basic assumptions learned by a group as it solved its
problems of external adaptation and internal integration, which has worked well
enough to be considered valid and, therefore, to be taught to new members as the
correct way to perceive, think, and feel in relation to those problems” (Schein,
2010, p. 17).

Familismo. The higher-order priority where the family is placed within the values and
principles of the Hispanic culture, with “family relationships involved in a strong
sense of loyalty, solidarity, and reciprocity” (Ruiz, 2005, p. 39).

Hispanic/Latinx cultural values. Collectivism and cooperation, personalismo,
familismo, simpatia, respeto, machismo, marianismo (Blancero & Cotton-Nessler,
2017; Ruiz, 2005; Delgado, 2017; Holvino, 2008; Hofstede, Hofstede, & Minkov,
2010; Suizzo et al., 2012).

Latinx. Gender-neutral “all-inclusive” alternative term for Latino, Latina, and Latin@.

XVi



Machisma The importance of the role of men within the Hispanic culture, where male
power and strength are exercised to protect and care for others, even those beyond
their immediate family (Ruiz, 2005).

Marianismo. An aspect of the female gender role with significant repercussions for
Hispanic women in their social interactions/exchanges outside of their homes, in
the workplace and the community, to include limiting unmarried women’s
interactions with men not in their immediate family (Ruiz, 2005), unless there is
marriage potential.

Personalismo“Personalized self-worth” (Ruiz, 2005, p. 37) centered on appreciation for
each person’s dignity and uniqueness, respect for authority, and the importance of
personal/social contacts and interactions in developing the human personality.

RespetoPart of the higher power distance dimension (Hofstede et al., 2010) that focuses
on being mindful of one’s responsibility and duty to the family and its values;
respect for authority; and the desire to be respected by those in authority positions
(Blancero & Cotton-Nessler, 2017).

Simpatia The individual’s ability to empathize with others’ feelings and the importance
of being in relationships at peace with each other (Blancero & Cotton-Nessler,
2017).

U.S. Army core values. Depicted by the acronym LDRSHIP: loyalty, duty, respect,
selfless service, honor, integrity, and personal courage (Mattox, 2013).

Value congruence. Value congruence was defined by Simmons (2010) as “the extent to
which the individual can behave at work consistent with their own self-image” (p.

1). Edwards & Cable, 2009 stated that value congruence is, “The similarity

Xvii



between values held by individuals and organizations” (p. 655). Liedtka (1989)
offered a “value congruence model” that studied an organizational and personal
interaction condition “in terms of contention or consonance within and between
personal values of a manager and the larger values held by an organizational
culture” (p. 807). Bao, Dolan, and Tzafrir (2012) defined value congruence as
“the compatibility of work values between the focal person and other
organizational entities such as supervisors, interviewers, coworkers, work group,
and the entire organization” (p. 5).

Values. “A type of belief, centrally located within one’s belief system, about how one
ought or ought not to behave, or about some end-state of existence worth or not

worth attaining” (Rokeach, 1968, p. 124).
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Chapter 1: Introduction

Overview

Values are essential elements of a culture, a nation, an organization, and an
individual. Individuals, such as Puerto Rican women, may wonder about the role
values play in their decision to join, stay, or leave an organization (i.e., U.S. Army,
Army National Guard, and U.S. Army Reserve). In this wonderment, Puerto Rican
female citizen-soldiers may discover that their personal/Puerto Rican values are in
consonance or contention with the organizational values of the U.S. Army.

Citizen-soldiers represent those individuals who have chosen to serve in the U.S.
Army, who have a dual responsibility as an American citizen and as a soldier.! If these
citizen-soldiers discover that their personal/Puerto Rican values are in consonance with
the organizational values, there is a higher probability they will remain in the
organization. If these values are in contention, they will probably not remain in the
organization. The initial encounter of harmony or conflict in values occurs when Puerto
Rican women decide to join the U.S. Army, as there is contact between two cultures—
personal/Puerto Rican culture and the organizational culture. This contact between a
dominant culture (U.S. Army) and the nondominant culture (Puerto Rican) and the
process of maintaining either or both cultures is referred to as “acculturation” by scholars

like Berry (1997). For the U.S. Army, the extent to which Puerto Rican female citizen-

L For the present study, | have chosen to use the term citizen-soldier as an indication that the study
participants (Puerto Rican women) are American citizens and serve or have served as soldiers in the U.S.
Army.



soldiers’ values are in consonance or contention during acculturation will affect their
retention (decision to stay) and attrition (decision to leave).

Comprehending the Puerto Rican female citizen-soldiers’ value congruence
narratives during acculturation is critical and essential for the U.S. Army, the Army
National Guard, and the USAR, in fulfilling their vision and the execution of their
mission. The Army’s vision is, by 2028, to “be ready to deploy, fight, and win
decisively against any adversary, anytime and anywhere, in a joint, multi-domain, high-
intensity conflict, while simultaneously deterring others and maintaining its ability to
conduct irregular warfare” (U.S. Army, 2018c). The Army’s mission is “to deploy, fight,
and win our Nation’s wars by providing ready, prompt, sustained land dominance by
Army forces across the full spectrum of conflict as part of the Joint Force” (U.S. Army,
2018c).

To fulfill its vision and mission, the U.S. Army must achieve five specified
objectives: man, organize, train, equip, and lead (U.S. Army, 2018c). As part of the
“man” objective, the U.S. Army will “grow the Regular Army above 500,000 Soldiers,
with associated growth in the National Guard and U.S. Army Reserve, by recruiting and
retaining high quality, physically fit, and tough Soldiers who can deploy, fight, and win
decisively on any future battlefield” (U.S. Army, 2018c). The recruitment and retention
of “high-quality” soldiers include Puerto Rican women. Recruiting, developing, and
retaining Puerto Rican female citizen-soldiers will add to the Army’s diversity of not
only gender, race, and ethnicity, but also more importantly ideas and values.

In this study, the population of interest was Puerto Rican female citizen-

soldiers in the USAR. The phenomenon I tried to understand is whether the value



system of Puerto Rican female citizen-soldiers (as Puerto Rican citizens) is in
consonance or contention (Liedtka, 1989) with the organizational value system of the
U.S. Army as they acculturate into the organization. This phenomenon was informed
by theoretical frameworks of the acculturation process (Berry, 1997), basic human
values (Schwartz, 1992), and value congruence (Liedtka, 1989). Acculturation
represents the process by which an individual within a nondominant culture contacts a
dominant culture and the changes that occur in that intercultural exchange (Berry,
1997). Values are “desirable end state or behaviors” (Schwartz & Bilsky, 1987, p.
551), and value congruence (Liedtka, 1989) represents the process by which individual
and organizational value system are in harmony or conflict. Approaching the present
study from a value congruence perspective sheds light on how Puerto Rican female
citizen-soldiers’

value system impacts (e.g. influences), affects, and informs their behaviors, actions,

attitudes, and decisions.

Statement of the Problem

The problem addressed by the study is the decline in Hispanic/Latinx? women
(including Puerto Rican women) among both enlisted personnel and officers within the
USAR (which does not include the Regular Army?). USAR personnel data (Kartes,
2019) are based upon self-reported Hispanic female demographics, meaning that the

data are Hispanic-centric (e.g., Spanish-speaking individuals of primarily Latin

2 Latinx is a gender-neutral “all-inclusive” alternative term to Latino, Latina, and even Latin@.
3 The U.S. Army is composed of three components: the Active or Regular Army, the Army
National Guard, and the U.S. Army Reserve.



American descent), which includes Puerto Ricans. Furthermore, the U.S. Office of
Management and Budget has directed that people be classified as either Hispanic/Latino
or Not Hispanic/Latino. This office has defined Hispanic “as a person of Cuban,
Mexican, Puerto Rican, South or Central American, or other Spanish culture or origin
regardless of race” (Census.gov, 2018). As shown in Table 1.1, as of May 2018 there
were 129 General/Flag Officers in the USAR, from a total of 1419 General/Flag
Officers (GO/FO) in the U.S. Armed Forces. From the 129 USAR population of
GO/FO, there were six self-reported Hispanics, of which two were self-reported
Hispanic women, representing less than 2% (1.55%) of the total USAR general
officer/flag officer population. (See Figure 1.1) According to the 2017 Demographics:
Profile of The Military Community Report, “Members who report themselves as
Hispanic or Latino represent 14.0 percent of the total DoD force (2,103,415)”
(Department of Defense, (DOD), 2017, p. 8). Further, according to the same report,
“Overall, the total DoD force [2,109,636] has 370,085 (17.5%) female members and
1,739,551 (82.5%) male members” (Department of Defense, (DOD), 2017, p. 6). The
USAR GO/FO Hispanic and female population is not representative of the Total Force
Hispanic (14.0%) and female (17.5%) population. The relevance of this data relates to
how the USAR female GO/FO numbers (3) and percentage (1.55%) compares to the
other USAR GO/FO (126/98.45%). Further, the USAR Hispanic/Latinx and female
GO/FO is compared to the percent of Hispanics/Latinx (14%) and females (17.5%) in
the U.S. Armed Forces. From this relative comparison it is evident that the USAR

Hispanic/Latinx female population is underrepresented in the USAR.



Table 1.1

Number of self-reported Female Hispanic General/Flag Officers in the U.S. Army Reserve, May
2018

General/Flag Officers  Group Total
Army 329
Army Reserve 129
Navy 224
Navy Reserve 45
Marine Corps 89
Marine Corps Reserve 14
Air Force 278
Air Force Reserve 88
Army National Guard 112
Air National Guard 111
Total 1419
Hispanic/Latinx
Army Reserve Male Female
Grade O-7 4 |
Grade O-8 0 |
Grade O-9 0 0
Grade O-10 0 0

Note: From “End of the Month (EOM) of May 2018 Self-reported Hispanic/Latino General
Officer and Flag Officers (GO/FO) Report” by T. H. Manion, 2018, U.S. Army, Washington, DC.

GO/FO: USAR (Percentages)

1.55%

Hispanics = Others

Figure 1.1. Percentages of Hispanics GO/FO relative to Other GO/FO in the USAR (From “End
of the Month (EOM) of May 2018 Self-reported Hispanic/Latino General Officer and Flag
Officers (GO/FO) Report” by T. H. Manion, 2018, U.S. Army, Washington, DC.)



The demographic report for the USAR selective reserve (SELRES) in October
2019 showed a total Hispanic/Latinx female population in the USAR of 8654, 4.538% of
total USAR population (190,709) (Kartes, 2019). The USAR Hispanic/Latinx female
general officers population of 3 was underrepresented relative to the total female general
officer population in the USAR of 26, a 11.54%. Self-reported USAR Hispanic/Latinx
female officers (955) represented 9.9% of the total USAR female officer population
(9,648); Hispanic/Latinx female noncommissioned officers (2,814) represent 18.68% of
all USAR female noncommissioned officers (15,067) and Hispanic/Latinx female junior
enlisted members (4,885) represent 22.52% of the total USAR female junior enlisted
member USAR female population (21,692). Total Hispanic/Latinx female population in
the USAR is 8654, representing 18.65% of total USAR female soldier population and
25.85% of the total USAR Hispanic/Latinx population.

Table 1.2 shows the proportion of Hispanic women decreased in relation to other
ethnic groups (Native Americans, Asians, Caucasians, Blacks, and Pacific Islanders) as
ranks increased, to demonstrate the steady decline in the Hispanic female citizen-soldiers

population over time, relative to all women USAR citizen-soldiers population.

Table 1.2

Change by Rank for Hispanic Women and All Women in the U.S. Army Reserve

Hispanic All women
Rank N Change % Change | N Change % Change
Enlisted
Private 715 2703
Private second-class 440 -275 -38.46% | 1860 -843 -31.19%
Private first class 1021 581 132.05% 4393 2533 136.18%
Specialist 2709 1688 165.33% 12736 8343  189.92%
Sergeant 1436 -1273 -46.99% | 7027  -5709 -44.83%
Staff Sergeant 692 -744 -51.81% | 3605  -3422 -48.70%
Sergeant First Class 491 -201 -29.05% 2983 -622 -17.25%




Master Sergeant 168 -323 -65.78% | 1192  -1791 -60.04%
Sergeant Major/ 27 -141 -83.93% | 260 -932 -78.19%
Command Sergeant Major

Officers

Lieutenant 316 2381

Captain 296 -20 -6.33% 2931 550 23.10%

Major 183  -113 -38.18% 2331 -600 -20.47%

Lieutenant Colonel 61 -122 -66.67% 1044  -1287 -55.21%

Colonel 16 -45 -13.77% 368 -676 -64.75%

Brigadier General 2 -14 -87.50% 20 -348 -94.57%

Major General 1 -1 -50.00% 6 0.00%

Note: From “End of the Month (EOM) of October 2019 Self-reported Hispanic/Latino General
Officer and Flag Officers (GO/FO) report” by J. P. Kartes, 2019, U.S. Army, Fort Bragg, NC.

Through a narrative inquiry methodological process (Clandinin & Connelly,
2000), this study offers an explanation (Polkinghorne, 1988) for the perceived reasons for
the decline in Hispanic female enlisted personnel and officers in the USAR. The study is
important because the resulting co-composed narratives pinpoint for all leaders and
policymakers within the U.S. Department of Defense and the U.S. Department of the
Army the Puerto Rican female citizen-soldiers’ value congruence process and

acculturation process and the reasons they join, stay, or leave the U.S. Army.

Purpose of the Study

The purpose of this research study was to understand the value congruence
experience between Puerto Rican female citizen-soldiers’ personal/Puerto Rican values
and the U.S. Army organizational values during their lived acculturation experiences. The
value congruence between personal/Puerto Rican values (as a Puerto Rican) and
organizational values (as a U.S. Army soldier) is inherent in the overall acculturation

process (Berry, 1997). Berry (1997) stated that “acculturation refers to the general



processes and outcomes (both cultural and psychological) of intercultural contact” (p. 8).
The essence of this definition is in the contact that occurs between two cultures and the
ensuing personal and organizational changes experienced.

Schneider (1987) indicated that humans are pulled towards organizations that
share a common set of values and beliefs. The present study was also interested in why
the participants decided to join the U.S. Army and what role the value congruence
between their personal/Puerto Rican values and the organizational values had in
informing this decision. It also addressed how, later in their careers as members of the
U.S. Army, the congruence between these values informed their decision to stay in or
leave the U.S. Army.

A unique feature of this study was examining how the value congruence between
personal/Puerto Rican and organizational values was significant in defining what it meant
to be citizen-soldiers in an “all-volunteer force” for Puerto Rican women. The citizen-
soldier was defined by Griffith (2011a) as ““a citizen who felt a duty to serve temporarily
and at the same time expected all citizens to serve and saw the military as a necessity for
U.S. national defense” (p. 267). Essentially, citizen-soldiers are U.S. citizens who serve
in dual roles as citizens and as soldiers (a generic term meant to include Soldiers,
Marines, Sailors, Airmen, and Coastguardsmen), who are defined by three fundamental
qualities of military service, “obligatory service or compulsory service, universal service,

and legitimacy” (Griffith, 2011a, p. 267).

Research Puzzle

My research puzzle (Clandinin & Connelly, 2000) was: how do Puerto Rican

female citizen-soldiers explain the value congruence between their personal/Puerto



Rican values (as Puerto Rican citizens) and the organizational values (as U.S. Army
soldiers) during their lived acculturation experiences? This study aimed to discover,
interpret, and co-compose, with Puerto Rican female citizen-soldiers, their explanations,
from their voices and through their narratives, of this value congruence and determine the
meaning they give to these experiences and the significance of these experiences. This
process involved constructing subjective meaning and significance from the discovery
and interpretation (Creswell, 2014) of the lived value congruence and acculturation

experiences.

Potential Significance of the Study

It is important for stakeholders—U.S. Army leaders, Office of the Secretary of
Defense leaders, policymakers, researchers, practitioners, Puerto Rican people, and
American people—to acknowledge that they might better serve, support, and encourage
Puerto Rican female citizen-soldiers who aspire to become senior noncommissioned
officers and general officers if they comprehend the value congruence complexities of
Puerto Rican female citizen-soldiers’ personal/Puerto Rican values and the U.S. Army
organizational values during their acculturation into the U.S. Army. Further, it was very
essential that these stakeholders understand the importance and the role that value
congruence plays during the participants’ acculturation into the U.S. Army process. Last,
the criticality of understanding and acknowledging the impact of value congruence and
acculturation for the participants by the stakeholders enhances the significance of the

present study.



Theoretical and Empirical Significance

The scholarly contributions of the study focused on extending the conceptual and
theoretical as well as empirical scholarly conversation about (1) basic human values; (2)
the value congruence between personal/national and organizational values; (3) the
acculturation process; and (4) citizen-soldiers and related topics and concepts. For each
of these conceptual and theoretical areas, I have identified the specific topics and
concepts that directly informed and supported the present study and how the study
contributes to the human values, acculturation, citizen-soldier, and value congruence
conversation.

Basic human values. The conceptual, theoretical, and empirical literature on
basic human values has focused on values and value systems (Kluckhohn, 1952;
Rokeach, 1968, 1973; Williams, 1967), basic (human) values (Schwartz, 1992, 2017a,
2017b; Schwartz et al., 2012), the structure and content of the basic values (Bilsky, Janik,
& Schwartz, 2011; Schwartz, 1994; Schwartz & Bilsky, 1990), and a refined set of
human values (Schwartz, 2017a; Schwartz et al., 2012). The present study contributed to
the theoretical and empirical literature on basic human values by addressing the way that
Schwartz’s (1992, 2012, 2017a, 2017b) basic human values are acknowledged by the
participants when identifying and describing their personal values.

Value congruence. The preponderance of the value congruence conceptual and
theoretical scholarship has focused on the value congruence between personal/national
and organizational value systems (Bao, Dolan, & Tzafrir, 2012; Liedtka, 1989); on
person-organization values fit (Chatman, 1989; Kristof, 1996; Posner, 1992); and on

shared values (Posner, Kouzes, & Schmidt, 1985; Posner & Schmidt, 1992; Posner &
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Westwood, 1995). Posner (2010) stated that “values have been associated with, for
example, job satisfaction, organizational commitment, turnover, trust, person-
organization fit, readiness to change, and performance” (p. 535). Research studies from
Posner and Westwood (1995) and Posner and Schmidt (1992, 1993) discovered that
positive organizational outcomes and positive employee work disposition were directly
related to the close association between personal and organizational values, which
pointed the way to a positive work environment and ultimately to higher recruitment and
retention rates and lower levels of attrition. The contribution made by the present study to
this conceptual and theoretical literature is centered on how value congruence
(consonance and contention) between the personal/Puerto Rican and organizational
values affects the Puerto Rican female citizen-soldiers’ decision-making process
(attitudes and behaviors).

Acculturation. The empirical, conceptual, and theoretical literature on
acculturation has highlighted the acculturation process, strategies, and adaptation (Berry,
1997, 2008; Padilla & Perez, 2003; Sam & Berry, 2010; Schwartz & Zamboanga, 2008);
acculturative stress (Berry, Kim, Minde, & Mok, 1987; LaFromboise, Coleman, &
Gerton, 1993); unidimensional and bidimensional models of acculturation (Benet-
Martinez & Haritatos, 2005; Cheng & Lee, 2013; Lee, Sobal, & Frongillo, 2003; Phinney
& Devich-Navarro, 1997; Siatkowski, 2007; West, Zhang, Yampolsky, & Sasaki, 2017);
cultural frame-switching (Haritatos & Benet-Martinez, 2002; Hong, Morris, Chiu, &
Benet-Martinez, 2000; LaFromboise et al., 1993); and bicultural competence (Benet-
Martinez & Haritatos, 2005; LaFromboise et al., 1993). The present study contributes to

the theoretical and empirical literature by emphasizing the importance and relevance of
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the acculturation process in the way the participants experience value congruence during
their acculturation lived experiences.

Citizen soldier. Empirical, theoretical, and conceptual literature on citizen-
soldiers has been limited to focusing on the outdated USAR recruitment and retention of
junior enlisted citizen-soldiers (Griffith & Perry, 1993; Perry, Griftith, & White, 1991);
on the Army National Guard (Griftith, 2008, 2009a; Vest, 2014); on social identity
(Griftith, 2011a, 2011b, 2011c); on post-deployment problems (health, economic, social,
and others) (Griffith, 2017a); on the conceptualization of the all-volunteer force (Griffith,
2017b; Moskos, 1977a), and on the citizen-soldier concept (Moskos, 2001/2002; Snyder,
2003). The applicability of the citizen-soldier concept to the present study is directly
related to the importance of understanding the dual responsibilities that reserve
component soldiers have while serving in uniform as an American citizen and a U.S.
soldier. The USAR calls it “twice the citizen.”

Contribution (significance). Last, the present study also contributed to the
limited scholarly literature on the U.S. Army’s individual and organizational values and
on Puerto Rican women’s personal/national values as a separate entity from the
generalized Hispanic/Latinx cultural values. The conversation that the present study
engages is specific to human values, value congruence, acculturation processes, and the

narrative inquiry qualitative methodology.

Practical Significance

The practical significance of the present research study is focused on the

following:
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1. How Puerto Rican female citizen-soldiers develop their personal and Puerto Rican
value system

2. How the lived acculturation experiences of Puerto Rican women impact their
decision to join the U.S. Army and whether to stay in the U.S. Army

3. How Puerto Rican female citizen-soldiers’ personal/national values are in
consonance or contention (congruence) with the U.S. Army’s organizational
values

4. The discovery and understanding of the voices of Puerto Rican female citizen-
soldiers, as explained through their narratives as lived, told, retold, and relived

(Clandinin & Connelly, 2000)

Moreover, the practical contributions of the study highlight the importance of
listening to the voices of Puerto Rican female citizen-soldiers to expand the
understanding of their values, behaviors, attitudes, and decisions that influence their
recruitment, employment, retention, and development in Puerto Rico and in the United
States. Finally, from a practical standpoint, the value of narratives is highlighted as a
means by which all stakeholders (leaders, researchers, practitioners, policymakers, and
U.S. and Puerto Rican citizens) can understand the explanations of Puerto Rican female

citizen-soldiers’ lived acculturation experiences and value congruence experiences.

Conceptual Framework

Figure 1.2 is a pictorial representation of the research puzzle: How do Puerto
Rican female citizen-soldiers explain the value congruence between their

personal/Puerto Rican values (as Puerto Rican citizens) and organizational values (as
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USAR soldiers) during their lived acculturation experiences? The research puzzle and
conceptual framework have four components:
1. Puerto Rican female citizen-soldiers’ voices and narratives (Clandinin, 2013;
Clandinin & Connelly, 2000)
2. Culture (Kluckhohn, 1951; Spencer-Oatey, 2008, 2012)
3. Values (Rokeach, 1968, 1973, 1979); personal/national (Puerto Rico) values
(Blancero & Cotton-Nessler, 2017; Delgado, 2017; Ruiz, 2005) and individual
(U.S. Army, 2018b) and U.S. Army organizational values (Jackson, 2001)
4. Value congruence (Chatman, 1989; Liedtka, 1989; Posner & Schmidt, 1993)
5. Theoretical frameworks: acculturation theory (Berry, 1997), the theory of basic
human values (Schwartz, 1992, 2017a, 2017b), and the value congruence
theory/model (Liedtka, 1989; Posner, 1992, 2010; Posner & Schmidt, 1993;

Rohan, 2000)

Puerto Rican Female Citizen-Soldiers

Voices Narratives

Lived Acculturation Experience
(Culture and Values)

ersonal/National . Organizational

Values Condill Values
(as PR Citizens) 9re (as US Army Soldiers)

Theories: Acculturation Theory (Berry, 1997),
Theory of Basic Human Values (Schwartz, 1992),
and Value Congruence Theory (Liedtka, 1989)

Figure 1.2. Conceptual framework.
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The crux of the present study is exploring, discovering, interpreting, constructing,
and understanding how Puerto Rican women explain their lived acculturation experiences
and the value congruence between their personal/Puerto Rican values and the U.S. Army
organizational values. Understanding Puerto Rican women will set the foundation for the
importance of who they are through the lenses of their lived acculturation experiences,

their values, their voices, and their narratives.

Puerto RicanWomen
According to the “Welcome to Puerto Rico” webpage, Puerto Rico is

officially known as the Commonwealth of Puerto Rico (Estado Libre Asociado de
Puerto Rico), is an unincorporated territory of the United States, located in the
northeastern Caribbean, east of the Dominican Republic and west of both the U.S.
Virgin Islands and the British Virgin Islands. (Rivera, 2018, para. 1).

As an “unincorporated territory” of the United States, Puerto Rico is not a nation, a
country, or a U.S. state, and only certain aspects of the U.S. Constitution apply (e.g., not
including voting in presidential elections). Further, “The [U.S.] Supreme Court left a lot
of uncertainty when it decided in the Insular Cases that Puerto Rico was covered only in
‘fundamental rights’ under the Constitution” (Puerto Rico 51st, 2018, para. 13). The
Insular Cases were 1901 U.S. Supreme Court opinions about the political status of
various U.S. territories following their acquisition after the Spanish-American War.

For the present study, Puerto Rican women represented participants who were
born and raised in Puerto Rico or raised by Puerto Rican parents and lived the
preponderance (51%-+) of their lives in Puerto Rico. The intent of this criterion was to

minimize the influence of other national cultures (e.g., that of the United States) on their
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upbringing, development, and value system. Two additional study demographics defined
Puerto Rican female citizen-soldiers in the present study. First, the participants were, at
the time of the study, members of the USAR in good standing. The ranks of these
participants fell within three structures in the U.S. Army: junior enlisted member,
noncommissioned officer, and commissioned officer, to include warrant officers. Second,
participants had to have completed the required military education requirements

commensurate with their rank.

Citizen-Soldier Concept

Griffith (2011a) indicated that “the citizen soldier was fundamentally a citizen
who felt a duty to serve temporarily and at the same time expected all citizens to serve
and saw the military as a necessity for U.S. national defense” (p. 267). From this
definition, one can highlight three unique and distinct elements of military service as a
citizen-soldier: “(1) obligatory service or compulsory service, (2) universal service, and
(3) legitimacy” (p. 267).

From World War II through the Cold War and the Soviet threat to where we are
today, the roles and responsibilities of citizen-soldiers have changed from serving as
“replacements” (p. 59), to becoming a “deterrence” force, to developing into an
indispensable operational force (rather than a strategic force) (Griftith, 2009b). Becoming
an operational force represents, as Griffith (2008) stressed, relying “on reservists,
resulting in frequent and prolonged activations” (p. 232). This natural citizen-soldier
transformation has affected the organizational structure, roles, functions, and focus of the

USAR and the Army National Guard (the U.S. Army Reserve components), which have
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been directly affected by the “geopolitical events” (p. 264) the United States has

experienced over the past 50 years (Griffith, 2011b).

Culture

As a foundational definition or perspective on culture, Kroeber and Kluckhohn

(1952) stated:

Culture consists of patterns, explicit and implicit, of and for behaviour acquired
and transmitted by symbols, constituting the distinctive achievements of human
groups, including their embodiment in artifacts; the essential core of culture
consists of traditional (i.e., historically derived and selected) ideas and especially
their attached values; culture systems may, on the one hand, be considered as
products of action, on the other, as conditional elements of future action.” (p. 181)

This definition highlights the importance of what is at the heart of culture—*traditional
ideas” and “attached values” (Kroeber & Kluckhohn, 1952, p. 181). Hofstede (2001)
defined culture “as the collective programming of the mind that distinguishes the
members of one group or category of people from another” (p. 9). Schwartz (2006)
“view[ed] culture as the rich complex of meanings, beliefs, practices, symbols, norms,
and values prevalent among people in a society” (p. 2). Taras, Rowney, and Steel (2009),
after an analysis of numerous definitions of culture, identified several commonalities
among the definitions: “Culture is a complex multi-level construct; culture is shared
among individuals belonging to a group or society; culture is formed over a relatively
long period of time; and culture is relatively stable” (p. 358).

National culture. National culture, as defined by Minkov (2013), “refers to a
collection of measures of the elements of culture . . . gathered within a single nation”
(p. 27). The “universal elements of culture” (p. 40), according to Minkov (2013), include

“values, norms and ideologies, values for children, beliefs, behavioral intentions, self-
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reported behaviors, attitudes, and self-descriptions” (pp. 40-46). Further, Hofstede,
Hofstede, and Minkov (2010) stated that “national cultures are part of the mental
software we acquired during the first 10 years of our lives, in the family, in the living
environment, and in school, and they contain most of our basic values” (p. 346, original
emphasis). Hofstede et al. (2010) made the unique distinction that within a national
culture, values dominate over practices, while within an organizational culture, practices
prevail over values.

Organizational culture. Schein (2010) defined “organizational culture” as

a pattern of shared basic assumptions learned by a group as it solved its problems
of external adaptation and internal integration, which has worked well enough to
be considered valid and, therefore, to be taught to new members as the correct
way to perceive, think, and feel in relation to those problems. (p. 18)

This definition emphasizes the importance of shared basic assumptions,
organizational/group learning, adaptation, integration, validity, and transferring thoughts,
feelings, and perceptions to new members relative to problem-solving. Further, Schein
(2010, p. 16) declared, “The concept of culture implies structural stability, depth, breadth,
and patterning or integration.” Structural stability represents the notion that an
organizational culture remains stable and permanent through employee attrition and
accession. Depth and breadth characterize the organizational stability and ubiquity.
Pattering or integration provides stability and order for the organizational culture.
Schein’s (2010) organizational culture model is defined by three distinct levels of
culture: artifacts, adopted values, and fundamental assumptions. Artifacts (Schein, 2010)
exemplify the elements of an organizational culture you can “sense,” that is, hear, touch,

see, and feel within an organization. These artifacts include, but are not limited to, such
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things as the logos, mottos, publications, facilities, artwork, rituals, language, products
and designs, and climate.

Adopted and shared values (Schein, 2010) represent an organization’s beliefs,
ideologies, philosophies, desired outcomes, and vision/ mission. The elements of
individual and collective value congruency are essential to understanding espoused
values. There must be a certain amount of value congruency between the organizational
members’ shared values and beliefs and the organizational ideals, assumptions, and
rationalizations (Schein, 2010). As shared values and beliefs are validated by
organizational success, the underlying organizational assumptions are established. A basic
underlying assumption (Schein, 2010) is characterized by unconscious (taken for granted)
factors of an organization’s actions, thinking processes, and learning. These assumptions
provide the organization with a sense of safety, stability, and security.

According to Schein (2010), the espoused values and beliefs must be congruent
with the shared assumptions to achieve the full effect of culture within an organization.
Shared values and beliefs are congruent with and are closely associated with the basic
underlying assumptions of the organizational culture. The present study focused on
participants’ personal/Puerto Rican values and the value congruence with the U.S. Army’s

organizational values.

Values

This study was founded upon the conceptualization of values, specifically,
organizational and personal/national values, as researched and reported in scholarly
publications by culture and values exemplars, such as Kluckhohn (1951), Kroeber and

Kluckhohn (1952), Rokeach (1968, 1973), Hofstede (2001), Schein (2010), and Schwartz
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(1992, 2017a, 2017b). Values, as one of many aspects and elements of culture (along
with, e.g., norms, practices, rituals, attitudes, assumptions, artifacts, and symbols), served
as the foundational variable of the study. Hofstede (2001) stated that “systems of values
are a core element of culture” (p. 10), a view further reinforced by Schwartz’s (2014)
statement that “the core aspect of societal culture is ‘value’ or ‘normative systems’”

(p. 6). This study focused on the personal, national (Puerto Rico), and organizational
(U.S. Army) values.

Hispanic/Latinx national values. The “Hispanic/Latino” term has been defined
by the U.S. Office of Management and Budget as “a person of Cuban, Mexican, Puerto
Rican, South or Central American, or other Spanish culture or origin regardless of race”
(Census.gov, 2018). The Hispanic/Latinx values are the generalized representation of
Puerto Rican national values. As identified by such scholars as Blancero and Cotton-
Nessler (2017) and Ruiz (2005), Hispanic/Latinx cultural values include collectivism,
simpatia, personalismo, respeto, familismo, machismo, and marianismo.

1 Collectivism is a non-Western cultural value that emphasizes interdependence and
connectedness and is focused on the needs of the community instead of the needs
of individuals (Blancero & Cotton-Nessler, 2017).

1 Simpatia is the individual’s ability to empathize with others’ feelings and the
importance of being in relationships at peace with each other (Blancero & Cotton-
Nessler, 2017).

1 Personalismo, that is “personalized self-worth” (Ruiz, 2005, p. 37), is centered on

appreciation for the dignity and respect for the uniqueness of others, the value of
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respect for authority, and the importance of personal/social contact and
interactions in developing the human personality.

Respeto focuses on being mindful of an individual’s responsibility and duty to the
family and its values, respect for authority, and the desire to be respected by those
in authority positions (Blancero & Cotton-Nessler, 2017).

Familismo (family orientation) represents the higher-order priority where the
family is placed within the values and principles of the Hispanic culture, with
“family relationships involved in a strong sense of loyalty, solidarity, and
reciprocity” (Ruiz, 2005, p. 39).

Machismo represents the importance of the role of men within the Hispanic
culture, where male power and strength are exercised to protect and care for
others, even those beyond their immediate family (Ruiz, 2005).

Marianismo is “the cult of feminine spiritual superiority, which teaches that
women are semi-divine, morally superior to and spiritually stronger than man”
(Stevens, 1973, p. 91). Further, Holvino (2008) described marianismo as “where
the women nurture, serve and sacrifice for their families (following the model of
Virgin Mary)” (pp. 13-14).

The manifestation of these values is critical for Puerto Rican (as

Hispanics/Latinx) female citizen-soldiers’ decision-making and problem-solving

processes, as they represent the foundational beliefs that shape their thoughts, judgment,

feelings, and actions relative to decisions to join, stay, or leave the U.S. Army. The Puerto

Rican values follow those of the Hispanic/Latinx cultural values, with added emphasis on

family, respect, pride (orgullo), religion, and language (Doerfler, 2018).
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Organizational values: U.S. Army. The U.S. Army, of which the Army National
Guard and the USAR are the reserve components, espouses seven individual core values
that guide the day-to-day activities and actions of soldiers. These core values are
represented by the acronym LDRSHIP—Ioyalty, duty, respect, selfless service, honor,
integrity, and personal courage. Under the auspices of what makes the U.S. Army a
profession, the U.S. Army identified three C’s of “what makes YOU a professional in the
Army” (U.S. Army Combined Arms Center, 2018): character, commitment, and
competence.

Further, the U.S. Army identified five essential characteristics of the U.S. Army
profession: honorable service, trust, military expertise, esprit de corps, and stewardship of
the profession. Together, the seven Army values, the 3C’s, and the five essential
characteristics of the U.S. Army profession represent the current organizational values
and guiding principles of the U.S. Army as a profession and a soldier as an Army
professional (U.S. Army Combined Arms Center, 2018). The USAR does not have a
separate set of individual core values or organizational values.

In making a distinction between organizational and individual values, Jackson
(2001) indicated that the U.S. Army organizational values, according to Field Manual 22-
100, Army Leadership: Be, Know, Do (U.S. Army, 1999), are mission performance,
member development, tradition cultivation, and team building. Field Manual 22-100 is no
longer in effect, since it has been replaced by Army Doctrine Publication 6-22, Army
Doctrine Reference Publication 6-22, and Field Manual 6-22. Neither of these

publications identified or articulated the current U.S. Army organizational cultural
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values. For the present study, I retained the Field Manual 22-100 (U.S. Army, 1999)

description of the U.S. Army’s organizational values.

Theoretical Frameworks

Three significant theoretical frameworks informed the study: acculturation theory
(Berry, 1997); the theory of basic human values (Schwartz, 1992) and a refined theory of
basic human values (Schwartz et al., 2012); and the value congruence theory/model
(Liedtka, 1989). Each theoretical framework informed the dynamic forces that support
the acculturation process and the value congruence between the Puerto Rican female
citizen-soldiers’ personal/Puerto Rican values (as Puerto Rican citizens) and
organizational values (as a U.S. Army soldiers) as they explained their lived experiences,
expressed their voices, and told their lived U.S. Army stories.

Acculturation. Two key definitions have been consistently articulated in the
literature as foundational to understanding the development of the conceptualization of
acculturation. First, Redfield, Linton, and Herskovits (1936) stated, “Acculturation
comprehends those phenomena which result when groups of individuals having different
cultures come into continuous first-hand contact, with subsequent changes in the original
cultural patterns of either or both cultures” (p. 149). Second, the Social Science Research
Council (1954) defined acculturation “as culture change that is initiated by the
conjunction of two or more autonomous cultures” (p. 974). These two definitions served
as a focal point, because as a researcher I was interested in how two unique and distinct
set of values (personal/Puerto Rican and organizational) within two distinct and unique

cultures (Puerto Rico and U.S. Army) come into contact to ascertain the congruence
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complexities during the acculturation process for Puerto Rican female citizen-soldiers
and the change experienced by the participant and the organization.

In describing “how to acculturate” (p. 9, original emphasis), Berry (1997)
developed strategies based upon two issues that organizations, groups, and individuals
address as they deal with cultural differences, “cultural maintenance and contact and
participation” (p. 9, original emphasis). Cultural maintenance refers to the importance of
cultural identity and qualities that a group or individuals believe must be maintained
(Berry, 1997). Contact and participation address the decision that individuals or groups
(the nondominant culture) make regarding if and how they want to engage with or not
engage with another cultural entity (the dominant culture) (Berry, 1997). These two
issues are accompanied by a third issue, “the power of individuals and groups to choose
and pursue their own preferences with respect to these two orientations” (Berry, 2019).
This power, whether it is social, political, or economic at the ethnocultural level is
complemented by the resources, the attitudes, the motives and values that the individuals
possess.

According to Berry (1997), the intersection of these two issues generates four
distinct acculturation strategies: assimilation, separation, integration, and marginalization.
Following the interaction of the cultural maintenance and contact and participation
constructs, assimilation represents the position where those in the nondominant group
pursue ways to connect with the dominant group (Berry, 1997) while suppressing their
heritage culture. Separation symbolizes the position those in the nondominant group take
when selecting not to interact with the dominant group while maintaining their heritage

culture. When individuals within a nondominant group interact with the dominant group
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while maintaining their cultural heritage, they are said to be applying the integration
strategy. Finally, when nondominant group members select to neither interact and connect
with the dominant group nor to sustain their heritage culture, that represents a
marginalization strategy. Values, as an essential component of culture, play a significant
role in defining and describing an individual’s attributes, behaviors, decisions, and lived
acculturation experiences.

Values and the theory of basic human values.

Values Rokeach (1968) defined values as “abstract ideas, positive or negative,
not tied to a specific attitude object or situation, representing a person’s belief about ideal
modes of conduct and ideal terminal goals” (p. 124). Further, Rokeach (1979) stated that
“values may be thought of as global beliefs about desirable end-states underlying
attitudinal and behavioral processes” (p. 72). The key concepts from Rokeach’s (1968)
definition and thinking center on the conceptualization of values, as supported by beliefs,
attitudes, and behaviors. Rokeach (1973) categorized values as “terminal values” and
“instrumental values” (p. 7). The terminal values include personal and social values,
while the instrumental values include moral and competence values (Rokeach, 1973).
The present study focused on the “terminal values” (personal and individual values).

Theory ofbasichuman values In developing the theory of basic human values,
Schwartz (1992) initially identified 10 basic human values (self-direction, stimulation,
hedonism, achievement, power, security, conformity, tradition, benevolence, and
universalism) which were based on one or more of what he considered “three universal
requirements of human existence . . . needs of individuals as biological organisms,

requisites of coordinated social interaction, and survival and welfare needs of groups”
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(p. 4). These values were further organized “by building on the idea of the [circular]
motivational value continuum” (Schwartz et al., 2012) into 19 new universal values:
“self-direction—thought, self-direction—action, stimulation, hedonism, achievement,
power—dominance, power—resources, face, security—personal, security—societal, tradition,
conformity—rules, conformity—interpersonal, humility, benevolence—dependability,
benevolence—caring, universalism—nature, universalism—concern, and universalism—
tolerance” (p. 669). These universal values served as the basis for organizing the personal
values espoused by the study participants. Consonance and contention (value
congruence) between the personal/Puerto Rican and the organizational values informed
the participants’ understanding, significance, and meaning of their acculturation process.

Value congruence. Value congruence was defined by Simmons (2010) as “the
extent to which the individual can behave at work consistent with their own self-image”
(p. 1). Further, Simmons (2010) indicated that to experience the highest level of
meaningfulness at work, individuals’ behaviors must be consistent with their own values
and the values of others in an organization. Edwards and Cable (2009) indicated that
“value congruence refers to the similarity between values held by individuals and
organizations” (p. 655). Further, Bao, Dolan, and Tzafrir (2012) defined value
congruence as “the compatibility of work values between the focal person and other
organizational entities such as supervisors, interviewers, coworkers, work group, and the
entire organization” (p. 5).

Liedtka (1989) offered a “value congruence model” (p. 807) that studied an
organizational and personal interaction condition “in terms of contention or consonance

within and between personal values of a manager and the larger values held by an
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organizational culture” (p. 807). Liedtka (1989) saw contention as a representation of
conflict and consonance as a representation of harmony between personal and
organizational values. The present study focused on value congruence (consonance and
contention) of personal/Puerto Rican values and organizational values for Puerto Rican
female citizen-soldiers. Schneider (1987) indicated that humans are pulled towards
organizations that share a common set of values and beliefs. The focus of this study was
on the narratives that Puerto Rican female citizen-soldiers lived, shared, and told
regarding their lived acculturation experiences while experiencing and living the value
congruence between their own personal/Puerto Rican values and the organizational

values.

Summary of Methodology

A qualitative research design was selected since the goal was to gain a deeper
understanding of the explanation of the research puzzle (Clandinin, 2006, 2013;
Clandinin & Connelly, 2000), which is focused on the theoretical framework of value
(personal/Puerto Rico and organizational) congruence (Liedtka, 1989) for Puerto Rican
female citizen-soldiers during their acculturation process (Berry, 1997). Consistent with
my constructivist epistemological and ontological worldview, qualitative research is
focused on explanations, interpretations, description, meaning, and understanding of a
lived human experience (Merriam & Tisdell, 2016).

Narrative inquiry—a method, a phenomenon, and a research methodology
(Clandinin, 2013; Clandinin & Connelly, 2000; Connelly & Clandinin, 1990)—was
selected as my qualitative strategy of inquiry (Denzin & Lincoln, 2011) to portray the

participants’ lived experiences, narratives, and stories. The focus of narrative inquiry,
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beyond the individual’s narratives, is on social, cultural, familial, linguistic, historical,
and “institutional narratives within which individuals’ experiences are constituted,
shaped, expressed, and enacted” (Clandinin & Rosiek, 2007, p. 42). Narrative inquiry, as
a qualitative research method, focuses on understanding how people interpret their lived
experiences through narratives, the meaning attributed to those experiences, how words
and texts are data, and how individuals compose their lives (Merriam & Tisdell, 2016).
Purposeful and snowballing sampling strategies were used to identify and select
10 participants: three enlisted members, four noncommissioned officers, and three
officers. This approach met Seidman’s (2013) perspective of reaching a sample that is
“enough,” based on “sufficiency of participants and saturation of information” (p. 58).
Data were collected in three phases. In Phase I, the participant screening tool was
used to select three to four representatives from the officers, noncommissioned officers,
and junior enlisted members who met the selection criteria. In Phase II, I conducted in-
person, open-ended, semi-structured, in-depth individual interviews with the selected
participants, generating field texts (Clandinin & Connelly, 2000). A follow-up telephonic
interview (Phase III) was conducted with each participant to clarify, modify, and rectify
the transcripts from the earlier interview. Further, specific targeted questions were
developed for each participant to further elaborate and expand on the original interview.
The narrative inquiry’s data collection and reporting process moved from the field
and field texts to the interim research text and final research text (Clandinin, 2013). Data
were analyzed through thematic analysis, defined by Cho and Lee (2014) as a method for
“systematically describing the meaning” of qualitative material, which “focuses on

extracting categories from the data” (p. 5). A rigorous thematic analysis (Nowell, Norris,
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White, & Moules, 2017) is focused on the holistic story, not on the specific themes across
the story; is contextually focused; emphasizes the “what” of the narrative; creates
identities beyond the meaning of the participant’s story; and is generated by the
interviews conducted in collaboration between the participant (Reissman, 2008). 1
primarily relied on Ruona’s (2005) thematic analysis approach, which identifies “four
general stages of qualitative data analysis: data interpretation, familiarization, coding, and
generating meaning” (p. 240).

To increase the trustworthiness of this qualitative study as a researcher, it was key
to implement a variety of strategies to address the concepts of “credibility, confirmability,
dependability, and transferability” (Lincoln & Guba, 1985, p. 328): peer debriefings and
reviews, reflexivity, and member checking to address credibility; reflexive journaling and
an audit trail to address issues of confirmability and objectivity; an audit trail to meet the
requirements of dependability; and rich, thick descriptions and maximum variation to

achieve transferability.

Delimitations and Limitations

This research study had specific delimitations in its choice of participants. (1) My
focus was on Puerto Rican female citizen-soldiers rather than Latinx/Hispanic female
citizen-soldiers. (2) My focus was on only Puerto Rican women rather than on Puerto
Rican men or a combination of both. (3) My focus was on only Puerto Rican citizen-
soldiers in the USAR, rather than all citizen-soldiers in the U.S. Army, regardless of
ethnic background. (4) My focus was on the USAR only and not on the Active or Regular
Army and the Army National Guard. (5) My focus was on Hispanic/Latinx (as

represented by Puerto Ricans) and not on non-Hispanic/Latinx.
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The present study has two distinct limitations, the potential influences | may exert
as a retired general officer, my gender, and my military experiences, and what Patton
(2015) called “recall error.” First, the impact of my U.S. Army rank, gender, and military
experiences. One of narrative inquiry’s “commonplaces” (Clandinin, 2013) refers to
relationality, meaning that narrative inquiry is about the strong relationship between the
participants and the researcher. As a retired general officer, | realize and recognize that
my rank may have an impact on the establishment of a close relationship with the
participants, that are junior in rank to me. | was cognizant of this dynamic to ensure it
did not interfere with the participants’ willingness and abilities to answer my questions
without feeling judged or highly influenced by my rank (although retired) and seniority.
Further, as a male, I recognize that I will not be able to fully relate to the participants’
experiences, yet | hope to overcome such gender difference by focusing on our
commonalities, our military experiences and our Puerto Rican ethnic background culture.
Through the trustworthiness process of member checks and peer review/debrief | was
able to ensure this limitation was minimized. Further, | made sure | established
immediate rapport with the participants to enhance our relationship prior to the interview
and ensured my seniority did not influence their willingness and ability to truthfully and
candidly answer the interview questions.

The second limitation is relative to the limitations of the data collection process,
what Patton (2015) called “recall error,” where the participants in their responses would
“include possibly distorted responses due to personal bias, anger, anxiety, politics, and
simple lack of awareness” (p. 390). This limitation in the interview process was closely

related to the participants’ reliance on memory to recall the time, place, and the details of
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events and experiences and the potential errors that may occur in the memory recalling
process. Through the trustworthiness process of member checks, the participants had the
opportunity to correct any misrepresentation of the facts relative to events and
experiences. The participants after reviewing their transcripts and the narratives co-
composed did not provide any specific correction to their responses to the interview
questions.

In addition, differentiating between Hispanic/Latinx personal values and Puerto
Rican personal values was another limitation. No studies were identified that
differentiated between the entities; rather, Puerto Ricans have been subsumed in the

Hispanic/Latinx ethnicity.

Summary

My conceptual framework provides the essential elements to address my research
puzzle: How do Puerto Rican female citizen-soldiers explain the value congruence
between their personal/Puerto Rican values (as Puerto Rican citizens) and
organizational values (as U.S. Army soldiers) during their lived acculturation
experiences? The essential elements of the conceptual framework and research puzzle
include Puerto Rican women’s voices and narratives, culture and values, the value
congruence between personal/Puerto Rican and organizational values, the citizen-soldier
concept, and the acculturation process. The theoretical frameworks include acculturation
theory (Berry, 1997), basic human values theory (Schwartz, 1992), and the value
congruence theory and model (Liedtka, 1989). The findings of the study add to the

scholarly conversation in each of these areas.
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Chapter 2: Literature Review

Research on value congruence and acculturation within the U.S. Army context is
limited. This lack of research highlights the impact of the few academic studies on Puerto
Rican female citizen-soldiers, value congruence, and acculturation. These limited studies
established the need for further research on Puerto Rican female citizen-soldiers and their
value congruence experiences during their acculturation experiences into the U.S. Army.
To this end, this literature review aims to identify the critical issues and components of
culture, acculturation, values, and value congruence within the context of the U.S. Army,
as manifested by Puerto Rican female citizen-soldiers. The key areas discussed are
culture, values, theoretical frameworks, and citizen-soldiers. Within those key areas, the
following topics are addressed: (1) culture, including national culture and organizational
culture; (2) values, including personal values, Puerto Rican values, and organizational
values; (3) the theoretical framework that includes acculturation theory, the theory of
basic human values, and the value congruence theory and model; and (4) citizen-soldiers.

This structure was based on an evolutionary process, wherein culture serves as the
overarching foundation from which values and value congruence evolve. Within a
culture, values are an essential element. When two or more entities (i.e., nations,
societies, organizations, and institutions) come in contact, an acculturation process results
(Berry, 1997), where a dominant culture and a nondominant culture interact, based upon
values, rituals, beliefs, and other elements, and change occurs. The extent to which there
is value congruency (Liedtka, 1989) between personal/Puerto Rican and organizational
values influences the culture of the entity. The context or entity in the present study is the

U.S. Army, an organizational culture where numerous citizen-soldiers, with a diverse set
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of values, come in contact and experience either value consonance or value contention
(congruence), experience individual, behavioral, and psychological change (Berry &
Sam, 2016), which ultimately affects their decisions to stay in or leave the organization.

The current literature on culture (national and organizational), values
(personal/Puerto Rican and organizational), acculturation, value congruence, and citizen-
soldiers has provided numerous streams of thought and has summarized the current state
of knowledge and the gaps/limitations within this state of knowledge. In this chapter, I
focus on the acculturation (Berry, 1997, 2008) process and theory, the theory of basic
human values (Schwartz, 1992), and the value congruence theory and model (Liedtka,
1989) as the study’s theoretical frameworks. I argue that values and the value congruence
(Liedtka, 1989) between personal/Puerto Rican and organizational values during the
acculturation process (Berry, 1997) of Puerto Rican female citizen-soldiers is a
significant experience that impacts their recruitment, retention, and attrition in the U.S.
Army.

Utilizing the available technological tools for research, I searched Google
Scholar, ABI/INFORM Collection, Business Source Complete, Psychological Abstracts,
Sociological Abstracts, Academic Search Complete, Emerald Library, Web of Science,
Articles Plus, JSTOR, ProQuest Research Library, and Dissertations and Theses Online.
The specific search terms utilized alone or in various combinations included the
following: values, culture, national cultural values, organizational values, hierarchy of
values, theory of basic human values, value congruence, value-behavior relations, Puerto
Rican women, Puerto Rican female/women officers, Puerto Rican female/women

soldiers, Puerto Rican national values, U.S. Army (including the Army National Guard
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and the U.S. Army Reserve) organizational values, recruitment and retention in the
military, acculturation, acculturative stress, acculturative attitude, acculturative change,
narrative inquiry, and thematic analysis. The search was limited to material published

from the 1900s to the present (2019).

Culture

Culture is a shared, dynamic, and ever-evolving social construct. The essential
traits of a culture, as a way of life, include, but are not limited to, habits, routines, rituals,
norms/rules, customs, traditions, values, and beliefs. As a social construct at the national
and organizational level, culture serves as the organizing principle that guides the entity’s

functions, activities, decisions, and behaviors.

Culture

Over the years, “culture” has been a very problematic concept to define. Kroeber
and Kluckhohn (1952) identified 164 unique definitions of culture. From their collection
of definitions, Kroeber and Kluckhohn (1952) summarized the concept of culture by

stating:

Culture consists of patterns, explicit and implicit, of and for behavior acquired
and transmitted by symbols, constituting the distinctive achievement of human
groups, including their embodiments in artifacts; the essential core of culture
consists of traditional (i.e., historically derived and selected) ideas and especially
their attached values; culture systems may, on the one hand, be considered as
products of action, on the other as conditioning elements of further action.

(p- 181)

The key components of this generalized conceptualization of culture are patterns,
behaviors, symbols, artifacts, ideas, shared values, and culture systems. The role of

individuals and their interaction within “human groups” provide a foundational
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perspective on how cultures evolve, change, and transform. Culture represents other than
material objects; culture is a symbolic representation of the world; and culture is the
sharedness of a social group (Spencer-Oatey, 2008). Hofstede (2001) further defined
culture as “the collective programming of the mind that distinguishes the members of one
group or category of people from another” (p. 9, original emphasis). This definition
reinforces Kroeber and Kluckhohn’s (1952) position that culture is inclusive of values;
“systems of values are a core element of culture” (Hofstede, 2001, p. 10). Spencer-Oatey

(2008) stated:

Culture is a fuzzy set of basic assumptions and values, orientations to life,
policies, procedures, behavioural conventions that are shared by a group of
people, and that influence (but not determine) each member’s behaviour and
his/her interpretations of the ‘meaning’ of other people’s behaviour. (p. 3)

National culture, as manifested in the present study by the participants’ Puerto
Rican culture, complements the development of the participant’s personal/Puerto Rico
value system and culture. A conceptual understanding of national culture serves as a

foundational viewpoint for the study.

National Culture

Trompenaars and Hampden-Turner (2012) approached culture from a problem-
solving perspective and stated that “culture is the way in which a group of people solves
problems and reconciles dilemmas” (p. 8, original emphasis). Trompenaars and
Hampden-Turner used the metaphor of an onion to describe the layers of a culture. In the
inner layer are norms and values, and in the outer layers are “the products of culture”

(p. 9), such as material symbols and artifacts. For example, Trompenaars and Hampden-

Turner identified national culture at the highest level, followed by corporate or
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organizational culture, and lastly professional and ethical orientations (pp. 9-10, original
emphasis).

Hofstede et al. (2010) added that “nations” (p. 20) are a 20th-century creation
preceded by the concept of “states.” Nations represent “political units into which the
entire world is divided and to one of which every human being is supposed to belong” (p.
20). Hofstede and colleagues also developed an onion metaphor with values at the center
of the onion followed by layers of rituals, heroes, and symbols, joined by practices.
Hofstede and colleagues described what constitutes the foundation of the differences
between nations—namely, their history, which comprises their identity, their values, and
their institutions. Several scholars (Hofstede, 1980, 2001; House, Javidan, Hanges, &
Dorfman, 2002; Inglehart & Baker, 2000; Schwartz, 2006) have developed clusters of
nations models based upon their unique qualities and characteristics.

Hofstede (1980, 2001) developed the clustering of global nations based on five
initial dimensions, “power distance, uncertainty avoidance, individualism versus
collectivism, masculinity versus femininity, and long-term versus short-term orientation”
(p- 29). The sixth dimension, indulgence versus restraint, was added by Minkov
(Hofstede et al., 2010) (Figure 2.1). These dimensions resulted from data collected from
samples of IBM business employees in 50 nations and three regions (with an additional

14 countries) (Hofstede, 2001).
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Individualism Masculinity

Power Distance vs. Collectivism vs. Femininity

Uncertainty Long-term Indulgence

Avoidance vs. Short-Term vs. Restraint
Orientation

Figure 2.1. Hofstede’s (1980, 2001) cultural dimensions.

House et al. (2002) devised the GLOBE (Global Leadership and Organizational
Behavior Effectiveness) project from over 17,000 middle managers in 61 countries
focused on organizational and national features of culture. Based upon Hofstede’s (1980)
initial five dimensions, House et al. (2002) developed an additional four dimensions for a
total of nine dimensions: power distance, uncertainty avoidance, humane orientation,
collectivism I: societal collectivism, collectivism II: in-group collectivism, assertiveness,

gender egalitarianism, future orientation, and performance orientation (Table 2.1).
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Table 2.1

Culture Construct Definitions and Sample Questionnaire Items

Culture construct definitions

Specific questionnaire item

Power Distance: The degree to which members of a collective expect power
to be distributed equally.

Uncertainty Avoidance: The extent to which a society, organization, or group relies

on social norms, rules, and procedures to alleviate unpredictability of future events.

Humane Orientation: The degree to which a collective encourages and rewards
individuals for being fair, altruistic, generous, caring and kind to others.

Collectivism I: The degree to which organizational and societal institutional
practices encourage and reward collective distribution of resources
and collective action.

Collectivism II: The degree to which individuals express pride, loyalty, and
cohesiveness in their organizations or families.

Assertiveness: The degree to which individuals are assertive, confrontational
and aggressive in their relationships with others.

Gender Egalitarianism: The degree to which a collective minimizes
gender inequality.

Future Orientation: The extent to which individuals engage in future-oriented
behaviors such as delaying gratification, planning, and investing in the future.

Performance Orientation: The degree to which a collective encourages and
rewards group members for performance improvement and excellence.

Followers are (should be) expected to obey their
leaders without question.

Most people lead (should lead) highly structured
lives with few unexpected events.

Pecople are generally (should be generally) very
tolerant of mistakes.

Leaders encourage (should encourage) group loyalty
even if individual goals suffer.

Employees feel (should feel) great loyalty toward
this organization.

People are (should be) generally dominant in their
relationships with each other.

Boys are encouraged (should be encouraged) more than
girls to attain a higher education (scored inversely).
More people live (should live) for the present rather
than for the future (scored inversely).

Students are encouraged (should be encouraged)

to strive for continuously improved performance.

Note. Reprinted from “Understanding Cultures and Implicit Leadership Theories Across the
Globe: An Introduction to Project GLOBE,” by R. House, M. Javidan, P. Hanges, and P.
Dorfman, 2002, Journal of World Business, 37, p. 6. Reprinted with permission.

Research driven by Schwartz (2006) developed seven country-level dimensions—

embeddedness, affective autonomy, intellectual autonomy, egalitarianism, hierarchy,

mastery, and harmony—representing cultural values by which nations can be compared.

These dimensions are in response to what Schwartz considered to be three significant

issues that nations and their societies face: (1) “the nature of the relation or the

boundaries between the person and the group” (p. 140); (2) a “guarantee that people

behave in a responsible manner that preserves the social fabric” (p. 140); and (3) a

regulation of “how people manage their relations to the natural and social world”

(p. 141). These country-level dimensions were aligned along “three bipolar dimensions of

culture that represent alternative resolutions to each of three problems that confront all
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societies: embeddedness versus autonomy, hierarchy versus egalitarianism, and mastery

versus harmony” (Schwartz, 2006, p. 141) (Figure 2.2).

HARMONY
Unity With Nature
World at Peace

EGALITARIANISM

Social Justice

EMBEDDEDNESS
Social Order, Obedience
Respect for Tradition

Equality

INTELLECTUAL
AUTONOMY

Broadmindedness

HIERARCHY

Authority

Curiostty Humble

MASTERY

Ambition

AFFECTIVE
AUTONOMY

Pleasure

Daring

Figure 2.2. Cultural dimensions: prototypical structure. Reprinted from “A Theory of Cultural
Value Orientations: Explication and Applications,” by S. H. Schwartz, 2006, Comparative
Sociology, 5(2-3), p. 142. Reprinted with permission.

The combination of these national culture studies and projects identified the
unique cross-cultural differences existent throughout the globe. For the present study, it is
imperative to appreciate the role that Puerto Rican values, beliefs, and norms play in
influencing and informing the study’s participants as they develop their personal and
Puerto Rican values. The value congruence between personal/Puerto Rican values and

organizational values remains a critical aspect of the study to gain a better understanding
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of how Puerto Rican female citizen-soldiers explain this value congruence dynamic

during their lived acculturation experiences.

Organizational Culture

Organizational culture represents the behaviors, ways of engaging, norms/rules,
beliefs, traditions, and values that members of an organization create and follow that
define the functional and operating environment of the organization. I discuss Schein’s
(1985/2010/2017) scholarly definition of organizational culture, Schein’s three levels of
organizational culture, and Hatch’s (1993) cultural dynamic model.

Schein (2010) defined organizational culture as

a pattern of shared basic assumptions learned by a group as it solved its problems
of external adaptation and internal integration, which has worked well enough to
be considered valid and, therefore, to be taught to new members as the correct
way to perceive, think, and feel in relation to those problems. (p. 18)

In this definition, Schein (2010/2017) emphasized the role tacit assumptions play
in defining an organizational culture and the importance of individual and organizational
learning in the execution of the organizational mission, behaviors, and rituals. For Schein,
“The concept of culture implies structural stability, depth, breadth, and patterning or
integration” (p. 16). Stability is followed by an organizational identity that values
balance, predictability, and meaning; depth represents the ingrained DNA of the
organization deeply embedded within each member of the organization; and breadth
encompasses all aspects of the organization, structure, operations, finances, processes,
procedures, people, policies, and others (Schein, 2010/2017). Organizational pattering or
integration represents the whole of the organization, its values, beliefs, behaviors, and

climate.
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Schein’s three levels of organizational culture. Through Schein’s (2017) lenses,
the organizational culture model comprises three distinct levels of culture: artifacts,

espoused beliefs and values, and fundamental and implicit assumptions (Table 2.2).

Table 2.2

Schein’s Three Levels of Organizational Culture

Level Description Comment

1. Artifacts * Visible and feelable structures  Difficult to decipher
and processes
» Observed behavior

2. Espoused beliefs + Ideals, goals, values, May or may not be congruent with
and values aspirations behavior and other artifacts
+ Ideologies

» Rationalizations

3. Basic underlying » Unconscious, taken-for-granted  Determine behavior, perception,
assumptions beliefs and values thought, and feeling

Note. Adapted from Organizational Culture and Leadership (5th ed.) by E. H. Schein, 2017,
Hoboken, NJ, John Wiley and Sons, p. 17. Adapted with permission.

For Schein (2010), artifacts are what one’s senses (touching, seeing, hearing)
gather from a group, team, or organization. These artifacts include language, rituals and
ceremonies, physical structures, dress code, artistic expressions, creativity, products and
services, published works, and stories. The shared beliefs and values serve as the
foundation from which organizational assumptions are created and established. Once
these beliefs are embraced, validated, and confirmed by the organization, they become an
advocated set of organizational assumptions. Schein cautioned that until these
individualized values and beliefs are congruent with organizational performance, they are
merely aspirations or ideologies. He declared that “culture as a set of basic assumptions
defines for us what to pay attention to, what things mean, how to react emotionally to

what is going on, and what actions to take in various kinds of situations” (p. 28).
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Assumptions are the guiding principles of the organization and, therefore,
nonnegotiable. As new members join the organization, new meanings are defined and
new assumptions are created that further define the identity of the organization. Hatch
(1993) enhanced Schein’s (1985) organizational model by focusing on the “dynamics”
that occur between the four elements of culture: values, assumptions, artifacts, and
symbols.

Cultural dynamics model. Hatch’s (1993) cultural dynamics model is based on
Schein’s (1985) culture model that includes assumptions, artifacts, and values. Hatch’s
cultural dynamics theory and model enhanced Schein’s model by adding the “symbols”
element and integrating “reflexivity and activity” with “subjectivity and objectivity.”
Based upon several symbolic-interpretive researcher’s definitions, Hatch defined symbols
as “anything that represents a conscious or an unconscious association with some wider,
usually more abstract, concept or meaning” (p. 669). More importantly, the model
identified four key processes that exist when these elements interact. The four interactive
(two-way) processes that connect these elements are manifestation, realization,
symbolization, and interpretation (Hatch, 1993).

Hatch defined each of the key processes based on integrating reflexivity and
activity (discourse) with subjectivity and objectivity (theoretical orientation), generating
additional descriptors for each process. Manifestation, the process that ties the values and
assumptions elements, represents a subjective activity (identity); the realization process
that links values and artifacts represents an objectifying activity (action); the
symbolization process that connects artifacts and symbols represents the objectifying

reflexivity (image); and the interpretation process interaction between symbols and
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assumptions represents the subjective reflexivity (meaning) (Hatch, 1993). These
processes underscore the importance of the integration and the interaction between the

cultural elements, giving the model its dynamic qualities (Figure 2.3).

Subjectivity Objectivity

Material

Figure 2.3. Hatch’s cultural dynamics model. Reprinted from Organizational Theory: Modern,
Symbolic, and Postmodern Perspectives, 3rd ed., by M. Hatch, 2013, Oxford University Press,
Oxford, UK, p. 189. Reprinted with permission.

Of the three organizational cultural levels (Schein, 1985) or the four cultural
elements (Hatch, 1993) described as essential to organizational culture, the focus of the
present study is on values at the personal and organizational levels. The key

differentiation is that personal values, unlike organizational values, are not shared.

Values

Values, as one of many features and elements of culture, were the foundational

variable of the present study. Hofstede (2001) stated that “systems of values are a core
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element of culture” (p. 10), a view that was further reinforced by Schwartz’s (2014)
statement that “the core aspect of societal culture is ‘value’ or ‘normative systems’”

(p. 6). This study focused on personal, Puerto Rican, and organizational values.

Personal Values

Values represent what Rokeach (1968) defined as “abstract ideas, positive or
negative, not tied to a specific attitude object or situation, representing a person’s belief
about ideal modes of conduct and ideal terminal goals” (p. 124). Further, Rokeach (1979)
stated that “values may be thought of as global beliefs about desirable end-states
underlying attitudinal and behavioral processes” (p. 72). The key concepts from
Rokeach’s (1979) definition are the conceptualization of desirable end-states, as
supported by attitudes and behaviors. Rokeach (1973) categorized values as “terminal
values” and “instrumental values” (p. 7). Terminal values include personal and social
values, while instrumental values include moral and competence values (Rokeach, 1973).

To define values, Schwartz and Bilsky (1987) developed what they called “the
mapping sentence,” which stipulates three key aspects of values: “goal type, interest
served, and motivational domain” (p. 553). The mapping sentence defined value as “an
individual’s concept of transituational goal (terminal/instrumental) that expresses interest
(individualistic, collectivist, or both) concerned with a motivational domain
(enjoyment...power) and evaluated in a range of importance as a guiding principle in

his/her life” (p. 553) (Figure 2.4).
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GOAL
A VALUE IS AN INDIVIDUAL'S CONCEPT OF A TRANSITUATIONAL ( terminal )
(instrumental)

INIERESTS
GOAL THAT EXPRESSES (individualistic ) INTERESTS CONCERNED WITH A

( collectivist )
( both )

MOTIVATIONAL DOMAIN
MOTIVATIONAL DOMAIN (enjoyment...power) AND EVALUATED ON A RANGE OF

RANGE
IMPORTANCE FROM (very important) AS A GUIDING PRINCIPLE IN HIS/HER LIFE.
( to

( unimportant )

Figure 2.4. Mapping sentence to define values formally. Reprinted from “Towards a Universal
Psychological Structure of Human Values,” by S. H. Schwartz and W. Bilsky, 1987, Journal of
Personality and Social Psychology, 53(3), p. 553. Reprinted with permission.

Utilizing a review of the scholarly literature on human needs, social and group
intentions, and organizational requirements, Schwartz and Bilsky (1987) identified “seven
universal and distinctive motivational domains of values” (p. 551) referred to in the
mapping sentence: “enjoyment, achievement, self-direction, maturity, security, prosocial,
restrictive conformity, (and social power)” (p. 553). Schwartz (1992) modified Schwartz
and Bilsky’s (1987, 1990) “theory of the universal content and structure of human values”
(p. 3) and proposed a revised theory of the “hypothesized motivational types of values” (p.
5). The resulting 11 motivational value types include “self-direction, stimulation, hedonism,
achievement, power, security, conformity, tradition, spirituality, benevolence, and
universalism” (pp. 6-7). Spirituality was dropped from the list because it did not appear to
be a universal representation of a motivational value type (Schwartz, 1992).

Schwartz’s (1994) theory of 10 basic human values was further refined “by
building on the idea of the [circular] motivational continuum” (Schwartz et al., 2012),
which includes “self-direction—thought, self-direction—action, stimulation, hedonism,
achievement, power—dominance, power—resources, face, security—personal, security—

societal, tradition, conformity—rules, conformity—interpersonal, humility, benevolence—
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dependability, benevolence—caring, universalism—nature, universalism—concern, and
universalism—tolerance” (Schwartz et al., p. 669) (Figure 2.5). The intent of this new set
of 19 values, while maintaining the integrity of the original theory, was driven by
problems of measurement, the need to define the values more closely, and, most
importantly, the need to increase the reliability, validity, and “discriminating power”

(p. 668) of the instruments developed by Schwartz, the Schwartz Value Survey
(Schwartz, 2006) and the Portrait Values Questionnaire (Schwartz, 2006). These values
set the framework used by the present study to classify the personal values articulated and

explained by the participants.

Figure 2.5. Proposed circular motivational continuum of 19 values with sources that underlie
their order. Reprinted from “Refining the Theory of Basic Individual Values” by S. H. Schwartz
et al., 2012, Journal of Personality and Social Psychology, 103, p. 669. Reprinted with
permission.
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Puerto Rican Values

National values represent those values that are shared by a nation or country.
Although Puerto Rico is neither a nation nor a country, for the purposes of this study,
Puerto Rican values are represented by the general Hispanic/Latinx values as defined and
described in the literature by scholars such as Blancero and Cotton-Nessler (2017),
Delgado (2017), Holvino (2008), and Ruiz (2005).

Blancero and Cotton-Nessler (2017) identified the values that characterize
Hispanics and Latinx as “collectivism, family orientation or familismo, higher power
distance (including respeto), machismo, and simpatia” (p. 48). Collectivism and
cooperation are non-Western cultural values that emphasize interdependence and
connectedness and are focused on the needs of the community instead of individuals
(Blancero and Cotton-Nessler, 2017). Familismo—family orientation—represents the
higher-order priority where the family is placed within the values and principles of the
Hispanic culture; family relationships are characterized by “a strong sense of loyalty,
solidarity, and reciprocity” (Ruiz, 2005, p. 39). Respeto, as part of the higher power
distance dimension (Hofstede, 2001), focuses on being mindful of one’s responsibility
and duty to the family and its values, respect for authority, and the desire to be respected
by those in authority positions (Blancero & Cotton-Nessler, 2017). Machismo represents
the importance of the role of men within the Hispanic culture, where male power and
strength are exercised to protect and care for others, even those beyond their immediate
family (Ruiz, 2005). Simpatia is the individual’s ability to empathize with others’ feelings
and the importance of being in relationships at peace with each other (Blancero &

Cotton-Nessler, 2017).
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Additionally, Ruiz (2005) identified personalismo and marianismo as Hispanic
values. Personalismo, that is “personalized self-worth” (p. 37), is centered on
appreciation for the dignity and respect for the uniqueness of others, the value of respect
for authority, and the importance of personal/social contact and interactions in developing
the human personality. Because of their inner characteristics and qualities, personalismo
lets individuals experience self-esteem independent of their material possessions and
personal wealth. These cultural values highly influence the roles, duties, and
responsibilities of Hispanic women within the family and social structure, more so than
they influence Hispanic men.

Of critical importance, the marianismo roles and responsibilities of Hispanic
women are a cultural value that provides a guiding force for their behavior and conduct,
at home and at work. Marianismo has a significant influence on Hispanic women in their
social interactions/exchanges outside of their homes, to include limiting unmarried
women’s interactions with men who are not in their immediate family (Ruiz, 2005),
unless there is marriage potential. Holvino (2008) described marianismo as “where the
women nurture, serve and sacrifice for their families (following the model of Virgin
Mary)” (pp. 13-14). The marianismo roles and responsibilities of Hispanic women are a
cultural value and belief that guide their behavior and conduct throughout their lives. The
organizational values of the U.S. Army provide the contrasting set of values for the

participants to explain the value congruence.

Organizational Values

Organizational values represent a series of shared values that guide and drive the

actions and activities of an organization. These organizational values serve as the
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foundation from which an organization forms, operates, and develops, serve as a guide
for the performance of employees, and serve as guiding principles to measure the
effectiveness and efficiency of the organization. For the purpose of the present study, the
organizational values identified and described are from the U.S. Army.

The U.S. Army’s core values are depicted by the acronym LDRSHIP,
representing loyalty, duty, respect, selfless service, honor, integrity, and personal courage
(Mattox, 2013). The U.S. Army’s description and definition of loyalty is based upon the
oath of office every soldier takes, which emphasizes bearing “true faith and allegiance” to
the U.S. Constitution, to the U.S. Army, to the unit, and to each other (U.S. Army,
2018b). Further, it is a matter of total devotion and dedication to someone else and to
something greater than self. Duty is having a sense of responsibility and obligation.
Fulfilling the assigned mission task to U.S. Army standards is essential to the fulfillment
of the U.S. Army’s mission to fight and win the nation’s battles. Respect represents the
notion of doing to others or treating others as you would like to be treated, with dignity
and respect. In addition, soldiers are expected to trust, value, and appreciate the strengths
and capabilities of other soldiers in the U.S. Army team (U.S. Army, 2018b).

Service to others is the foundation of selfless service, where the well-being and
welfare of the U.S. Army, the unit, fellow soldiers, and the country are placed above
one’s personal well-being. Selfless service is exercised without an expectation of reward,
awards, acknowledgment, or recognition. Living an honorable life that is guided by the
warrior ethos, the soldier’s creed, the noncommissioned soldier’s creed, and the U.S.
Army values is at the cornerstone of honor. Integrity represents the value that

encompasses actions and behaviors that are legally, morally, and ethically right, when no
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one is looking. Moral, ethical, and legal behaviors will engender a sense of trust and
confidence from others, including friends, family, and fellow soldiers (U.S. Army,
2018b). Last, personal courage represents an individual’s abilities to deal with hardships,
danger, risk, difficulties, and fear. These hardships and challenges are moral, physical,
mental, emotional, and psychological. Again, personal courage involves behaving and
acting in a manner consistent with the U.S. Army values of selflessness, honor, and
integrity (U.S. Army, 2018b). These U.S. Army values are the guiding principles that
serve as the moral and ethical compass for individuals who are both citizens and soldiers.

The U.S. Army organizational values, according to Field Manual 22-100, Army
Leadership: Be, Know, Do (U.S. Army, 1999), are mission performance, member
development, tradition cultivation, and team building (Jackson, 2001). The “preeminence
of mission performance” (p. 40), according to Jackson (2001), is a U.S. Army priority
that focuses on the U.S. Army’s mission—to fight and win the nation’s wars. The
“mission first” mindset establishes the importance of training according to the tasks,
conditions, and standards established by the institution. Further, the accomplishment of
this mission is based on the moral and ethical comportment of the soldiers guided by trust
(Jackson, 2001). Member development, subordinate to mission performance, is another
preeminent U.S. Army organizational value that stresses the importance of its people—
soldiers, Department of the Army civilians, and their families (Jackson, 2001). According
to Field Manual 22-100, Army Leadership: Be, Know, Do (U.S. Army, 1999), when

citing former Chief of Staff of the Army General Creighton W. Abrams,

The Army is not made up of people; the Army is people . . . living, breathing,
serving human beings. They have needs and interests and desires. They have spirit
and will, strengths and abilities. They have weaknesses and faults, and they have
means. They are the heart of our preparedness . . . and this preparedness—as a
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nation and as an Army—depends upon the spirit of our soldiers. It is the spirit that
gives the Army . . . life. Without it we cannot succeed. (p. 3-1)

Member development encompasses all aspects of the soldier’s welfare and well-
being. As Jackson (2001) stated, “The Army emphasizes several aspects of member
development, including member welfare, discipline, professional development, character
development, leader development, and personal and family support—usually in that
progression” (pp. 45-46). The development of the soldier involves a disciplined mindset,
soldier care, rigorous training, readiness and preparedness, acceptance, dignity and
respect, character, leader, and professional development, and soldier and family support
(Jackson, 2001).

The cultivation and sustainment of U.S. Army customs and traditions have been
the cornerstone of the U.S. Army’s culture and values. These traditions are founded upon
the U.S. Army’s history, doctrine and regulations, and customs, ceremonies, uniforms,
and pomp and circumstance. The preeminence of cultivating traditions is based upon the
organizational operating climate and environment, the U.S. Army culture, and U.S.
national values, which are based upon the U.S. Constitution (Jackson, 2001). Last, the
preeminence of the team building value is based upon the fact that, as Jackson (2001)
stressed, “people who know that they are part of a competent, well trained team act on
what the team needs; they are confident in themselves and feel a part of something
important and compelling” (p. 56). The importance of team building lies in the criticality
of soldier competence and capability, team synergy, network and connectedness, team
morale, and effective communication (Jackson, 2001). The combination of culture and

values within the scholarly literature in the present study is defined and structured around
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three essential theoretical frameworks: acculturation, basic human values, and value

congruence.

Theoretical Frameworks

The theoretical frameworks that inform and support the present study are
acculturation theory (Berry, 1997), basic human values theory (Schwartz, 1992), and the
value congruence theory and model (Liedtka, 1989). Berry’s (1997) work on
acculturation, its definition and its typology, and adaptation (Sam & Berry, 2010) serve as
a foundation for Schwartz’s (1992) theory of human values and Liedtka’s (1989) value

congruence theory and model.

Acculturation Theory

Globalization (Berry, 2008) and the migration of people between nations have
generated an increased level of human contact, interaction, and engagement, which has
affected scholarly interest in acculturation and its social, cultural, political, and
psychological impact. The conceptualization of acculturation is based upon two key
definitions articulated in the formational literature.

First, Redfield et al. (1936) stated, “Acculturation comprehends those phenomena
which result when groups of individuals having different cultures come into continuous
first-hand contact, with subsequent changes in the original cultural patterns of either or
both cultures” (p. 149).

Second, according to the Social Science Research Council (1954), acculturation is
defined “as culture change that is initiated by the conjunction of two or more autonomous

cultures. . . . Its dynamics can be seen as the selective adaptation of value systems, the
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process of integration and differentiation, the generation of developmental sequences”

(p. 974). Berry (1997), from these definitions, defined acculturation simply as “the
general processes and outcomes (both cultural and psychological) of intercultural
contact” (p. 8). Sam and Berry (2010) extended this definition by stating that
acculturation “refers to the process of cultural and psychological change that results
following a meeting between cultures” (p. 472). Padilla and Perez (2003) stressed that
outside of the natural contact between cultures, there are environmental and social
circumstances and restrictions that might impact the acculturation process and the choices
individuals have in the implementation and employment of the most appropriate
acculturation strategy.

From the first acculturation definition (Redfield et al., 1936), the key point is the
“first-hand contact” that occurs between two cultures where change happens for either
culture or both cultures. From the second acculturation definition (The Social Science
Research Council, 1954), the process of unification—conjunction—represents the
importance of how two unique cultures can aggregate to benefit each other. Padilla and
Perez (2003) underscored that the value of the second definition is the implication that “it
provides for choice in the acculturation process” (p. 37). From Berry’s (1997) definition,
the focus is on the process and outcomes of the acculturation practice. Berry (1980) also
pointed out additional processes associated with acculturation, which include the notions
of contact, conflict, adaptation, accommodation, and assimilation.

Acculturation has also been closely affiliated with the concept of personal and
cultural identity, relative to immigrant people and the immigration experience (Schwartz,

Montgomery, & Briones, 2006). Personal identity “refers to the goals, values, and beliefs
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that an individual adopts and holds” (Schwartz et al., 2006, p. 6, original emphasis).
Social/cultural identity implies the process of how an individual adopts the attitudes,
values, beliefs, principles, and actions of a social group, including society (Schwartz et
al., 2006). This cultural identity change is directly affected by how an individual
“contacts and participates” in the host culture and how well they maintains their heritage
culture. The important aspects of identity and acculturation are related to how immigrant
people and nonimmigrant people create, establish, and sustain their identity through
either a process of “imitation and identification or through exploration, construction, and
experience (Serafin & Adams, 2002)” (Schwartz et al., 2006, p. 6).

A final consideration in establishing a cultural identity throughout the
acculturation process is language. As Schwartz et al. (2006) emphasized, heritage
language can be perceived by the host culture as a “threat” and, therefore, it may be used
to immigrant people’s disadvantage, socially, politically, and economically. As
Siatkowski (2007) stated, “Acculturation is a complex, multidimensional process
involving not only language but also many sociocultural factors” (p. 319). Further,
Siatkowski (2007) stressed that acculturation is a multidimensional process that involves
the close interface between two cultures, the change that occurs at the individual, group,
and societal levels due to this interface, and the learning of adaptation strategies by
individuals when embracing new beliefs and practices while sustaining their heritage
practices (e.g., language) and beliefs.

To better understand the acculturation process, Sam and Berry (2010) developed a
“framework for conceptualizing and studying acculturation” (p. 474), where the “contact”

between two cultures at the cultural/group level generates “cultural changes” for both
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cultures and impact on the psychological/individual/personal level. The
psychological/individual/personal impact is illustrated by two significant subprocesses,
which are, psychological acculturation and adaptation. The psychological acculturation
subprocess concerns how individuals in both cultures experience behavioral shifts and
acculturative stress; the adaptation subprocess relates to how individuals in both cultures
experience adaptation at the psychological and sociocultural levels (Sam & Berry, 2010).
According to Sam and Berry, individuals in acculturation experience affective change
(stress, tension, well-being, satisfaction), behavioral change (cultural learning), cognitive
change (social identification), and developmental change (cultural identity, self-
development, and family relationships).

Additionally, Sam and Berry (2010) reinforced that acculturation involves
sustaining the heritage culture while assimilating the host culture, through contact,
engagement, and participation in host activities and practices. They indicated that across
the cross-cultural psychology community, there is a general understanding of the
acculturation strategies and their outcomes, yet more comparative and longitudinal
empirical studies need to be conducted to understand what motivates people to integrate,
that is, to maintain their heritage culture while assimilating the host national culture.
Acculturation strategies, adaptation, acculturative stress, the unidimensional and
bidimensional models, cultural frame switching, and bicultural competence, are further
discussed as important dynamics that complement and supplement the acculturation
process.

Acculturation strategies. Berry (1997) developed four “acculturation strategies”

(p. 9) to provide a framework to help individuals and groups in a multicultural society
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understand the ways of acculturating both prevalent and rare cultural groups. Berry
(1997), in describing “how to acculturate” (p. 9, original emphasis), developed four
acculturation strategies based upon the interaction between two specific issues that
organizations, groups, and individuals address as they deal with cultural differences,
“cultural maintenance and contact and participation” (p. 9, original emphasis). Cultural
maintenance refers to the importance of cultural identity and the qualities that a group or
individuals believe must be maintained (Berry, 1997). Contact and participation address
the decisions that groups and individuals make regarding to what extent they want to
engage with or not engage with other cultural entities (Berry, 1997).

According to Berry (1997, 2008) and Ward (2013), the intersection of these two
issues generates four distinct acculturation strategies: assimilation, separation,
integration, and marginalization (Figure 2.6). Following the interaction of the cultural
maintenance and contact and participation constructs, assimilation represents the position
where those in the nondominant groups pursue ways to connect with the dominant groups
(Berry, 1997) while suppressing their heritage culture. Separation symbolizes the position
taken by those in nondominant groups when selecting not to interact with the dominant
group while maintaining their heritage culture. When individuals within a nondominant
group both interact with the dominant group and maintain their cultural heritage, they are
said to be applying the integration strategy. Finally, when nondominant group members
select to neither interact and connect with the dominant group nor to sustain their heritage

culture, that implies a marginalization strategy.
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ISSUE 1

Is it considered to be of value to
maintain one's identity and
characteristics?

HYESH - » HNOH

ISSUE 2

"YES" INTEGRATION  ASSIMILATION
Is it considered to be
of value to maintain
relationships with
larger society?
"NO" SEPARATION/ MARGINALIZATION
SEGREGATION

Figure 2.6. Acculturation strategies. Reprinted from “Immigration, Acculturation, and
Adaptation,” by J. W. Berry, 1997, Applied Psychology: An International Review, 46(1), p. 10.
Reprinted with permission.

The acculturation strategies comprise the combination of “attitudes and
behaviours” (Berry, 1997, p. 11, original emphasis). The attitudes that individuals
disclose in their acculturation process combined with their behaviors serve as the basis
for selecting an acculturation strategy that best suits their values, needs, and beliefs.
Siatkowski (2007), after conducting an extensive literature review on the Hispanic
acculturation process, identified four defining attributes: “the interaction between two
cultures (Hispanic and United States); a learning process . . . ; a process involving
changes in cultural beliefs, values, and practices to those of the new culture . . . ; and
adaptation to a new sociocultural context” (p. 319). Adaptation, as an acculturation skill,
is critical to the physical, mental, sociocultural, and psychological development of the

present study’s participants.

57



Adaptation. A concept closely related to the process of acculturation is
“adaptation,” where an individual, in response to the demands of the cultural ambience,
will experience change (Berry, 1997, p. 13). For Sam and Berry (2010), adaptation
“refer[s] to individual psychological well-being and how individuals manage
socioculturally” (p. 472). The adaptation process can be fitting for the individual, as in
integration and assimilation, or it cannot be fitting for the individual, as in separation and
marginalization. Berry (1997) further identified three unique and succinct adaptation
types that an individual may experience, “psychological, sociocultural, and economic
adaptation” (p. 14). Psychological adaptation involves internal outcomes experienced by
an individual; sociocultural adaptation involves external outcomes; and economic
adaptation is related to outcomes experienced in the workplace within the new cultural
environment. The availability of a diverse and inclusive society and organization
facilitates an individual’s or a group’s ability to adapt to the cultural changes experienced
throughout the life of the individual and their society.

As an example, within the context of international immigration, adaptation plays a
significant role in the acceptance of new (from the host culture) and the preservation of
original cultural beliefs, values, principles, ideals, and behaviors (from the heritage
culture) (Schwartz et al., 2006). Schwartz et al. (2006) made the point that acculturation
impacts not only “immigrant ethnic groups,” but just as much “non-immigrant ethnic
groups” (p. 2). Puerto Rican female citizen-soldiers would fall under the latter category,
where they have been “involuntarily subjected to the dominance of a majority group”
(Schwartz, 2006, p. 2)—the U.S. Army. Adaptation is a key dynamic that may indicate

how well the study participants have managed to “adapt™ to the ever-changing
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complexities of value congruence during acculturation. It is important to acknowledge
that the acculturation process leads to a certain amount of pressure and tension—what
Berry (1997) classified as “acculturative stress” or “culture shock” (p. 13).

Acculturative stress. Berry (1997), speaking from a psychological and social
acculturation viewpoint, was concerned with the potential problems created by the
acculturation process, where the individual may experience various levels of
psychological changes. At one end of the spectrum, the experience may be positive and
growth-producing, where individuals experience “behavioral shifts, cultural learning, and
social skills acquisition” (Berry, 1997, p. 12). At the other end of the spectrum, an
individual may experience tension and conflict during the acculturation process, which
Berry (1997) described as “culture shock™ or “acculturative stress” (p. 13). Berry (1997)
defined psychological acculturative stress as “a stress reaction in response to life events
that are rooted in the experience of acculturation” (p. 19).

Chen, Benet-Martinez, and Harris Bond (2008) conducted three studies
investigating how multicultural individuals’ bicultural identity and bilingualism affects
their psychological development and change when experiencing and residing among
various acculturation contexts (immigrant Chinese in Hong Kong, domestic workers in
Hong Kong, and majority individuals in Hong Kong and Mainland China). Acculturative
stress, in the three studies, “emerged as a negative predictor of well-being” (p. 831). Chen
and colleagues (2008) discovered that for individuals who acculturated through the
globalization process, acculturative stress resulted from the natural tension and conflict
between their local culture and the new culture (globalization) and the process of learning

a new language and a new set of cultural norms and values.
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Benet-Martinez and Haritatos (2005) studied acculturation stress and bicultural
competence with “first-generation Chinese American biculturals” (p. 1023). They
discovered “that certain acculturation stressors (discrimination and strain in the linguistic
and intercultural relations domains) are predictive of cultural conflict” (Benet-Martinez &
Haritatos, 2005, p. 1039). The stress generated from the acculturation process along with
“neuroticism” led to the possibilities for cultural struggles (Benet-Martinez & Haritatos,
2005). Of significance, Benet-Martinez and Haritatos stressed that “additional work is
needed to examine empirically how acculturation stressors and cultural conflict and
distance separately and jointly influence overall psychological well-being” (p. 1042).

Unidimensional vs. bidimensional acculturation models. A dynamic described
in the acculturation scholarly literature is related to whether the acculturation process is
unidimensional or bidimensional (Flannery, Reise, & Yu, 2001; Lee, Sobal, & Frongillo,
2003; Ryder, Alden, & Paulhaus, 2000; Shin, Todd, An, & Kim, 2017). A
unidimensional model of acculturation emphasizes a straight-line movement from the
“heritage culture—the culture of birth and upbringing” to the “mainstream culture—the
predominant cultural environment” (Ryder et al., 2000, p. 49). In this movement, an
individual abandons the values, beliefs, norms, rituals, and customs of their “heritage
culture” and replaces them with the values, beliefs, norms, and customs of the
“mainstream culture” (Ryder et al., 2000). It is a straight-line linear movement from
heritage culture to mainstream culture.

The bidimensional model represents a process whereby individuals retain their
heritage culture while concurrently adopting the mainstream culture’s customs, traditions,

values, and beliefs, without compromising either culture (Ryder et al., 2000). This
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resembles more of a circular independent and interdependent movement between both
cultures—heritage and mainstream.

Ryder and colleagues (2000) studied three samples of Chinese, non-Chinese East
Asians, and one diverse group, focusing on “self-identity, personality, and psychosocial
adjustment” (p. 49). They stated, “Whereas, the unidimensional model provides a
parsimonious approach to acculturation, the bidimensional model is broader and
potentially more inclusive” (Ryder et al., 2000, p. 51). The result confirms that the
acculturation process resembles the qualities and characteristics of an orthogonal
bidimensional model rather than a parsimonious unidimensional model (Ryder et al.,
2000).

Shin et al. (2017) studied Korean Americans’ eating habits and acculturation and
discovered that the bidimensional approach to acculturation supported its relationship to
health issues and behaviors, meaning that retaining the heritage culture within a
mainstream culture facilitated the sustainment and maintenance of healthy behaviors and
practices. Lee et al. (2003) surveyed Korean Americans in the United States and their
acculturation experience and discovered that “the unidimensional model could not
sufficiently explain the overall acculturation of Korean Americans” (p. 292).

Lee and colleagues (2003) agreed that the unidimensional approach is an entity
within the bidimensional approach. Based upon Lee et al.’s cluster analysis process, three
types of acculturation strategies emerged, which follow three of Berry’s (1997)
acculturation strategies, assimilation, separation, and integration. Assimilation and
separation were associated with the unidimensional approach, while integration was

associated with the bidimensional approach.
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Flannery et al. (2001) collected data from Asian and Asian American students’
acculturation inventories to provide an “empirical framework for making comparative
claims about acculturative models” (p. 1036). They discovered that neither the
unidimensional nor the bidimensional models of acculturation exhibited “empirical
superiority” (Flannery et al., 2001, p. 1043) and recommended further study into what
they called a “tridirectional model of ethnogenesis” (p. 1044), that is, the generation and
creation of a “third” culture (ethnogenesis), like Chicanos and Asian Americans, during
the acculturation process. For the purpose of the present study, the bidimensional
acculturation model supported the acculturation integration strategy, which is consistent
with the process Puerto Rican female citizen-soldiers experience when they join the U.S.
Army.

Cultural frame switching. Within the biculturalism literature, the concept of
cultural “frame switching” was discussed by LaFromboise et al. (1993) to indicate when
individuals, upon experiencing a social stimulus in their environment, shift between
cultures in response to those stimuli. Further, Hong, Morris, Chin, and Benet-Martinez
(2000) articulated that “frame switching” may be exercised by an individual in response
to contextual (home, work, school) and symbolic (language) cues psychologically
associated with two or more cultures.

Haritatos and Benet-Martinez’s (2002) various studies provided convincing
support for the conceptualization of cultural frame switching where bicultural people
demonstrated their abilities to navigate through their two cultural conditions based upon
the social context. The present study can assess if and how well the participants can

switch between their personal and organizational values and under what circumstances
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and conditions one value system overrides the other. I gauged if cultural frame switching
generates any conflict, tension, or stress for participants in the present study.

Bicultural competence. According to LaFromboise and colleagues (1993),
cultural competence is developed by an individual who understands, appreciates, and
values “the basic beliefs of a given culture” (p. 403). As an extension of this definition,
bicultural competence is, therefore, the understanding, acknowledgment, comprehension,
and respect for the values, beliefs, norms, symbols, and customs of two independent
cultures. An individual must develop bicultural competence in the effective management
of two independent cultures by focusing on six critical functions within a culture:

“(a) knowledge of cultural beliefs and values, (b) positive attitudes toward both majority
and minority groups, (c) bicultural efficacy, (d) communication ability, (e) role repertoire,
and (f) a sense of being grounded” (LaFromboise et al., 1993, p. 403).

LaFromboise et al. (1993) explained that bicultural competence is not a group
dynamic but an individual one, which recognizes and understands the subtleties of an
individual’s psychological development and the context that surrounds such development.
The key for LaFromboise and colleagues was the development of bicultural competence,
where an individual (not a collective) “knows, appreciates, and internalizes the basic
beliefs of a given culture” (p. 403). Benet-Martinez and Haritatos (2005) extended
bicultural competence by discussing high and low levels: high bicultural competence
refers to an individual’s ability to be confident engaging two cultures, whereas with low
bicultural competence an individual is more confident engaging with either culture or has

minimal engagement with both cultures.
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Theory of Basic Human Values

Schwartz’s (1992, 2012) theory of basic human values served as the main
theoretical framework for values in this study. Schwartz (2012) defined “basic values as
trans-situational goals, varying in importance, that serve as guiding principles in the life
of a person or group” (p. 664). Schwartz (2017b) later defined values as ““characteristic
adaptations shared by the interplay of basic personality traits and the opportunities and
constraints of the social and natural world” (p. 3). Schwartz saw values as “an important
aspect of personality” (p. 18), where individuals have a unique and different set of values,
just like they have a unique and different personality.

Schwartz (2012) hypothesized that basic human values could be established as a
comprehensible system that informs individuals and guides them in their behaviors,
decisions, and attitudes. This value system and structure are directed by the natural
conflict or compatibility between values that individuals experience in their everyday
decision-making processes (Schwartz, 2012). The universal content and structure of
values and value priorities served as the foundation for the theory of basic human values
(Schwartz, 1992).

Content and structure. Schwartz and Bilsky (1990) proposed a “theory of
psychological content and structure of human values” (p. 878), asserting that there is
consensus in the scholarly literature that “values are (a) concepts or beliefs, (b) about
desirable end states or behaviors, (c) that transcend specific situations, (d) guide selection
or evaluation of behavior and events, and (e) are ordered by relative importance”

(p. 551). A sixth main feature was added by Schwartz (2012), “the relative importance of

multiple values guides action” (p. 4). Schwartz (2017b) later added a seventh feature,
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“the impact of values on everyday decisions is rarely conscious” (p. 2). Therefore, values
are prioritized and desirable conceptions that transcend situations and guide an
individual’s unconscious behaviors, actions, and decisions.

An all-inclusive categorization of value content was developed, based on one or
more of what Schwartz and Bilsky (1990) called the “three universal human
requirements . . . : needs of individuals as biological organisms, requisites of coordinated
social interaction, and survival and welfare needs of groups” (p. 878), which people must
deal with and manage in their lives.

In creating the values content typology, Schwartz and Bilsky (1987) believed that
human values are criteria rather than qualities. Further, Schwartz and Bilsky (1987)
followed what they considered three significant facets of the values theory developmental
process and definition: (1) the categorization of values as “terminal versus instrumental
goals,” (2) the “interests served distinction,” and (3) the “different motivational domains
in which universal human requirements are expressed” (p. 551, original emphasis).

From Rokeach’s (1973) list of 36 values, Schwartz and Bilsky (1987) created
“seven universal and distinctive motivational domains of values, enjoyment domain,
security domain, achievement domain, self-direction domain, restrictive-conformity
domain, prosocial domain, and maturity domain” (pp. 551-552). Schwartz and Bilsky
(1987) developed several hypotheses on the structure and content of their values theory,
based upon the facets of the values theory development process, “goal type, distinctions
between motivational domains, interests served, and structural organization among
motivational domains” (pp. 553-554); they tested these hypotheses with Israeli and

German students and teachers using the Rokeach Values Survey from 1983 to 1984.
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Based on the findings, Schwartz and Bilsky (1987) concluded that the values
motivational domains are unique enough to distinguish between the values motivational
domains, the location of the domains, the compatibility and the opposite relationship
between values, and the single values within each domain. The compatibility and conflict
relationship among the values provided the universal organizational structure of values
(Schwartz, 2012). Last, Schwartz and Bilsky (1987) recognized that additional research
would be needed to establish the generalizability of the theory and the values
motivational domains and to further refine the difference between what could be
constituted as a universal value versus a culture-specific value.

Schwartz and Bilsky (1990) followed the 1987 study with a study applying the
Rokeach Values Survey in Australia, Finland, Germany, Hong Kong, Israel, Spain, and
the United States. Regarding the value theory’s content, the seven values’ motivational
domains were supported. Regarding the value theory’s structure, both oppositionality and
compatibility of and between values were universally supported by the results. This study
also reinforced the universality, usefulness, and importance of the facets of content and
structure (“goal type, distinctions between motivational domains, interests served, and
structural organization among motivational domains” Schwartz & Bilsky, 1990).

Schwartz (1992) succeeded Schwartz and Bilsky’s (1987, 1990) studies and
proposed “the theory of the universal content and structure of human values” (p. 3).
Based upon content modification (involving definitions and new value motivational
types) to Schwartz and Bilsky’s value theory, Schwartz (1992) identified 11 motivational

types of values and their respective affiliated single values: “self-direction, stimulation,
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hedonism, achievement, power, security, conformity, tradition, spirituality, benevolence,
and universality” (pp. 6-7).

Also, Schwartz (1992) made structural modifications to the theory, which
generated a hypothesis of the relationship (compatibility or conflict) between the 10
(minus spirituality) value motivational types. The dataset, using a questionnaire rating 56
values, was drawn from teachers and university undergraduate students in 20 countries.
The study had several significant findings: (1) the theory had reached its value capacity,
meaning that the value motivational types list was comprehensive; (2) four higher-order
value types formed “two basic, bipolar, conceptual dimensions—openness to change
versus conservation and self-enhancement versus self-transcendence” (p. 43, original
emphasis); (3) “a continuum of related motivations” (p. 45) was generated in a circular
arrangement; and (4) “the generality of the ‘universal’ value structure” (p. 47) remained
applicable. In conclusion, the content and structure of the values theory seem all-
encompassing and comprehensive for the universality of individual values across
cultures.

Schwartz and colleagues (2012) sought to refine the original theory of basic
human values, centered on the motivation continuum, with the intent of “partition[ing]
the continuum into finer set of meaningful, conceptually distinct values with ‘greater
universal heuristic and predictive power’” (p. 664) (Figure 2.5). Data from 10 additional
nations (a total of 83 nations) using the Schwartz Value Survey and the Portrait Value
Questionnaire generated a set of 19 values: “self-direction (thought and action),
stimulation, hedonism, achievement, power (dominance and resource), face, security

(societal and personal), conformity (rules and interpersonal), tradition, humility,
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benevolence (caring and dependability), and universalism (tolerance, nature, and
concern)” (p. 669).

Also, these 19 values were assembled in a circular motivational continuum, based
on the value’s conflict and compatibility qualities. Three dimensions within the value
motivational continuum circle were identified by Schwartz (2012) as the “dynamic
underpinnings of the universal value structure: the openness to change versus
conservation and the self-transcendence versus self-enhancement dimensions; the
personal focus versus social focus dimensions; and the growth anxiety-free versus the
self-protection anxiety-avoidance dimensions” (p. 13). The openness to change
dimension includes the values of hedonism, stimulation, and self-direction; the
conservatism dimension includes security, conformity, and tradition; the self-
transcendence dimension includes universalism and benevolence; and the self-
enhancement dimension includes the achievement and power values (Figure 2.5).

Schwartz (2012) elaborated on the “roots of the dynamic structure of value
relations” (p. 13) by providing additional granularity to the model and theory. First,
Schwartz emphasized the importance of the conflict and compatibility relationship
between the 19 values. Second, the interests served by the values generate the personal
and social focus of the model. Power, achievement, hedonism, stimulation, and self-
direction are closely affiliated with the personal focus interests and qualities, while
universalism, benevolence, tradition, conformity, and security are affiliated with the
social focus, others’ interests, and relationships with others (Schwartz, 2012).

Therein, “relations of values to anxiety are a third organizing principle” (p. 14).

This principle relates to growth anxiety-free values including hedonism, stimulation, self-
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direction, universalism, and benevolence, as well as self-protection — anxiety-avoidance
values including achievement, power, face, security, conformity, and tradition (Figure
2.5). In summary, Schwartz et al.’s (2012) research study validated the refinement of the
original basic human values theory (Schwartz, 1992) by providing a clear, precise, and
concise description and explanation of individuals’ attitudes, beliefs, behaviors, actions,
and decisions.

Value priorities. Value priorities (Schwartz, 2012) are a relative dynamic that the
literature highlights as an important aspect of establishing an individual value system.
The relative value importance placed by an individual or a group differs significantly,
meaning these individuals and groups have different and unique value “priorities” or
“hierarchies” (Schwartz, 2012, p. 3). While values may be a universal social construct,
the relative importance and priority of values vary across nations, societies, individuals,

and cultures, based on a plethora of variables.

Value Congruence Theory and Model

Aligning personal/national values with organizational values through the process
of value congruence (Liedtka, 1989) was at the foundation of the present study. As
Posner, Kouzes, and Schmidt (1985) indicated, “values are often considered the bedrock
of corporate culture” (p. 293). Further, having clarity within corporate values highlights
the importance of values within an organizational culture.

For the present study, it is imperative for participants’ personal/Puerto Rican
values to be congruent with the U.S. Army’s values if they desire to continue to serve in
the U.S. Army. Further, the present study provides a basis for the importance of shared

values (Posner et al., 1985; Posner & Schmidt, 1992; Posner & Westwood, 1995),
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person-organization fit (P-O fit) (Chatman, 1989, 1991; Kristof, 1996; van Vuuren,
Veldkamp, de Jong, & Seydel, 2007), and value congruence (Bao, Dolan, & Zafrir, 2012;
Edwards & Cable, 2009; Liedtka, 1989; Meglino, Ravlin, & Adkins, 1989; Posner, 1992,
2010; Posner & Schmidt, 1993).

Shared values. Posner et al. (1985) surveyed 6,000 middle managers using a self-
developed “Shared Values Scale, where the responses were categorized as low, moderate,
and high value congruence—or shared values” (p. 295, original emphasis). In the
findings, Posner and colleagues highlighted that shared values were related to feelings of
personal success, confidence in understanding personal and organizational values, ethical
behavior, feelings of personal and job stress, organizational commitment, organizational
goals, and organizational stakeholders (pp. 295-302). These findings underscore the
importance of shared values for individuals, as they generate a sense of personal
fulfillment, commitment, loyalty, and success, offer a way to assess the organizational
values and ethics, and lead to an appreciation for the organizational mission, vision, and
outcomes and for the members at all levels of the organization (Posner et al., 1985).

Posner and Schmidt (1992) stated that because of the relationship between culture
and values, personal and organizational value congruency facilitates the comprehension
and appreciation of an organization’s culture. There is a direct connection between an
organization’s culture and the personal and organizational value congruency (shared
values), which ultimately impacts organizational effectiveness and adaptability and an
individual’s job performance and satisfaction (Posner & Schmidt, 1992).

A study that surveyed 6,000 managers who were members of the American

Management Association showed that the higher the level of value congruency and
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shared values, the higher the level of job performance, attitudes, and behaviors; further,
demographic variables impacted the levels of value congruence in an organization
(Posner & Schmidt, 1992). Posner and Westwood (1995) studied managerial values in
Australia and Hong Kong using the Shared Values Scale (Posner et al., 1985) and
reported that managers who experienced a high level of shared values felt a higher level
of P-O fit and higher levels of positive attitudes towards the organization and their work
environment. The reverse was also true—Ilower levels of shared values were associated
with lower levels of P-O fit and unfavorable job attitudes. These studies illustrate the
direct connection between shared values and P-O fit.

Person-organization fit. Person-Organization fit, as defined by Chatman (1989),
is “the congruence between the norms and values of organizations and the values of
persons” (p. 339). The model proposed by Chatman (1989) emphasizes the intensity of
content of individual personal values and the crystallization, intensity, and content of
organizational values and norms. Crystallization represents how extensively the values
are shared with the organization and intensity represents how ingrained the values are
relative to each other (individual and organizational) (Chatman, 1989).

The interaction and combination of the personal and organizational values, as
influenced by the organizational selection and socialization process (Chatman, 1989,
1991) for individuals, lead to P-O fit. The outcomes of this interaction and P-O fit
produce potential changes in norms and values for the organization and changes in values
and behaviors for the individual (Chatman, 1989). If there is a high level of P-O fit, then
the individual will feel more content and more competent in the organization, and the

organization gains a high level of commitment, loyalty, and efficiency. The other
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important consideration of the model is that the P-O fit can highlight harmony or
conflicts and the specific changes and effects that occur (Chatman, 1989).
Person-Organization fit (Chatman, 1991) is a way to evaluate the interaction
between individuals in an organization and the situations they may face, because of the
persistence of values at both the organizational and personal levels. Chatman (1991)
studied the selection techniques that provided the best P-O fit results for new hires, the
impact of social interactions by new hires during their first year of employment, the role
mentors play, the importance of formal training opportunities, and the impact on job
satisfaction, attrition, and retention. With a sample of over 170 newly selected audit staff
members (Chatman, 1991), the findings indicated that investments in newly hired
employees before they were employed, new employee participation in organization-
sponsored social events, and positive mentor relationships contributed to a positive P-O
fit. While selection is important, socialization has a greater impact upon P-O fit. Evidence
from this study strongly supports the view that individual behaviors and attitudes can be
predicted by organizational and personal values (Chatman, 1991) within the situations
and context-specific dynamics in an organization. Value congruence between
organizational values and individual values is critical to a positive and promising P-O fit.
Furthermore, Kristof (1996) defined P-O fit “as the compatibility between
individuals and organizations that occurs when (a) at least one entity provides what the
other needs, or (b) they share similar fundamental characteristics, or (c) both” (pp. 4-5).
Kristof provided two key distinctions relative to compatibility: supplementary fit and
complementary fit. Supplementary fit means that an individual has specific qualities and

attributes shared with other members in an organization, and complementary fit means
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that an individual possesses certain qualities and attributes that contribute to the
wholeness of the organization (Kristof, 1996). Also, Kristof identified two additional
concepts related to P-O fit: “needs-supplies and demands-abilities” (p. 3, original
emphasis). Needs-supplies denotes when an individual’s needs and desires are met by the
organization and demands-abilities denotes when an individual has the knowledge, skills,
and abilities required by the organization (Kristof, 1996).

Moreover, in their study, van Vuuren and colleagues (2007) focused on the
congruence of an individual’s perceived P-O fit versus actual P-O fit using the
Competing Values Framework. Perceived P-O fit “is conceptualized as an individual’s
overall judgment about the extent to which he or she perceives a fit with the
organization” (p. 1737). Actual P-O fit “is assessed by comparing independent measures
of workers’ values and their perception of the organization’s values” (p. 1737). After
surveying 222 employees from a hospital and chemical plant in the Netherlands, van
Vuuren and colleagues discovered that “as the congruence effects were absent, the
hypothesized relations between the indirect and direct measures of actual and perceived
fit, respectively, are not confirmed in this study” (p. 1742).

Value congruence. Finally, critical to the present study is the characterization
and operationalization of shared values as outlined in the literature relative to value
congruence. Value congruence (Edwards & Cable, 2009) “refers to the similarity
between values held by individuals and organizations” (p. 655). After conducting in-
depth interviews with 18 managers focused on two challenging situations, Liedtka (1989)
developed a values congruence model that involves the situational interaction between

consonant and contending individual values versus consonant and contending
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organizational values, resulting in four quadrants (Figure 2.7). Consonant values are
values in harmony or in agreement, and contending values are values in conflict or in
competition. Quadrant | (consonant organizational values and contending individual
values) is characterized by a strong organizational culture and values where “compliance
with organizational values is expected” (Liedtka, 1989, p. 807). Quadrant Il (contending
organizational values and contending individual values) represents an organization where
there is no integrated organizational value system that may be struggling with individual
values, creating a puzzling and misdirected environment and leading employees to be
easily persuaded by others in the organization (Liedtka, 1989). Quadrant I1l (consonant
organizational values and consonant individual values) exemplifies the lack of conflict
between the individual and organizational values, and there is a natural integration or
balance of values (Liedtka, 1989). The final quadrant, Quadrant IV (contending
organizational values and consonant individual values), symbolizes an operating
environment where the individual’s solid values guide and direct the organization’s

decisions as it struggles to define its corporate values (Liedtka, 1989).

Organizational Values

Consonant Contenciing

Contending [ I
Individual Values
I v
Consonant :

Figure 2.7. The value congruence model. Reprinted from “Value Congruence: The Interplay of
Individual and Organizational Value Systems,” by J. M. Liedtka, 1989, Journal of Business
Ethics, 8, p. 807. Reprinted with permission.
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In addition, a values survey instrument was used to assess value congruence and
the consonance and contending individual and organizational values. From the study’s
findings, Liedtka (1989) concluded that the value congruence model provided a
functional framework by which the managers articulated the subtleties within the
organizational conflicts. Four sets of conflict were experienced by the managers: internal
conflict within the individual value system (Quadrant I) and with the organizational
values system (Quadrant IVV) were most often experienced by the managers, closely
followed by the external conflict between managers and the organization (Quadrant I11)
and conflict at both levels—internal and external (Quadrant Il) (Liedtka, 1989). It is
evident from this study (Liedtka, 1989) that the role of organizational value systems
within an organization sets the tone when ethical and professional predicaments emerge.

Also, Meglino et al. (1989) hypothesized that when employees’ values are in
consonance or congruent with the organization’s values and/or their immediate
supervisor’s values, they are more apt to be committed to the organization, have more job
satisfaction, and exhibit higher levels of job performance. Meglino and colleagues
discovered that within an organization, the preponderance of values harmony and
congruence was at the lowest levels of supervision within an organization, and as time
went by, the value congruence between employees and supervisors enhanced the level of
commitment. Supervisors exemplified the organizational value system as they interacted
with their employees, and value congruence played a significant role in its relationship
with organizational commitment and job satisfaction.

Of note, Posner (1992) took an additional step by finding that the P-O fit values

congruence generated a positive work environment and positive individual employment
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attitudes and that individual demographic characteristics and differences did not influence
personal and organizational relationships. In their study of over 1,000 managers, Posner
and Schmidt (1993) discovered that consistent with Liedtka’ s (1989) values congruence
model, managers whose values were consonant (clear and in harmony) with the
organization’s values expressed higher levels of job satisfaction and positive attitudes
towards the organization’s ethical practices. Conversely, if the managers experienced
contention (not clear and in conflict) about their and the organization’s value system, they
expressed negative work attitudes. Further, Posner and Schmidt concluded that
possessing a clear set of personal values (relative to individual work attitudes and
organizational, professional ethical behaviors) was much more significant than having
clear organizational values.

Posner (2010) further explored the impact of values congruency at the individual
and organizational level on positive work attitudes and organizational outcomes and
investigated whether specific demographic variables affect individual and organizational
value congruency. Posner (2010) concluded that it is in the best interest of organizations
to recruit and retain employees whose values are aligned with the organizational values.
Otherwise, the misalignment of value systems generates gaps in the organization that
create opportunities for high turnover and employee dissatisfaction and has a negative
impact on job performance and productivity (Posner, 2010).

A previously utilized “shared values” survey (Posner & Schmidt, 1993) was
administered by Posner (2010) to over 700 managers in the United States. The resulting
findings (Posner, 2010) indicated that the more congruent and clear the organizational

and personal values, the higher the probability for more positive work attitudes and
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behaviors. Further, Posner specified that as managers were promoted in the organization,
the value congruency became stronger and the relationship between the individual and
the organization was strengthened. Ultimately, alignment, clarity, and congruency of
organizational values with individual values generate higher levels of dedication,
commitment, loyalty, effectiveness, and efficiency within the organization (Posner,
2010).

Of significance, Cable and Edwards (2004) reiterated that the incongruency
between individual and organizational values results in an individual experiencing
“cognitive dissonance and negative job attitudes” (p. 824). Cable and Edwards (2004)
measured three specific outcomes of “psychological need fulfillment and value
congruence” (p. 826), of which “intent to stay” was one. They discovered that of the 35
measures of “psychological needs fulfillment and values congruence . . . the direct effect
of value congruence was positive in all cases except prestige with job satisfaction and
intent to stay as outcomes” (p. 827).

Edwards and Cable (2009) empirically tested the reasons for the positive
correlation between individual and organizational values congruence and positive
organizational outcomes (“job satisfaction, organizational identification, and intent to
stay in the organization,” p. 657) and the “effects of value congruence on communication,
predictability, attraction, and trust” (p. 656). Values congruence was measured and
conceptualized as “subjective fit” and “objective fit” (p. 655). Subjective fit represents
the congruence between individuals’ values and their perception of the organization’s
values, and objective fit represents the congruency between individuals’ values and the

organization’s values as perceived by others in the organizations, peers and supervisors
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(Edwards & Cable, 2009). Utilizing data from their 2004 study, Edwards and Cable
(2009) discovered that trust was “a key explanation of value congruence effects, followed
by communication, and, to a lesser extent, attraction” (p. 674). Further, there was
minimal support that predictability serves as a mechanism that would connect value

congruency with organizational outcomes.

Citizen-Soldiers

Griffith (2011a) indicated that “the citizen soldier was fundamentally a citizen
who felt a duty to serve temporarily and at the same time expected all citizens to serve
and saw the military as a necessity for U.S. national defense” (p. 267). From this
definition, one can highlight three unique and distinct elements of military service as a
citizen-soldier, “(1) obligatory service or compulsory service, (2) universal service, and
(3) legitimacy” (p. 267).

Lomsky-Feder, Gazit, and Ben-Ari (2008) referred to reserve forces as “the forces
that during routine times stand outside the regular military organizational system but can
be relatively easily mobilized in times of emergency” (p. 595). Equating “reserves” with
transmigrants, Lomsky-Feder and colleagues proposed four unique features resulting
from their research on migration: the constant movement and traveling qualities of
reservists, the balance between civilian and military identities, the perceived capabilities
these soldiers possess that may be a menace to the regular army, and the constant change
in duties and responsibilities that typifies the movement back and forth between civilian
and military roles and duties. Today, these are all real characteristics that exemplify the
roles and responsibilities that U.S. reserve forces execute in fulfilling their civilian and

military duties. One additional quality that is worth mentioning, as identified by
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Lomsky-Feder et al. (2008), is the knowledge, skills, abilities, and capabilities acquired
from their civilian professional lives that reserve soldiers bring to their duties and
responsibilities as citizen-soldiers.

Understanding the evolution of the American citizen-soldier is critical to gaining
an appreciation of who citizen-soldiers are today and where they have been. The
evolution of “citizen-soldiers grew out of a historical context of armed conflicts in
addition to the importance placed on having citizens as soldiers in democracies” (Griffith,
2009b, p. 59). From World War Il through the Cold War and the Soviet threat to where
we are today, the roles and responsibilities have changed from serving as “replacements”
(p. 59), to being a “deterrence” force, to becoming today an indispensable operational
force (rather than a strategic force) (Griffith, 2009b).

As Griffith (2008) stressed, “Traditionally, reservists have served part-time,
attending monthly weekend drill training and two-week annual training. In the last
decade, national defense strategies have increasingly relied on reservists, resulting in
frequent and prolonged activations” (p. 232). This natural citizen-soldier transformation
has affected the organizational structure, roles, functions, and focus of the U.S. Army,
which have been directly influenced by the “geopolitical events” (p. 264) the United
States has experienced over the past 50 years (Griffith, 2011b). Undoubtedly, these
transformations, changes, and experiences have directly shaped the roles and
responsibilities of U.S. Army citizen-soldiers.

Griffith (2011b, 2011c) identified various specific identities (roles) for citizen-
soldiers as they experienced the changes and transformations within the U.S. Army’s

reserve components (Army National Guard and USAR) from World War 11 to today.
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These identities (roles) are “obliged-conscripted citizen soldier, weekend warrior,
instrumental volunteer, identity seeker, soldier warrior, and conservative ideologue”

(p. 264). These roles and their evolution represent the American military’s response to
world events. The evolution of these roles directly affected “the nature of reserve military
service” and had “implications for the recruitment, retention, and readiness of reservists”
(p. 275). How citizen-soldiers developed their identity as citizen-soldiers is directly
related to the decision they made about not only joining but also reenlisting/staying in or

separating from the U.S. Army.

Joining the U.S. Army

Moskos (1977b), based on a “development analysis to the emergent structure of
the armed forces” (p. 41), developed a conceptual framework to describe the reasons
individuals are motivated to join the military. The institutional orientation favors values,
principles, and beliefs that are centered on the greater good rather than an individual’s
best interest. The occupational orientation favors, from an economic perspective, the
proper monetary compensation for work performed that benefits the individual’s best
interest.

According to Moskos (1977b), “Traditionally, the military has sought to avoid the
organizational outcomes of the occupational model” (p. 43). Moskos concluded that
based upon two trends (unionization of the armed forces and the reliance on civilian
contractors to fulfill military tasks and function), the military is leaning towards an
occupational orientation and away from an institutional orientation. Moskos’
developmental analysis provides a foundational basis to study and understand the reasons

young Americans today are joining, reenlisting/staying in, or separating from the
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military. Griffith (2008, 2009a), based upon the evidence from studies conducted,
concluded that soldiers’ effectiveness is directly related to their motivation to join and
stay; soldiers who are institutionally motivated are more effective than those who are
occupationally motivated.

Various scholars (Eighmey, 2006; Griffith, 2008, 2009a; Griffith & Perry, 1993;
Woodruff, Kelty, & Segal, 2006) have studied numerous reserve soldiers to identify the
reasons these citizens joined the U.S. Army and the reasons they stay (reenlist) or leave
(separate). Griffith and Perry (1993) surveyed a sample of over 30,000 soldiers in 1990 to
1991 and developed four general factors for joining the U.S. Army: wanting to
experience the military, personal development, pay/benefits, and job/career development.
They discovered that the main reason for either reenlisting or separating was experience
while in uniform, whether their expectations met their reality or not.

An additional discovery from the survey was that minorities joined because of all
four factors, yet the most important was job/career development (Griffith & Perry, 1993).
Eighmey (2006) examined survey responses and data of American youth obtained in the
2001, 2003, and 2004 Department of Defense Youth Polls and identified seven distinct
“motivational themes” (p. 307) to join the military: “fidelity, risk, family (social and
institutional goals), benefits, dignity, challenges, and adventure (occupational goals)” (p.
323).

Woodruff et al. (2006) examined Moskos’ (1977Db) institutional and occupational
orientation model based on motivations to enlist by active-duty combat soldiers and the
propensity to serve by high school seniors. Through a factor analysis statistical process,

they identified four comprehensive enlistment motivations: “institutional, future-oriented,
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occupational, and pecuniary benefits” (p. 360). The bottom line is that soldiers who
indicated a high propensity to continue to serve by reenlisting in the U.S. Army had a
preponderance of institutionally focused motivation relative to those with a low
propensity to enlist (Woodruff et al., 2006). Of note, Woodruff et al. concluded that the
complexities related to the motivations to join the military today are beyond Moskos’
institutional and occupational orientations model and that a “life-course perspective” (p.
363) may be appropriate for appreciating the educational benefits of joining the military.

In their study of USAR junior enlisted soldiers, Perry, Griffith, and White (1991)
showed that “not receiving monthly pay on time, lack of a sense of belonging to the U.S.
Army Reserve and to the unit, and not feeling like part of the family in the unit were
strong discriminators of leavers and stayers” (p. 129). Additional factors identified for
“leavers and stayers” were “the lack of trust and confidence in the unit officers and
perceptions of unit leaders unhelpful in resolving Army Reserve problems” and
“problems in receiving . . . unit recognition (promotions and awards)” (Perry et al., 1991,
p. 130). This leads to the conclusion that financial issues, a sense of belonging, and lack
of unit and individual recognition were the leading reasons for both leaving or staying in
the USAR in 1989.

Kocher and Thomas (1990), as cited in Griffith (2005), indicated that “‘economic
incentives were more strongly related to retention decisions among men, whereas job
satisfaction and family status were more strongly related to retention decisions among
women” (p. 357). Griffith (2009a) concluded, after surveying National Guardsmen
(reserve soldiers) in 2002/2003, 2003/2004, and 2006, that “service to country was

among the top reasons for joining” (p. 227). Yet, “contrary to expectation, there were no
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changes in the importance of the remaining top reasons, namely, educational benefits and
money, which remained the first and third rank-ordered reasons for joining” (Griffith,
2009a, p. 227). Relevant to the present study is understanding why women have joined

the U.S. Army and the impact of the availability of combat positions for women.

Why Women Join the Military

Segal (1995) developed a theory to identify the extent and nature of women’s
participation in the military over time and globally. The theory is based on three factors
that most affect the engagement of women in the military, “the military dimension, the
social structure, and the cultural dimensions” (pp. 758-759). The military dimension was
focused on those national security factors and activities (e.g., force structure, current
national security environment, anticipated roles and functions of women in the military)
that could affect women’s participation in the military. The social structure factor
outlines women’s civilian roles and responsibilities, economic factors, and demographic
factors, among others. The cultural dimensions include social values of social structures
of gender and family.

Furthermore, Segal hypothesized that a national security threat would supersede
the cultural values that may limit the involvement of women in the military. Based upon
Segal’s hypothesis, there is a direct correlation between the role women play in society,
the social gender roles and values, and national security needs. Implementing the all-
volunteer force in the United States in 1973 and passing the Equal Rights Amendment in
1972 provided the legal and statutory basis for increasing the participation of women in
the military, including those positions where women have been excluded (i.e., combat

roles). Tensions between cultural values and national security needs must be resolved as
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women increase their roles in military service. Segal (1995) commented: “To the extent
that support functions are concentrated in the reserves, compared to active duty forces,
women will have higher representation in the reserves” (p. 765, original emphasis). This
point highlights the importance of women serving in key roles and functions within the
USAR and the other reserve armed forces entities.

A few scholars (Dichter & True, 2015; Mankowski, Tower, Brandt, & Mattocks,
2015) have focused on why women join the military, yet, as Mankowski et al. (2015)
stated, “although women’s numbers are increasing, little is known as to why women
choose to join the military” (p. 315), and “no study to date has specifically examined
decisions of women and minorities to join the military” (p. 316). Developing skills,
training, experiences, and tuition assistance and reimbursement remain the top reasons
women in the military elect to join the military (Mankowski et al., 2015).

Based on a qualitative study involving semi-structured interviews of female
veterans from Operation Iragi Freedom/Operation Enduring Freedom, Mankowski and
colleagues reported that “the themes that emerged from asking the women why they
joined the military produced not only their reasons for joining—opportunity and
calling—nbut also outcomes of how their post-deployment life corresponded with their
motivations for enlisting” (p. 317). The specific opportunity/calling included feelings of
patriotism, service to their country, meaningful engagement, and family, and the specific
desired outcomes included “employment, unemployment/underemployment, and physical
and mental health interference” (p. 318). Of significant note was the finding that those
joining the military were not deterred by reports of sexual harassment, mistreatment,

physical abuse, and other violence towards women in the ranks.
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Dichter and True (2015) reinforced the view that “more research is needed to
understand women’s decisions around entering and leaving military service; in particular,
individual distinctions that may become apparent through qualitative inquiry” (p. 188).
Through semi-structured interviews, interviewers brought forth veterans’ narratives
“about their experiences moving into and out of military service, including their life
circumstances prior to entering the service, reasons for separating from military service,
and needs following separation from military service” (p. 189).

Through these narratives, Dichter and True (2015) identified four reasons women
joined the military: “(a) having an orientation toward military service, often from an early
age; (b) seeking opportunities for travel, adventure, and new experiences; (c) seeking
increased access to education, employment, or other resources for economic support; and
(d) escaping from aversive life circumstances” (p. 190). This information is crucial for
understanding how Puerto Rican female citizen-soldiers explain their lived acculturation
experiences and the value congruency between personal values and organizational values.
A closer look at the scholarly literature for women in combat provides vital information

and knowledge on the present status of women in the military.

Women in Combat

Rescinding the Direct Combat Exclusion Rule in 2013 on women serving in
restricted occupations (i.e., combat) and the order in 2015 from the U.S. Secretary of
Defense to the armed forces departments to make available all combat jobs to women
without exception, several wide-ranging studies were completed by the armed forces
components on issues that included “unit cohesion, women’s health, equipment, facilities

modifications, propensity to serve, and international experiences with women in combat”
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(Kamarck, 2016, p. 1). Female underrepresentation issues are just as ubiquitous in the
military as they are in other institutions in America. Darden (2015) pointed out that “the
decisions of women to participate in armed conflict, their motivations, and the social,
cultural, religious, and political limitations and opportunities that they may face are
highly contextual” (p. 458).

The context in applying the new policy within the U.S. Department of Defense
was critical in ensuring successful implementation of the policy and directive. The
conditions, environment, and situations (context) that framed this new policy affected the
way leaders and members of the armed forces applied the policy. Each component of the
armed forces had its challenges and opportunities to excel. Segal, Smith, Segal, and
Canuso (2016) stated, “The opening of military roles to American women has been a
gradual process, opposed at every stage by people who argued that women’s presence in
the military would interfere with effectiveness, especially because their integration would
degrade unit cohesion” (p. 29). An implication for the present study is the need to be
sensitive and understand the nature of the U.S. Army’s organizational culture under
which Puerto Rican female citizen-soldiers are joining and training.

Some of the current issues of women in the U.S. military and women in combat
include the role and responsibility of the senior leaders and peers, unit cohesion, gender
integration, command climate, and diversity. Segal and colleagues (2016) stated,
“Optimizing the performance and well-being (including health) of women in combat is
dependent on the behavior of their leaders and their peers—in general and toward them as
individuals” (p. 28). Further, “Leaders must show their support for gender integration and

demonstrate their commitment to making it work” (p. 29). Diversity, inclusion, equity,
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and accessibility of women to military combat positions is essential in integrating women
into those combat positions, and this integration may enhance and even improve overall
unit performance and wellness (Segal et al., 2016). Leaders at all levels must be held
accountable and responsible for creating and sustaining a unit climate that treats all unit
members with dignity and respect. If integrating women fails, it is because leaders have
failed.

In addition, promoting female leaders to the highest ranks in the military would
serve as an indication of the commitment of our national command authorities to the
value and importance of women to serve as role models for other service members,
regardless of gender. Segal et al. (2016) emphasized that “we need research on which
strategies that women may use are most effective for women—for performance,
acceptance, and well-being—and under what conditions and for whom” (p. 38).

Individual unit leadership, unit cohesion, and command climate are critical
factors that create an environment where all service members can thrive, grow, develop,
and flourish. Segal et al. (2016) stated, “Good unit leaders by definition organize task
activities in ways that foster task effectiveness, respect, and caring among group
members” (p. 30). Dignity, respect, compassion, commitment, character, and integrity
will serve as guiding principles for a cohesive and supportive unit. A positive command
climate protects all within the unit and ensures that all service members are safe and
secure. A unit or formation that values and exemplifies diversity, equity, acceptance,
accessibility, and inclusion of all members serves as a model for unit cohesion and a

positive command climate. As Segal et al. (2016) reinforced, “There is a strong
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argument that diversity, which is good for other businesses, is also good for the
military” (p. 30).

Segal et al. (2016) concluded that “empirical research and documented
experiences provide lessons to apply to the process of gender integrating units, while
maintaining (and even improving) military performance and the well-being of personnel”
(p. 37). Continuing to collect narratives of female service members to assess the lessons
learned would serve as best practices to improve and enhance the training and the
education of all service members. From a practical perspective, integrating women into
the military exemplifies how the military is developing tomorrow’s leaders who are

respectful and honor the capabilities that women bring to the fight.
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Chapter 3: Methodology

The research methodology is a process used to collect data, analyze data, and
report data relative to a question, a problem, or a puzzle (Clandinin, 2013) with the aim
of achieving a solution, an answer, or a truth about a phenomenon. Utilizing narrative
inquiry as a research method, I collected data through semi-structured interviews to make
sense and meaning of experiences, to discover and interpret those experiences, and to
understand the significance of those lived experiences (Merriam & Tisdell, 2016).

In this research study, narrative inquiry was used to (1) select a specific site, (2)
gain access to research participants, (3) collect data through field texts, and (4) compose a
final research text with the participants (Clandinin & Connelly, 2000). To this aim, the
narrative inquiry process was focused on trustworthiness, as enhanced by credibility,
transferability, dependability, and confirmability. This chapter details the study’s
methodology theory, site and participants, data collection process, data analysis process,
trustworthiness, and ethics and human subjects protections and provides my reflexivity

and subjectivity statement.

Methodology Theory

This section establishes the epistemological and ontological foundation for the
study. This foundation includes my identification as a social constructivist, the reason for
the selection of a qualitative design, and the specific choice of a narrative inquiry

approach.
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Social Constructivism Worldview

Social constructivism is a theory based in sociology and communication that
examines the development of joint constructs/understandings of the world that form the
basis for shared assumptions of reality. It views sensemaking and meaning making as
constructed based on participants’ interpretation of the world, with interpretations molded
by the researcher’s worldview and experiences (Creswell, 2014). Through a social
constructivism worldview, research aims at personal experiences, beliefs, and
assumptions linked to the researcher’s epistemology and ontology. Creswell (2013) stated
that social constructs are related to interpretations (e.g., interpretivism theory) as a
philosophical worldview.

Additionally, social constructivists construct meaning patterns and seek
understanding from their own experiences and environment; they make sense of their
world from their experiences to create their reality; and they base these interpretations
upon their engagement and interactions with people (Creswell, 2013). For social
constructivists, the qualitative research process is inductive, where the researcher creates
meaning and reaches conclusions from the specific data collected and analyzed. A theory
or pattern of meaning could be generated, inductively, from the data.

Through responses to unstructured and structured open-ended questions, the
participants and | discovered, explained, and constructed the meaning of their
experiences and the phenomenon (e.g., the what and the how). Key to this discovery
(heuristic) of meaning was interaction with participants, as a social coconstruction and
cocomposing process. The participants’ personal, social, cultural, familial, linguistic,

institutional, and historical backgrounds shaped the interpretation of the phenomenon.
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Finally, my interpretations were influenced by the participants’ experiences and
background and how they explained and described (Polkinghorne, 1988) their

worldviews and their lived experiences through narratives.

Qualitative Study

In this study, a qualitative research design was selected because | wanted to gain a
deep understanding of the research puzzle (Clandinin, 2006, 2013; Clandinin & Connelly,
2000), which is focused on the theoretical framework of the values (Schwartz et al.,
2012) and value congruence (Liedtka, 1989) of Puerto Rican female citizen-soldiers
during their acculturation process (Berry, 1997).

Rokeach (1968) defined values as “a type of belief, centrally located within one’s
belief system, about how one ought or ought not to behave, or about some end-state of
existence worth or not worth attaining” (p. 124). Bao and colleagues (2012) defined value
congruence as “the compatibility of work values between the focal person and other
organizational entities such as supervisors, interviewers, coworkers, work group, and the
entire organization” (p. 5). Berry (1997) defined acculturation as “the general processes
and outcomes (both cultural and psychological) of intercultural contact” (p. 8). Berry
(1997) emphasized that individuals and groups within cultures, whether as a member of a
dominant or nondominant culture, must learn “how to acculturate” (p. 9, original
emphasis).

Merriam and Tisdell (2016) clarified that qualitative researchers are “interested in
understanding how people interpret their experiences, how they construct their worlds,
and what meaning they attribute to their experiences” (p. 6, emphasis added). Further,

qualitative research at its most basic level of understanding is concerned with words,
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whereas quantitative research is concerned with numbers (Merriam & Tisdell, 2016).
Consistent with the constructivist epistemological perspective, qualitative research is
focused on explanations, interpretations, description, and understanding of a lived human
experience (Merriam & Tisdell, 2016).

According to Merriam and Tisdell (2016), “qualitative researchers are interested
in understanding meaning people have constructed; that is, how people make sense of
their world and the experiences they have in the world” (p. 15). Consistent with the
purpose, focus, and philosophical perspectives of qualitative research, | was interested in
how the participants experience, describe, explain, and make meaning of the value
congruence between personal/Puerto Rican and organizational values as U.S. Army
citizen-soldiers. As a researcher, | was also interested in how Puerto Rican female
citizen-soldiers explain (Polkinghorne, 1988) their lived U.S. Army acculturation

experiences.

Narrative Inquiry

Narrative inquiry, a method, a phenomenon, and a research methodology
(Clandinin, 2013; Clandinin & Connelly, 2000; Connelly & Clandinin, 1990), was
selected as my qualitative strategy of inquiry (Denzin & Lincoln, 2005) to explain the
lived value congruence experiences and the lived acculturation experiences of Puerto
Rican female citizen-soldiers. The focus of narrative inquiry, beyond the individual’s
narratives, is on social, cultural, familial, linguistic, historical, and “institutional
narratives within which individuals’ experiences are constituted, shaped, expressed, and
enacted” (Clandinin & Rosiek, 2007, p. 42). Additionally, as a qualitative research

method, narrative inquiry is focused on understanding how people interpret their lived
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experiences through narratives, the meaning attributed to those experiences, how words
and texts are data, and how an individual composes his/her life in the relationship the
researcher (Merriam & Tisdell, 2016).

The narrative inquiry process, as described by Clandinin and Connelly (2000),
involves several steps while “learning and thinking narratively” (p. xiii): setting up a
research puzzle, deeply engaging in the field of study with the participants, and
coauthoring with participants from field notes through the field texts to the interim field
texts and the final research texts. Narrative inquiry is the methodology within qualitative
research strategies that best captures and accounts for an individual’s “stories lived and
told” (Clandinin, 2013, p. 20).

Moreover, narrative inquiry is focused on stories to make sense and make
meaning of lived life experiences, interpret those life experiences, and gain an
understanding of lived lives (Merriam & Tisdell, 2016). The key to narrative inquiry is
the establishment and development of the relationship between the participant and the
researcher as they generate a narrative that is a “first-person account of experience told in
story from having a beginning, middle, and end” (Merriam & Tisdell, 2016, p. 34).

Creswell (2013) identified features and qualities that clearly delineate the
parameters within narrative inquiry: the close collaborative relationship between the
participant and the researcher, by which the story is coconstructed and cocomposed; the
chronological format of the stories, with a beginning, a middle, and an end—a
temporal/time perspective; the construction of an individual’s identity based upon the
individual’s lived experiences; the gathering of data primarily from interviews, with

documents, observations, and other qualitative data sources providing additional data
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when needed; and the use of context (situations or places) to frame the narrative stories.
Incorporating these qualities into the study ensured that it remained true to the spirit and
practice of narrative inquiry.

To detail the intricacies and nuances within narrative inquiry, in the sections that
follow I expand on the narrative inquiry approaches, the narrative inquiry foundation and
description, the critical elements of narrative inquiry, the narrative inquiry design
considerations, and the personal, practice, and social justifications.

Narrative inquiry approaches. Savin-Baden and Major (2013) and Creswell
(2013) identified various narrative approaches or strategies that include life (oral) history
research, life course research, biography and autobiography, autoethnography, and digital
storytelling. The focus of the present study was on the biographical and autobiographical
narrative inquiry (Clandinin, 2013) approach, with a collaborative co-construction and
co-composition of the participants’ stories built through dialogue and conversation;
reflections that were interpreted, shared, and composed; and the influence of
considerations such as gender, ethnicity, race, family background, critical events
(Webster & Mertova, 2007), and the role others play in the participant’s life (Denzin,
1989).

Narrative inquiry foundation and description. Narrative inquiry, a relational
research methodology (Clandinin & Connelly, 2000; Connelly & Clandinin, 2006), is
foundationally and philosophically based upon Dewey’s (1938) theory of experience,
where continuity, situation, and interaction serve as the structure for the “narrative
conception of experience through the three-dimensional narrative inquiry space with

dimensions of temporality, place, and sociality” (Clandinin, 2013, p. 12).
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From an ontological and epistemological perspective, Clandinin and Rosiek
(2007) emphasized that, principally, narrative inquiry is a means by which one can
inquire and gain an understanding of human experiences. For Connelly and Clandinin
(1990, 2006), narrative inquiry involves “a view of human experience in which human
beings, individually and socially, lead storied lives” (Clandinin, 2013, p. 13). Narrative
inquiry also comprises the perspective that experiences are lived and told over time, are
studied, examined, and comprehended as narrative experiences, and are exemplified by
various representational structures (Clandinin, 2013).

Critical elements of narrative inquiry. Clandinin and Connelly (2000) asserted:

Narrative inquiry is a way of understanding experience. It is a collaboration
between researcher and participants, over time, in a place or series of places, and
in social interactions with milieus. An inquirer enters this matrix in the midst and
progresses in the same spirit concluding the inquiry still in the midst of living,
telling, reliving, and retelling, the stories of the experiences that made up people’s
lives, both individual and social. (p. 20)

This narrative inquiry description underscores several critical elements of narrative
inquiry: the relationship between the participant and the researcher; the place,
temporality, and sociality dimensions; being in the midst; and the emphasis on the living,
telling, retelling, and reliving experiences. The relational features of narrative inquiry are
centered on the importance of the relationship between the researcher and the
participants.

Further, the relational properties of narrative inquiry, based upon Dewey’s (1938)
theory of experience, emphasize that experience is both social and personal, reinforced by
“situation, continuity, and interaction” (Clandinin & Connelly, 2000, p. 50). These
notions serve as the foundation for developing the “three-dimensional narrative inquiry

space” (p. 49), “personal and social (interaction), past, present, and future (continuity),
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combined with the notion of place (situation)” (p. 50, original emphasis). Consistent with
Dewey’s (1938) interaction, situation, and continuity concepts, Clandinin and Connelly
(2000) emphasized the importance of what they called “experiencing and experience”

(p. 50) when conducting a research study.

There is constant movement within a narrative inquiry study. These movements
were referred to by Clandinin and Connelly (2000) as “inward and outward, backward
and forward” (p. 50, original emphasis). Inward represents the internal conditions of an
individual (feelings, thoughts, ideas, beliefs, values); outward represents the conditions
and the environment; backward is the movement of recalling and remembering past
events; and forward movement is looking ahead to the future. Inward and outward follow
the concept of social and personal conditions, while backward and forward represent the
movements within the temporarily (i.e., present, past, and future).

The “three-dimensional narrative inquiry space” (p. 49) accentuates the
importance and value of temporality, sociality, and place, which were referred to by
Clandinin and Connelly (2000) as the “three commonplaces [that] specify dimensions of
[narrative] inquiry” (p. 38). These “commonplaces” are what, essentially, separates
narrative inquiry from other inquiry strategies.

The temporality commonplace reflects transitional and time aspects of how
humans live their lives. The temporality commonplace exposes how studied experiences
are lived in “the past, the present, and the future of people, places, things, and events”
(Clandinin, 2013, p. 39). Personal and social conditions where lives are lived and
experienced provide the context that defines the sociality commonplace. Of critical

importance within the sociality commonplace is the nature and uniqueness of the
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relationship between the investigator and participant in coconstructing the participant’s
narrative. The place commonplace refers to the natural connections between life events,
the people and relationships involved, the location or situation, the time, and the created
narratives. Specific places are where an experienced life provides the context, where
narratives are entrenched at the social, personal, cultural, societal, institutional, and
domestic levels.

Being “in the midst” (Clandinin, 2013, p. 82) means that narrative inquirers are
consistently and persistently thinking about their lives narratively, meaning that narrative
inquiry is a relational research experience and recognizes the relationship with the
participant and the phenomena studied. “In the midst,” narrative inquirers’ lives are
transformed, are changed, and are reenergized. Most important, narrative inquirers are
part of the story being told by the participant, as they cocreate a new world lived and
relived with the participant. Last, “we, as inquirers and participants, begin and end each
narrative inquiry in the midst” (Clandinin, 2013, p. 82).

Four key narrative inquiry terms arise from “an embodied narrative life
composition” (Clandinin, 2013, p. 38), the “living, telling, retelling, and reliving” (p. 34).
As narrative inquirers, we appreciate and recognize that people every day “live out stories
and tell stories of their living” (p. 34, original emphasis) and that stories are retold as the
researcher engages with participants to gain an understanding of their lived experiences,
leading inevitably to the reliving of these stories, as our lives are affected and
transformed.

Design considerations. In designing, planning, conducting, and analyzing a

narrative inquiry research project, Clandinin (2013) identified several “design
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considerations” (p. 42) that | adhered to as | journeyed through the narrative inquiry
process and reflected upon my own lived experiences—the U.S. Army and U.S. Army
Reserve (USAR) lived experiences and living experiences. These guiding considerations
were framing a research puzzle instead of posing traditional research question; “entering
in the midst: moving into living alongside” (p. 43); the negotiated movement from the
field notes to the field text to the interim text to the final research text; the significance of
the relationship between the researcher and the participant; and the “positioning of
narrative inquiry” (p. 52). These considerations were critical to the data collection and
data analysis processes.

Framing a research puzzleAs part of thinking, studying, inquiring, and
understanding narratively, framing a research puzzle is essential to the design of a
research project or study. As Clandinin and Connelly (2000) emphasized, “narrative
inquiries are always composed around a particular wonder, a research puzzle” (p. 124)
instead of the traditional positivist research question, which demands an answer or a
specified explanation of a phenomenon. Narrative inquiry is a never-ending process of “a
sense of search, a ‘re-search,” and a searching again, . . . a sense of reformulation”
(Clandinin & Connelly, 2000, p. 124), rather than a problem-solving process. The
research puzzle is ever present throughout the formulation of the social, personal, and
practical justifications (Clandinin, 2013).

AENtering in the midsto Closely related to the research puzzle is the nature of
narrative inquiry as a process “in the midst” (Clandinin, 2013, pp. 43-44). Being “in the
midst” represents the belief that “we begin in the midst, and end in the midst, of

experience” (Clandinin, 2013, p. 43), where the narrative inquirer enters a relationship
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with the participants that extends beyond the exit strategy or the termination of the
research relationship. The narrative inquirer engages intimately with the participants in
their lived experiences while developing their autobiographical narrative inquiries
(Clandinin, 2013). These autobiographical inquiries, as developed “in the midst,” serve to
develop the research puzzle, experience the temporality, sociality, and place dimensions,
and initiate the process of justification (personal, practical, and social) (Clandinin, 2013).

The autobiographical narratives within narrative inquiry underscore that 1 am also
being studied within the inquiry. As a researcher, intentionally engaging in
autobiographical inquiry, inquiring into my lived experiences (who I am and who | am
becoming), being reflective and reflexive, framing the research puzzle, and providing the
social, personal, and practical justifications facilitate the narrative inquiry process within
the “three-dimensional narrative inquiry space” (Clandinin & Connelly, 2000, p. 49).
This autobiographical narrative inquiry process facilitates the comprehension and
interpretation of lived experiences narratively and brings out ontologically and
epistemologically who I am and who | am becoming with the participants, my cocreators
and cocomposers. Narrative inquiries are continuously “in the midst” of telling, living,
retelling, and reliving the narrative experiences and lives of the participants and the
inquirer.

The negotiated movemenin the inquiry space (field and place), there is a
constant state of flux and change, while sustaining a high level of adaptability and
resilience and continuously negotiating relationships, purposes, utility, and transitions. In
this space, what Clandinin and Connelly (2000) called “an ever-changing landscape”

(p. 71), researchers find themselves continually in negotiations about their relationship
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with the participants, acknowledging that each comes from a different time and place,
entering a common time and place for the purpose (which is also in constant negotiation)
of coconstructing meaning and understanding the participant’s lived experiences in text. |
developed a certain level of intimacy with the participants at the time and place where the
interaction and experience occurred, as we both were living and reliving our lived U.S.
Army acculturation experiences.

As the narrative inquirer, | acknowledge my U.S. Army and USAR lived
experiences and their ability to shape or influence the interpretation of the participants’
lived acculturation experiences as we cocreated the value congruence and acculturation
experiences. Negotiating transitions (Clandinin & Connelly, 2000) was one of the most
challenging aspects of the narrative inquiry experience, as | moved and transitioned from
the beginning through the end of the inquiry process. The transition negotiations entailed
movement from the field notes, through the field texts and interim research texts, to the
final research texts and exit strategy.

Relationshipwith participants. The natural narrative inquiry movement from the
field and field texts to the interim research text and final research text begins with the
process of imagination, where inquirers envision through the autobiographical narrative,
journaling, and reflections how they anticipate entering in the field of study with the
participants (Clandinin, 2013). This process involved significant time and energy in the
negotiation process with the participants. Negotiations included the time, place, and
process of inquiry, from beginning to end, along with the telling of stories to the process
of cocomposing and coproducing the interim and final research text. Clandinin (2013)

stressed that within the narrative inquiry movement process, the development of and
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seizing of the “unfolding threads of experience” (p. 47) are also negotiated with the
participant, as the narratives are cocomposed and coproduced to achieve “narrative
coherence” (p. 48).

Finally, while cocomposing and coproducing the final research text, | was
mindful that the “final texts do not have final answers” (Clandinin, 2013), because |
approached the inquiry in wonderment and with a research puzzle guiding me to discover
the “clues” to the puzzle. Clandinin (2013) stressed that the final research texts “are
intended to engage audiences to rethink and reimagine the ways in which they practice
and in which they relate to others” (p. 51). The participants, as coproducers and
cocomposers, played a significant role in completing the final research text, as they were
deeply engaged with me after | composed the interim research text, when | received their
feedback, to the composition of the final research text. This final engagement entailed a
review of the interim text, the final research text, and the finality of the inquiry
relationship. Putting closure to the narrative inquiry process was very critical and
involved negotiating an exit strategy with the co-researchers.

Positioning of narrative inquiry The concept of “positioning of narrative
inquiry” refers to the fact that as narrative inquirers, researchers are not focused on
searching and acquiring themes or commonalities among the participants’ narratives, but
rather are focused on the knowledge and understanding gained from the narrative
inquiries that are “textured by particularity and incompleteness” (Clandinin, 2013, p. 52).
This means that there is less of an emphasis on specificity and assurances and more on

the imagining and amazement of infinite possibilities. The focus is, solely, on how lives
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are lived, told, retold, relived, and composed over time, place, and in relationships, by the
individual participants and me.

Justifications (personal, practical, and social). Thinking through the purpose of
the study and its study design, methodology, participants, context, and the data collection
and analysis process, Clandinin (2013) stressed the importance of the study’s
justification, personally, practically, and socially. Personal justification refers to the
process of how researchers justify the study based upon their own lived experiences
(Clandinin, 2013). Likewise, the value and significance of how the study may affect,
adjust, and modify current practices addresses the practical justification. The social
justification is driven by what Clandinin referred to as “theoretical justification, as well as
social action, and policy justifications” (p. 37).

In this research, I looked for detailed, thick, rich descriptions (Geertz, 1973) and
understanding of how Puerto Rican female citizen-soldiers’ explain (Polkinghorne, 1988)
their values (personal, Puerto Rican, and U.S. Army) and how they experience the value
congruence between their personal/Puerto Rican and U.S. Army organizational values as
they have experienced their acculturation process. Finally, reflections, articulations, and
documentation of my philosophical perspective, assumptions, and beliefs (worldview)
about this phenomenon were incorporated into my subjective and reflective U.S. Army
lived experiences, narratives, and statements throughout the study.

Personaljustification. Being who | am and who | am becoming were essential to
the proper execution of the narrative inquiry study.

First, as a Puerto Rican man who served in the U.S. Army and USAR for over 35

years, | was interested in further understanding my life story/narrative as affected and
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influenced by my interactions with the study participants. | wanted to reinforce the
meaning and interpretation of my lived U.S. Army and USAR acculturation experiences
from when 1 joined the Reserve Officer Training Corps (ROTC) program at Marquette
University in 1974 to my retirement from the U.S. Army in 2015. This acculturation
experience was a positive and never-ending process. Combining my personal values and
my Puerto Rican national values, which I learned from my parents throughout my
upbringing, with the U.S. Army values which I was taught throughout my acculturation
process was a positive, growth-enhancing, and maturing process that allowed me to
develop my integrated value system.

Second, | was curious to what extent the Puerto Rican values I learned were still
pervasive throughout the Puerto Rican culture and acceptable by Puerto Rican female
citizen-soldiers. Gaining an understanding of the acculturation and value congruence
processes as explained by the participants gave me insights on the reasons they joined,
why they stayed, and why they may be considering leaving their service in uniform.

Practical justification. My practical justification for this narrative inquiry study—
and the answer to the question “so what”—centered on four main areas:

1. Providing Puerto Rican female citizen-soldiers a forum to tell their value
congruence and acculturation experiences and stories and to have their voices
heard and their values understood,

2. ldentifying the reasons Puerto Rican female citizen-soldiers join, stay, or leave

the U.S. Army;
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3. Understanding if and how the U.S. Army is intentional in implementing
acculturation strategies as Puerto Rican female citizen-soldiers acculturate into
the U.S. Army; and,

4. Understanding how the U.S. Army manages Puerto Rican female citizen-soldiers’
talent (from acquisition to retention) in “building a bench” for them to be
competitive for assignments, academics, and advancement.

Moreover, | was interested in assessing the participants’ perceptions of a
command climate that embraces a sense of equity, social justice, inclusion, diversity, and
access to opportunities within their units and commands. Last, from a practical
perspective, | wanted to understand how the decisions to stay or leave impact their desire
to advance to the highest levels of leadership within the U.S. Army and USAR.

Socialjustification. According to Clandinin and Caine (2013), “a third
justification that is also necessary to consider at the onset of the study is the question of
theoretical or social justification” (p. 174). Social justification or action includes policy
considerations (Clandinin & Caine, 2013). The present study’s social significance was
guided by findings that may inform the Office of the Secretary of Defense and the U.S.
Army leadership about the specific policies, procedures, and practices that are
influencing and affecting the Puerto Rican female citizen-soldiers’ decisions to join, to
stay or leave their service in the U.S. Army. Are these policies and practices limiting their
abilities to be competitive for high-level positions of leadership? How intentional is the
U.S. Army leadership in implementing the appropriate acculturation strategy to facilitate
Puerto Rican female citizen-soldiers’ retention? How does the U.S. Army assess the

value congruence between their personal/Puerto Rican values and the U.S. Army
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organizational/individual values? Last, are the U.S. Army values inclusive and

representative of its soldiers?

Site, Sampling, and Participant Selection Criteria
Sites

Puerto Rico was the primary research site; it is where the University of Puerto
Rico ROTC cadets (participating in the Simultaneous Membership Program) and the
USAR units and citizen-soldiers are located. The United States was the secondary

research site, where USAR units and citizen-soldiers are located.

Sampling

This study used purposeful and snowballing sampling to identify and select
participants. Purposeful sampling, as a nonprobability sampling method (Merriam &
Tisdell, 2016), is used in qualitative research and is “based on the assumption that the
investigator wants to discover, understand, and gain insight and therefore must select a
sample from which the most can be learned” (p. 96). Patton (2015) emphasized that the
value and importance of purposeful sampling are based on the “in-depth understanding of
specific cases: information-rich cases” (p. 53, original emphasis). These “information-
rich cases” provide researchers with a quality population and information from which
they can learn about the important issues relative to the “purpose of the inquiry” (Patton,
2015). Snowballing sampling represents referrals to additional participants identified by
the study participants when the desired number of participants is not secured.
Snowballing sampling was a critical sampling strategy for this study, as a strategy to

maximize variation and to achieve timely access to the participants.
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Participant Selection Criteria

Merriam and Tisdell (2016) emphasized that the quality of the selection criteria is
directly correlated to the intent of the study and facilitates the selection of “information-
rich cases” (Patton, 2015). The following criteria supported the research puzzle and were
used to select the study participants:

 Female

9 Puerto Rican citizen—born in Puerto Rico or born to Puerto Rican parents and
lived at least 50% of their lives in Puerto Rico

1 An active member (a citizen-soldier: commissioned officer, noncommissioned
officer, or enlisted member) of the USAR

1 Willingness to participate in the study by partaking in two recorded interviews

1 Willingness to be a coresearcher by providing feedback on the transcribed

interviews (member check)

Sample Size

Various perspectives have been offered on the appropriate sample size in narrative
inquiry studies. Creswell (2014) recommended one or two people. More important,
Lincoln and Guba (1985) emphasized that the size of the sample is driven by when and
where the researcher reaches saturation or redundancy. Creswell (2014) stressed the
importance of reaching “saturation” (p. 189) in the research study, and Merriam and
Tisdell (2016) reiterated that “what is needed is an adequate number of participants, sites,

or activities to answer the question posed at the beginning of the study” (p. 101).
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Attaining redundancy or saturation means consistently hearing the same answers, with no
new information, meaning, or sense discovered (Merriam & Tisdell, 2016).

Seidman (2013) offered a perspective based on what he called “enough” (p. 58).
He identified two criteria to reach “enough”: “sufficiency of participants and saturation of
information” (p. 58). Sufficiency represents a number representative of the population
studied (in this study, Puerto Rican female citizen-soldiers) so that there is a natural
connection between those in the sample and those outside the sample. Sample saturation
represents a point in the research where the researcher hears nothing new or is no longer
gaining any new lessons or learning (Seidman, 2013). Based on this information, I
identified 10 participants, representing three to four participants per rank structure—three
enlisted members, four noncommissioned officers, and three officers—following the
George Washington University (GWU)’s institutional review board (IRB)-approved
participant screening tool based on the criteria noted above (see Appendix A). Once the
participants were selected, the George Washington University (GWU) IRB-approved
final recruitment letter (see Appendix B) was sent by email to all selected participants,

along with the GWU IRB-approved informed consent form (see Appendix D).

Data Collection

Data collection followed three phases: Phase I, a participant screening tool; Phase
I1, semi-structured interviews; and Phase III, follow-up interviews. The interviews
followed a modification of Seidman’s (2013) “three interview series” (p. 20). The initial
interview focused on the participant’s background and life history combined with the
specific details of their life history (combining Seidman’s [2013] Interview 1, focused life

history, and Interview 2, details of experience). The second interview (Phase III—follow-
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up interview) focused on the reflections and feedback on the life history from the first

interview (Seidman’s [2013] Interview 3, the reflection on the meaning).

Phase I: Participant Screening Tool

In Phase I, the participant screening tool (Appendix A) outlined the selection
criteria and facilitated the selection of those who met the criteria. The intent was to have a
balance between commissioned officers, noncommissioned officers, and junior enlisted
citizen-soldiers who met the selection criteria. The screening tool was administered to
those who voluntarily expressed an interest in participating in the study. Maximum
confidentiality was maintained by assigning a pseudonym to each participant and by not
including names. After the screening tool results were evaluated, I identified 10

participants to participate in Phase II, the individual interview process.

Phase IlI: Initial Individual Semi-structured Interviews

In Phase 11, I conducted in-person, open-ended, semi-structured, in-depth
individual interviews with the selected participants. Seidman (2013) was interested in
people’s stories as “a way of knowing” (p. 7). Telling stories gave insight into the

9 Ce

participants’ “stream of consciousness” (Seidman, 2013, p. 7) and the process by which
they make sense and meaning of their lived experiences. Interviewing, as a fundamental
inquiry method, led to “understanding the lived experience of other people and the
meaning they make of that experience” (p. 9). In qualitative methods, semi-structured
interviews fall between structured and unstructured interviews. Merriam and Tisdell

(2016) acknowledged that semi-structured interviews have “no predetermined wording

order,” are “guided by a list of questions or issues to be explored,” include a guide that
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has “a mix of more and less structured interview questions,” and uses questions
“flexibly” (p. 110). The intent of the individual semi-structured interviews was to secure
detailed narrative descriptions (Reissman, 2008) of each participant’s lived acculturation
experiences and the value congruence between personal/Puerto Rican values and U.S.
Army organizational/individual values.

Pilot interview. A pilot interview was conducted to examine the interview design
of the study. One participant was selected for the pilot test to assist me in learning about
the content and the context of the questions, to ensure the interview accurately addressed
the research puzzle, and to assess and validate the interview protocol structure and
organization. The pilot interview participant, a USAR officer in good standing, was
selected from a USAR unit in Florida.

Interview protocol/guide. An interview protocol/guide was developed that
included the research puzzle, the purpose of the research puzzle, the interview questions,
the general topics addressed, and subtopics (see Appendix C). The interview guide
facilitated the organization and control of the interview.

Interview process (initial). The initial interviews were conducted face to face
during the week at a time convenient for the participant and were held at the University
of Puerto Rico Army ROTC offices; the 1st Mission Support Command Headquarters and
a Battalion Headquarters at Fort Buchanan, Puerto Rico; a USAR Headquarters at Fort
Dix, New Jersey; and a USAR Headquarters in Orlando, Florida. Interviews in this phase
ranged from 67 to 97 minutes. No participant missed an interview time or asked to

reschedule it.
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At the beginning of the initial and follow-up interviews, I established immediate
rapport with the participant by introducing myself, welcoming her to the interview, and
thanking her for her time and interest in the study. I reviewed the informed consent form
(Appendix D) in the initial interview and explained the interview format, to include the
voluntary nature of the study. I explained the rights of a study participant before, during,
and after the interview, emphasizing the confidentiality provided to the participants.

Each participant was afforded the opportunity to select a pseudonym. I reminded
the participants that both interviews were recorded and transcribed and they had the
opportunity to listen to the recordings and to review the transcripts for accuracy and to
redact any sensitive information.

The initial and follow-up interviews were terminated after I expressed my deepest
gratitude. Hence, I invited them to ask further questions and then answered their
questions and addressed any concerns they had. I advised them that a copy of the final
published dissertation would be made available to them and reminded them that I would
be providing them with the “interim research text” to get their feedback, as cocomposers
and coproducers of the narrative. The initial interviews were recorded by two means,
Rev.com (a recording and transcription service company) and a manual voice recorder
and were transcribed by Rev.com.

Field notes were composed throughout the interviews to capture key comments
and to develop follow-up questions. I also composed a reflection journal entry
immediately before and after each interview. Supplemental field notes (memos) were
written to provide additional reflection on the interview process and to capture my self-

discovery lessons.
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Phase IlI: Follow-Up Interviews

In phase 111, a follow-up telephonic interview was conducted with each participant
to review and discuss the transcripts from the initial interview and to clarify, modify, and
rectify the transcripts. The follow-up interviews were conducted during the week at a
time convenient for the participant and lasted 47 to 75 minutes; they were conducted
within a month of the first interview. Specific targeted questions were developed for each
participant to further elaborate and expand on the original interview and to gain
additional meaning and understanding of their lived acculturation experiences relative to
their values and value congruence experiences. In addition, a series of follow-up
questions were developed that pertained to all 10 participants. As with the initial
interviews, the follow-up interviews were recorded by Rev.com and a manual voice

recorder and were transcribed by Rev.com.

Data Management

Data were carefully managed to protect the participants’ identities and responses
and to minimize any potential opportunities to violate confidentiality. I instituted all
means to ensure the collected data were secure and protected from damage and loss.
Strategies included, but were not limited to, password protection of the computer where
the data resided; use of at least two sources of password-protected secure back-up
sources, outside of the cloud storage, OneDrive; use of digital recordings along with
recordings from a manual recorder; locked-up and password-protected back-up drives;
use of a nondisclosure agreement from the transcription service company; proper archive
of all documents with relevant collected data; and proper disposal and destruction of all

recordings three years after the dissertation is published. | used a manual handwritten
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process as well as ATLAS.ti to facilitate the data management and data analysis process.
ATLAS.1i is a qualitative data analysis software designed to facilitate the analysis of
research qualitative data (video, graphical, textual, and audio) (Scientific Software

Development GmbH, 2019).

Data Analysis

Coftey and Atkinson (1996) indicated that because narratives consist of words
and texts, there are no “best” (p. 80) procedures and guidelines for analyzing them.
Reissman (2008) described four ways to conduct narrative analysis: thematic analysis,
structural analysis, dialogic/performance analysis, and visual analysis. After careful

consideration of each of method, I selected thematic analysis.

Thematic Analysis

Cho and Lee (2014) defined thematic analysis as a method for “systematically
describing the meaning” (p. 5) of qualitative material, which “focuses on extracting
categories from the data” (p. 5). Braun and Clarke (2006) defined thematic analysis as “a
method for identifying, analyzing and reporting patterns (themes) within data” (p. 79).
From an inductive approach to the data analysis process, Cho and Lee (2014) identified
these five steps: “selecting the units of analysis, open coding, creating categories, data
coding, and revising the categories” (p. 15). A rigorous thematic analysis (Nowell et al.,
2017) is focused on the holistic story, not on the specific themes across the story; is
contextually focused; emphasizes the “what” of the narrative; creates identities beyond
the meaning of the participant’s story; and is generated by the interviews conducted in

collaboration with the participant (Reissman, 2008).
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This rigorous thematic analysis process ensures the generation of credible and
trustworthy findings that are insightful (Nowell et al., 2017). During the data analysis
process, the researcher must know the context in which the stories are told and evolve,
which includes the commonplaces: the time, the place, and the relationships (Clandinin,
2013; Clandinin & Connelly, 2000). Further, additional contextual considerations include
the participants’ personal and cultural backgrounds and their day-to-day lived personal
experiences (Creswell, 2013).

In this research study, I followed the research “design considerations” as outlined
by Clandinin (2013, p. 42) to understand the meaning Puerto Rican female citizen-
soldiers attributed to their lived value congruence experiences and their acculturation
experiences. I followed Ruona’s (2005) thematic analysis approach. Ruona’s data
analysis approach identified “four general stages of qualitative data analysis: data
preparation, familiarization, coding, and generating meaning” (p. 240). Data preparation
in the present study entailed the process of collecting data (interview recordings and
transcripts), cleaning the data (i.e., capturing the Spanish answers and translating them
into English, removing names and other identifiable data), and organizing the data to be
filed and secured.

Familiarization was the process of “actively engaging” (Ruona, 2005, p. 240,
original emphasis) and immersing myself into the data by listening to the recordings,
reading the transcripts multiple times, and composing memos and reflective notes.
Coding was the process of organizing the data (words, phrases, or sentences) into codes,
categories, and themes that provide clues to the research puzzle and gave meaning to the

data. “Coding is ultimately about discovering and conceptualizing data” (p. 241).
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Clandinin and Connelly (2000) discussed how “narrative inquirers begin to narratively
code their field texts” (p. 131, original emphasis). The relativity of certain field texts with
other field texts is based on the presence of “characters, places, story lines, gaps or
silences, tensions, and continuities and discontinuities” (Clandinin & Connelly, 2000, p.
131) within the field texts. Last, when moving into an interpretive mode to understand the
data and the phenomenon under study, I entered the generating meaning stage of
qualitative data analysis (Ruona, 2005).

Further, Clandinin and Connelly (2000) stressed that throughout the process of
narrative inquiry, the focus is on the “responses to the questions of meaning and social
significance that ultimately shape field texts into research texts” (p. 131). The constant
asking of meaning and social significance questions in the transition from field texts to
research texts provides the detailed, thick, and rich textual accounts of the participants’
experience, as they lived, told, relived, and retold their narratives (Clandinin & Connelly,
2000). The intent of the thematic analysis, which contradicts the narrative inquiry
purpose (Clandinin & Connelly, 2000), is to individually capture the key themes from the
participant’s lived acculturation and value congruence experiences relative to the

commonplaces of temporality, spatiality, and sociality.

Data Analysis Steps

The following steps were followed in the data analysis process to ensure a
thorough and comprehensive understanding of the participants’ stories of their lived
values congruence experiences and acculturation experiences. These steps are consistent
with what Clandinin (2013) called the “first level of analysis” where the researcher

“moved from field texts to [interim and final] research text” (p. 132). The “second level
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of analysis” involves the identification of “resonant threads or patterns” (p. 132). By
“threads,” Clandinin was “interested in following particular plotlines that threaded or
wove over time and place through an individual’s narrative account” (p. 132).

Clandinin’s levels of analysis and Ruona’s (2005) data analysis stages were
concurrently implemented throughout the data analysis process: Clandinin’s (2013) “first
level of analysis” includes Ruona’s data preparation and familiarization stages, and
Clandinin’s “second level of analysis” includes Ruona’s coding and generating meaning
stages.

Review of recordings and transcripts. After receiving the transcripts from the
transcription company for the group of initial interviews and then the group of follow-up
interviews, I followed three steps:

1. | listened to the 10 interview recordings while reading the transcripts. | also

composed memos to memorialize my interview reflections for each interview.

2. | edited the transcripts for the inaudible sections, transcribed the Spanish
responses, and translated those responses from Spanish to English.

3. | listened to the recordings again, focusing on the details related to my
research puzzle. When completing this step for the initial interviews, | also
developed questions for the follow-up interviews.

Coding. | followed Saldana’s (2016) “initial coding and pattern coding” process

both manually and using ATLAS.ti. “Initial coding” is what Saldafia (2016) called a
“first-cycle coding method” (p. 68), which occurs during the opening process of coding
the data. Strauss and Corbin (1998) emphasized that with initial coding, the researcher

“breaks down qualitative data into discrete parts, closely examines them, and compares
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them for similarities and differences” (p. 102). The intent of initial coding was to
immerse myself and familiarize myself with the data, reflect on the data, and start the
process of owning the data (Saldafia, 2016).

“Pattern coding” is what Saldafia (2016) called a “second-cycle coding method,”
which requires “such analytic skills as classifying, prioritizing, integrating, synthesizing,
abstracting, conceptualizing, and theory building” (p. 69). The purpose of “pattern
coding” is to assemble and cluster the initial codes into categories, patterns, and themes
(Saldafia, 2016). Saldaiia reiterated that the idea is to bring together the initial codes into
categories and themes that provide “more meaningful and parsimonious units of analysis”
(p. 236).

Coding steps. Six steps were followed in the manual and automated (ATLAS.ti)
coding process:

1. Read each initial interview to manually identify the “clues” to the research

puzzle.

2. Read and code the initial interview using ATLAS.ti (Saldafa, 2016 [initial

coding]; Ruona, 2005 [coding]).

3. Identify the codes, code groups/categories, and themes for the initial interview

(Saldafia, 2016 [pattern coding]).

4. Read each follow-up interview to manually identify the “clues” to the research

puzzle.

5. Read and code the follow-up interview using ATLAS.ti (Saldafia, 2016 [initial

coding]; Ruona, 2005 [coding]).
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6. Identify the codes, code groups/categories, and themes for the follow-up

interview (Saldafia, 2016 [pattern coding]).

Composing the Research Text

Field texts (interview recordings and transcripts) were transformed into co-
composed and coproduced interim texts and final research texts (Clandinin & Connelly,
2000; Clandinin, 2013) that exemplified the thickness and richness of the participant’s
explanations and the distinctions, complexity, and intricacies involved in the research
context.

According to Clandinin and Caine (2013), field texts, which represent data, “refer
to the records, for example, field notes, transcripts of conversations, and artifacts such as
photographs and journal that are composed or co-composed by participants and
researchers” (p. 166). Interim texts are the product of the initial process of “analysis and
interpretation” (Clandinin, 2013, p. 47) by the researcher and the participant, within a
relational context, in the coproduction and co-composing process. Interim texts are
important in that they are “partial texts that are open to allow the participant and
researchers opportunities to further co-compose storied interpretations and to negotiate
the multiplicity of possible meanings” (Clandinin, 2013, p. 47).

Finally, the composition of the research text is characterized by various dynamic
“complicated and iterative process[es]” (Clandinin, 2013, p. 49) within narrative inquiry,
such as the continual negotiation and renegotiation process between the participant and
the researcher, the attention placed on the “interconnected and interwoven” (Clandinin,

2013, p. 50) commonplaces of temporality, place, and sociality, and the practical,
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personal, and social justifications to make “complexity of storied lives visible”
(Clandinin, 2013, p. 50) to the public audience.

Composing the interim research text (first level of analysis). After completing
the manual and automated coding process, which included identifying preliminary
“resonant threads” (themes) for each participant’s initial and follow-up interview
transcripts, | proceeded to compose the 10 narratives (interim research text). I composed
two initial drafts of the narratives and asked the dissertation chair to provide feedback.
Based on this feedback, | prepared a third draft of the interim research text, which I sent
to the participants.

Negotiating the final research text. In my communication with each participant,
| provided the interim research text and asked them to review and provide any feedback.
The feedback included additions, modifications, and deletions to the narratives. | received
minimal feedback from the participants, which meant that minimal negotiations took
place. The edits were completed on the narratives included in Chapter 4 (Results) as the
final research text. These final research text narratives were sent to the participants.

Identifying the “resonant threads” (second level of analysis). Upon completion
of the 10 individual “final research texts” (narratives), | proceeded to identify the
“resonant threads” from the 10 narratives, which are presented in Chapter 5 (Resonant
Threads). Four resonant threads were discovered relative to values, value congruence,
and acculturation: (1) Identity and being (orgullo and familismo); (2) Personal
determination, strength, and courage (I can do this!) — opportunities and challenges; (3)

Selflessness and the desire to serve and help others and make a difference; and (4) Impact
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of language (English language proficiency and Puerto Rican accent) on the participant's

acculturation experience.

Trustworthiness

Trustworthiness, represented as validity and reliability in quantitative research, is
critical in the design and implementation of qualitative research. Lincoln and Guba
(1985) described trustworthiness by asking the question, “How can an inquirer persuade
his or her audiences (including self) that the findings of an inquiry are worth paying
attention to, worth taking account of?” (p. 290).

Drawing an analogous parallel to the quantitative concepts of validity, objectivity,
reliability, and external validity, Lincoln and Guba (1985) identified the respective
naturalistic equivalent qualitative concepts—*“credibility, confirmability, dependability,
and transferability” (p. 328). Within these qualitative, naturalistic concepts, Lincoln and
Guba and other scholars (e.g., Creswell, 2013; Merriam & Tisdell, 2016) identified

specific techniques, as described below.

Credibility (Validity)

Lincoln and Guba (1985) identified two specific “tasks” that must be
accomplished to meet the intent of the credibility criterion. First, the research inquiry
must be executed in such a way that “the probability that the findings will be found
credible is enhanced,” and second, the credibility of the findings should be validated “by
having them approved by the constructors of the multiple realities being studied”

(p. 296). This study implemented the following credibility techniques: peer debriefing

and review, reflexivity, and member checking.
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Peer debriefing and review provided a means to ensure the accuracy of the
account of the lived experiences (Creswell, 2014). The intent was for a peer commentator
to review the accounts of these experiences and ask specific questions to ensure
credibility in the accountability of the experiences. A peer review and debriefing was
conducted by a GWU Executive Leadership Program cohort doctoral candidate. The
doctoral candidate used the following steps in the review and debriefing:

(1) read through the transcripts (initial and follow-up) and highlight “words,
phrases, sentences, or paragraphs” that may provide “clues” to the research puzzle;

(2) code those “words, phrases, sentences, or paragraphs” with one or multiple
“labels” that best describe or summarize them;

(3) combine the codes into categories (combination of codes);

(4) combine the categories into themes;

(5) provide the listing of codes, categories, and themes back to me;

(6) read the narrative; and

(7) discuss the similarities and differences in our themes.

In addition, | provided the reviewer/debriefer with the recordings and the
transcripts of the initial and follow-up interviews for one participant, the initial interview
questions and protocol and the follow-up questions, my research overview document
(which included the statement of the problem, the research purpose, the research puzzle,
significance, conceptual framework, and methodology), and a copy of the composed
narrative for the participant. After our conversation, we concluded that although we had
the same general “codes,” how we merged those codes led to different themes. We also

concluded that the “credibility” trustworthiness intent was met.
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My personal reflexivity through memaos, journaling, and field notes enhanced
credibility and integrity and removed researcher biases, where the “qualitative research is
primarily concerned with understanding how a particular researcher’s values and
expectations may have influenced the conduct and conclusion of the study” (Maxwell,
2013, p. 124, original emphasis). Throughout the study, | composed a number of
reflection notes and memos as a way to reflect on my experiences and capture my
thoughts relative to the data collection and data analysis processes and my relationships
with the participants.

Member check “is the most crucial technique for establishing credibility”
(Lincoln & Guba, 1985, p. 314). This technique entails the intimate and continuous
engagement of the participants with the interview transcripts, where they can check for
accuracy, correct any errors, offer clarification, and assess the overall record. The
participants were provided copies of the interim research text to “negotiate” the
composition of the narratives. Eight of the 10 participants provided feedback. The
preponderance of the feedback from two of the participants was related to wanting to
change the original interview transcripts. Most responses (six of eight) were characterized
by a desire for “no change.”

Data triangulation. By instituting and applying the credibility techniques, |
indirectly attained what quantitative researchers achieve with “data triangulation” (data
cross-verification and data validation from more than two sources) by identifying the
critical roles that the three entities (researcher, participant, and peer reviewer) play in the
study. Data were “triangulated” (validated) by executing and negotiating the participant’s

narrative member checking, reviewing, and negotiating role; by the researcher’s
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reflexivity statements; and by the peer member’s role in reviewing and debriefing an

individual participant narrative.

Confirmability (Objectivity)

Confirmability is the conceptualization of objectivity. Confirmability intends to
ensure there are no biases from the researcher. Guba and Lincoln (1991), as cited in
Miles and Huberman (1994), asked: “Do the conclusions depend on ‘the subjects and
conditions of the inquiry,” rather than the inquirer?” (p. 278). To meet the confirmability
objective, | answered the questions articulated by Miles and Huberman (1994, p. 278)
throughout the dissertation:

9 Are the researcher’s research methods and procedures depicted in detail and

openly? (addressed in Chapter 3)

1 Isitlikely that the step-by-step process of data collection, data analysis, and data

presentation can be tracked? (addressed in Chapter 3)

9 Are the study’s conclusions connected to the data and findings? (addressed in

Chapter 6)

9 Has the researcher been explicit and as self-aware as possible about personal

assumptions, values, and biases? (addressed in Chapters 4, 5, and 6)

Reflexive journaling and confirmability audit trails, as recommended by Lincoln and

Guba (1985), were followed to address confirmability and objectivity issues.

Dependability (Reliability)

The objective of dependability is to determine whether the research findings can

be duplicated. Merriam and Tisdell (2016) reiterated that “the more important question
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for qualitative research is whether the results are consistent with the data collected ”

(p. 251, original emphasis). To meet the requirements under the dependability umbrella,
where the outcome is to achieve reliability, consistency, and stability over time and in the
methodology (Lincoln & Guba, 1985), I used an audit trail. Lincoln and Guba (1985)
suggested that audit material must include details on “the process of the inquiry” and “the
product—the data, findings, interpretations, and recommendations” (p. 318). The former
reflects the dependability of the study, and the latter reflects the confirmability of the
inquiry process and study. The audit trail conducted for confirmability is described in
detail throughout this chapter (data collection and data analysis) and in Chapter 4
(Results), Chapter 5 (Resonant Threads), and Chapter 6 (Interpretation, Conclusions, and

Implications).

Transferability (External Validity)

Transferability, like external validity in qualitative research, is concerned with
“how generalizable are the results of a research study?” (Merriam & Tisdell, 2016,
p. 253). The intent of transferability is related to how applicable the study is to other
similar situations. Lincoln and Guba (1985) stressed that “it is his or her [naturalist’s]
task to provide the data base that makes transferability judgments possible on the part of
potential appliers” (p. 316, original emphasis). To achieve transferability within this
study, | exercised one of the two strategies that Merriam and Tisdell (2016)
recommended “to enhance the possibility of the results of a qualitative study
‘transferring’ to another setting” (p. 256): rich, thick descriptions. Detailed, dense, deep,

rich, and thick descriptions (Geertz, 1973) were provided in the findings of the research
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study by the comprehensive and thorough composition of each narrative (final research

text), as presented in Chapter 4.

Ethics and Human Subject Protections

As the researcher, | ensured that all aspects of the research study complied with
the established guidelines of the GWU IRB. To protect all conducted research and the
rights of individuals and units, data were maintained at the highest level of security,
privacy and confidentiality. Transcripts, recordings, journals, memos, and field notes
were always maintained in a secured area.

All participants signed and initialed an informed consent form and were given the
opportunity to decline to partake in an interview, to stop interviews during the interview
process, and to redact any information in the interview transcripts they deemed private
and inconsequential to the questions and the research study. The participants did not
decline to partake in the interview, did not stop the interview process, and did not redact
information. The use of pseudonyms or aliases protected individual participants. Upon
conclusion of the research study, the participants have access to the final publication and
any offshoot publications for their review to ensure total and complete confidentiality and
transparency.

Consistent with the GWU IRB requirements, the principles of beneficence,
respect, and justice were applied. Miles and Huberman (1994) identified several key
moral and ethical considerations in qualitative research and data analysis, which were
heeded. These considerations include informed consent; benefits, costs, and reciprocity;

competence boundaries; worthiness of the project; harm and risk; honesty and trust,
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privacy, confidentiality, and anonymity; intervention and advocacy; ownership of data
and conclusions; and research integrity and quality (Miles & Huberman, 1994).

Clandinin and Connelly (2000) also reinforced the importance and value of
properly implementing the ethical principles of anonymity, ownership, relational
responsibilities, risks, dangers and abuses, differentiation between fact and fiction, and
how we as researchers are storied. To highlight researchers’ need to stay focused and
situationally aware and to preserve a sense of compassion and caring, Clandinin and
Connelly (2000) introduced the concept of “maintaining wakefulness” (p. 170). By
exhibiting a sense of wakefulness throughout the narrative inquiry journey, the narrative
inquirer retains a genuine reflective stance, whereby they are insightful, sensitive,
thoughtful, and considerate of all possibilities, people, conditions, and circumstances in
the decision-making process, in the negotiations process, and in the final research text
composition process. | maintained the highest level of “wakefulness” throughout the
comprehensive and complete research process, which was consistent with Clandinin and
Connelly’s guidance and advice.

Correspondingly, | was sensitive that narrative inquiry, although initiated as a
social science research method in the 1980s, is still considered a relatively nascent
research methodology (Clandinin & Connelly, 2000). Narrative inquiry, as other
qualitative research methods, depends on developing certain criteria that provide it
credibility and relevance. Clandinin and Connelly (2000) described “good narrative as
having explanatory, invitational quality, as having authenticity, as having adequacy and

plausibility” (p. 185, original emphasis). Without a doubt, the present research study
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maintained the highest level and quality of a “good narrative,” which is harmonious with

the principles outlined by Clandinin and Connelly (2000).

Reflexivity and Subjectivity Statement

Being reflexive in the qualitative research process and in the narrative inquiry
process is critical, where | must “consider issues such as positionality and insider/outsider
stances in research and to try to own their effects in the process in so far as this is
possible” (Merriam & Tisdell, 2016, pp. 64-65). | have a strong connection, relationship,
and experience with this topic, as a retired citizen-soldier, as a Puerto Rican, and as a
man, as | served as a citizen-soldier and an officer for 35 years in the U.S. Army and the
USAR.

During the last 9% years of service in the U.S. Army, | served as a general officer,
where | visited many units and citizen-soldiers within the 1st Mission Support Command
and the Puerto Rico Army National Guard footprint and visited the University of Puerto
Rico U.S. Army ROTC detachments in Rio Piedras and Mayaguez, Puerto Rico. In
addition, on numerous occasions | visited the USAR Headquarters, units, and citizen-
soldiers throughout the United States. This exposure provided me with the opportunity to
interact and engage with these soldiers and cadets during their training and educational
opportunities.

Serving as a general officer in the U.S. Army and USAR generates a certain level
of respect, by position and by rank, which goes beyond my time in service. | anticipated
that my rank might generate a certain amount of apprehension on behalf of the
participants. | did everything within my power to minimize all disruptions this may have

caused throughout the data collection and data analysis process and to the relationship
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between the participants and me. No evidence of disruption or apprehension was
identified by the participants or sensed by me during the data collection phases
(interviews) and during the interactions when composing the interim and the final
research texts.

In addition, | was born and raised in Puerto Rico, to a Puerto Rican father and
Mexican mother, which defines my Hispanic cultural heritage. Because | served in
uniform in the USAR and U.S. Army, retaining objectivity was critical to preserving
trustworthiness (credibility, transferability, confirmability, and dependability) in the data
reported.

My personal biases about this topic were guided by my concern about how the
U.S. Army is managing soldier talent in Puerto Rico to “build a bench” for them to be
competitive for assignments, academics, and advancement. | have been deeply concerned
that for numerous reasons (family obligations, time demands, dual careers, numerous and
continuous deployments and their impacts upon employers and families, work/life
balance, educational requirements, career advancement opportunities, performance
evaluations, and others) that Puerto Rican female citizen-soldiers are neither encouraged
nor motivated to pursue opportunities to serve in career-enhancing assignments, to attend
professional military education, and to be competitive for advancement in rank in the
U.S. Army. Further, | have a bias about the inclusive and diverse nature of the U.S. Army
core values. | believe that these values are not “all-inclusive” of the population it
represents, the American people. Last, | have a personal bias about how the traditional

roles held by Puerto Rican women within the Puerto Rican culture—specifically their
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marianismo role—impact their abilities and desire to pursue opportunities within the U.S.
Army.

| also suspected that there is inherent competition or tension between personal/
Puerto Rican values and organizational (U.S. Army) values. | suspected that this
competition or tension informs, affects, and influences the citizen-soldiers” willingness
and desire to serve, as a Puerto Rican woman, in the U.S. Army. Through the narrative
inquiry process, | gained an understanding of the meaning and significance attributed to
the participants’ lived value congruence experiences and lived acculturation. I interpreted
these experiences and co-constructed a narrative that reflected participants’ lived and
living acculturation experiences. Through this process, | gained an understanding of the
Puerto Rican female citizen-soldiers’ values, value congruence between their
personal/Puerto Rican values and U.S. Army organizational values, and their

acculturation experiences, personal narratives, and voices.

Summary

This chapter outlined and discussed the narrative inquiry approach that supports a
qualitative research methodology, to explain Puerto Rican female citizen-soldiers’ value
congruence between their personal, Puerto Rican and U.S. Army organizational values
and their lived acculturation experiences. In this chapter, I described the research design,
which included my epistemological and ontological worldviews (social constructivist—
interpretivist), and my commitment to executing a qualitative research study through my
preferred inquiry approach, narrative inquiry.

The sampling strategy (with purposeful sampling and snowballing sampling),

selection criteria, and selection site and access were described, along with discussion of
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the pilot test. The data collection techniques and procedures included the administration
of a screening tool, the conduct of semi-structured interviews (with an interview guide,
protocol, and process), and data management. The data analysis process followed
Ruona’s (2005) thematic analysis approach.

Efforts to ensure trustworthiness focused on transferability, dependability,
confirmability, and credibility techniques, and human subjects were protected by
following guidelines of the GWU’s IRB, focusing on voluntary participation and the

assurance of confidentiality.
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Chapter 4: Results

This study was guided by the research puzzle: How do Puerto Rican female
citizen-soldiers explain the value congruence between their personal/Puerto Rican values
(as Puerto Rican citizens) and the organizational values (as U.S. Army soldiers) during
their lived acculturation experiences? The study was guided by Clandinin’s (2013)
narrative inquiry “design considerations” (p. 42). The design considerations are (1)
framing a research puzzle instead of a traditional research question; (2) “entering in the
midst: moving into living alongside” (p. 43); (3-5) the negotiated movement from the
field notes to the field text to the interim text to the final research text; (6) the
significance of the relationship between the researcher and the participant; and (7) the
“positioning of narrative inquiry” (p. 52). Positioning of narrative inquiry means
understanding that narrative inquiry is not designed, as a research methodology, to
achieve “generalizability and certainties” or common themes, but rather “the focus is on
lives as lived and told throughout the inquiry” (Clandinin, 2013, p. 52). Hence, narrative
inquiry operates from a different set of assumptions than other research methodologies
and therefore is “positioned” at what Clandinin (2013) identified as “borderland spaces,”
where the intent is “to highlight the temporal, unfolding, contextual nature of the threads
rather than the certainty of the threads as fixed, frozen, or context (life) independent”

(p. 143).

Additional narrative inquiry research method considerations included the
utilization of the three “commonplaces,” sociality, temporality, and place; the essential
presence of pre-inquiry and post-inquiry autobiographical reflections; and the focus of

narrative inquiry, beyond the individual’s narratives, on social, cultural, familial,
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linguistic, historical, and “institutional narratives within which individuals’ experiences
are constituted, shaped, expressed, and enacted” (Clandinin & Rosiek, 2007, p. 42). The
design and research method considerations were critical to the present study’s data
collection and data analysis processes.

Ten negotiated narratives gave “clues” to the research puzzle. These 10
narratives—of Alejandra, Alfonsa, Delia, Ivelisse, Judy, Rosa, Selena, Tita, Victoria, and
Wanda—provide “clues” as to an explanation of the values congruence between their
personal and Puerto Rican values and the U.S. Army institutional values during their
acculturation experiences. The narratives highlight the importance of the participants’
voice as they developed and identified their personal and Puerto Rican values, and as
they learned and understood the U.S. Army values through their lived U.S. Army and
U.S. Army Reserve (USAR) acculturation experiences. The participants’ lived U.S.
Army and USAR acculturation experiences also included the reasons for joining, the
reasons for staying, and the reasons for considering leaving the USAR.

The narratives are the product of the negotiation process to transform the interim
research text to the final research text, which included the review and discussion of the
initial interview, the follow-up interview, and my reflections with the participants. Due to
the importance of the researcher-participant relationship in narrative inquiry, my voice is
explicitly expressed and articulated throughout the narratives. My autobiographical voice
served as an interpretive perspective, as a representation of my biases and my worldview
(e.g., assumptions, perspectives, and beliefs), and as a reflection of my own lived U.S.
Army acculturation experiences. My voice is most prominent in the composition of the

pre-inquiry and post-inquiry autobiographical reflections.
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Pre-inquiry Autobiographical Reflection

Yo soy Boricua, mi amor es Puerto Rico. . . . Yo soy Boricua, de sangre y de
corazon. [I am Puerto Rican; my love is Puerto Rico. . . . I am Puerto Rican, by
blood and by heart.] —*“Soy Boricua” lyrics by Bobby Valentin (1972)

My Background

| am a Puerto Rican man (Puertorriquefio) who served in the U.S. Army and the
USAR as an officer for over 35 years. | was raised by a Mexican mom and a Puerto
Rican dad in Puerto Rico until | left to attend Marquette University in Milwaukee,
Wisconsin, where | sought a different social and cultural experience (American), a
different environment (changes in meteorological seasons), and a different language
(English) immersion experience. While attending Marquette University, | joined the
Reserve Officer Training Corps (ROTC) as a way to seek financial independence from
my dad after my mom’s passing. Although I was not able to secure an Army ROTC
scholarship, I was commissioned as an officer in the U.S. Army. Professionally, | had a
dual career working as a higher education administrator at The University of South
Florida (USF) and serving as a soldier in the USAR for over 35 years.

Once | graduated from Marquette University and was commissioned as an officer
in the U.S. Army, | remained in the United States to live and pursue my dual professional
career (USF and U.S. Army). As a USAR officer, | was afforded the traditional
opportunities for advancement (promotion), for academics (training and education), and
for assignments (staff and command, including deployments) that thrusted my career to
attain the level of general/flag officer. In my last assignment, | served as a Major General
in the U.S. Army Reserve Command, completing a successful 35 years of dedicated,

faithful, honorable, and selfless service to a grateful nation. As a higher education
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administrator at USF, | was provided with opportunities to advance through various
progressive positions of responsibility and leadership (coordinator, assistant director,
director, and executive director) and departments (housing and food service, university

student center, university advancement, and the Joint Military Leadership Center).

My Values

The key to my success, without a doubt, was my personal, Puerto Rican, and U.S.
Army values. My personal values, which | consider the essential elements for a soldier/
leader of character, are authenticity, audacity/courage, empowerment, integrity, otherness
(service and humility), and unselfishness. My Puerto Rican values are family first, honor
and respect, pride in my Puerto Rican culture, the greater collective good, and
trustworthiness.

The U.S. Army values | learned are loyalty, duty, respect, selfless service, honor,
integrity, and personal courage (LDRSHIP). The integration of these three sets of values
in my work and life provided me with agency and my moral compass throughout my
higher education and military careers. It is important to note that these three sets of values
emerged throughout my life as essential to how | became, thought, believed, felt, and
acted. When | experienced a challenging situation or an important decision early on in
my careers, | reverted to my values and beliefs, yet at that moment I did not identify my
“values” as guiding principles. Once the U.S. Army exposed me to a formalized set of
values, | realized that I already had a set of guiding principles (values) that were

providing the moral and ethical compass for my behavior and my decisions.

133



My Acculturation Experiences

When | moved to the United States from Puerto Rico in 1974, | was not cognizant
that | would exercise the “integration” strategy within the acculturation process, meaning
that I would retain the values and culture of my Puerto Rican heritage while immersing
myself into the values and experience of the host American culture. By integrating both
cultures, in the acculturation process and experience, | retained my Puerto Rican heritage
while adopting the American experience into my life. Although the American culture and
experience have been my dominant culture for the past 45 years of my life, the Puerto
Rican culture remains an essential element of who | am—my identity and my agency.
This Puerto Rican identity remains indispensable and fundamental as | remain true to my
Puerto Rican values, where family is always first. I am a believer that when you make
any decision where family is the first consideration, you are making a good decision.
Therein, the continual utilization and application of the Spanish language in reading,

writing, and conversing remains a pillar of my identity as a Puerto Rican.

My U.S.Army Experience

As a Puerto Rican USAR officer, | was consistently aware, as | moved up in rank,
of the lack of senior leaders in the officers and noncommissioned officers (NCOs) rank
structure who looked like me, who spoke like me, who sounded like me, and who
experienced the U.S. Army life as I did. | was highly sensitive and aware that the same
was true for Puerto Rican women at the highest ranks within the U.S. Army and the
USAR. This observation and my lived U.S. Army acculturation experiences encouraged
and moved me to ask, after I retired from the U.S. Army, why I did not see Puerto Rican

female U.S. Army senior officers, that is, colonels and general officers, in the U.S. Army
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and USAR. This awareness moved me to wonder about the career development and
progression of Puerto Rican women as officers and NCOs, which included their
promotion, education, assignments, and overall talent management within the U.S. Army.
| wondered: Are Puerto Rican female citizen-soldiers’ personal and Puerto Rican
values in consonance or in contention with the institutional U.S. Army values? What
personal values or Puerto Rican values encouraged or discouraged Puerto Rican women
from pursuing a long-term career in the U.S. Army? How does the U.S. Army lived
acculturation experiences impact Puerto Rican female citizen-soldiers’ ability to compete
for advancement, assignments, and educational/training opportunities within the U.S.
Army career progression? Do pressures from immediate and extended family members’
values influence Puerto Rican women’s decision to join the military and to stay or leave

the U.S. Army?

My M otivation

The collective nature of these questions, the continuing presence of Puerto Rican
female citizen-soldiers in my life, and my personal observations and lived U.S. Army
acculturation experiences moved me, encouraged me, influenced me, and persuaded me
to research and study the role that values and values congruence play in the Puerto Rican
female citizen-soldiers’ acculturation experience.

As a Puerto Rican male soldier, | recognized and acknowledged that my lived
upbringing experiences, my lived acculturation experiences, and my lived U.S. Army
experiences could differ from the upbringing, acculturation, and lived U.S. Army
experiences of Puerto Rican female soldiers. I can relate to Puerto Rican women’s

experiences as Puerto Ricans and as U.S. Army citizen-soldiers. More important, | am
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compelled to believe there are Puerto Rican social, historical, and cultural values that
Puerto Rican women and | share and that are ubiquitous in Puerto Rico. Such values and
issues include machismo, marianismo, the patriarchal and matriarchal familial influences,
the present political “status” of Puerto Rico, and the American economic, political, social,
and cultural colonization influences on the Puerto Rican people. These issues may played
a role in describing and defining the participant’s value structure and lived acculturation

experiences in Puerto Rico and the U.S. Army.

Commonplaces and Being in theMidst”

Narrative inquiry’s “commonplaces” (Clandinin, 2013)—such as the global
geographical location of Puerto Rico and the impact of hurricanes (place), the relations
between Puerto Rico and the United States (relationality), and 2017 Hurricane Irma and
Maria destructions (temporality)— played a significant role in the macro development of
the participants’ narratives and lived U.S. Army acculturation experiences. At the micro
development of narratives, my focus was to properly capture the temporality, sociality,
and place “commonplaces” by highlighting and emphasizing the role that time,
relationships, and location play in developing the participant’s value structure, lived U.S.
Army acculturation experiences, and lived life experiences. The commonplaces are
implicitly stressed throughout the individual narratives and emphasize the role played by
time, place, and relations in the differentiation of their lived acculturation experiences.
Each participant experienced her life in a unique and distinctive manner that allowed her
to express her individuality, agency, uniqueness, and originality—as a Puerto Rican, a

Puerto Rican woman, and a Puerto Rican female citizen-soldier.
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When “in the midst” of the participant’s lived acculturation experiences and lived
U.S. Army experiences, | integrated and immersed myself into these lived experiences
while keeping my own lived U.S. Army acculturation experiences in check. My lived
U.S. Army acculturation experiences differed greatly from those of the Puerto Rican
female soldiers relative to rank, gender, opportunities, deployments, advancement,
assignments, and educational and training pursuits. While | anticipated that my U.S.
Army experiences would differ from those of the participants, the camaraderie and bond
that allows us to build trust and rapport were based on the experiences of being a Puerto
Rican and a citizen-soldier, our commonalities. These commonalities enhanced my
credibility, relevance, and understanding of participants’ lived U.S. Army acculturation
experiences. Focusing beyond the individual narratives provided me, as the researcher,
with a holistic and contextual perspective inclusive of our social, cultural, familial,

linguistic, historical, and institutional narratives.

Being aCitizen-Soldier

Being a citizen-soldier underscores the value and importance of the dual
responsibility, first as USAR soldiers and second as American citizens, we have to the
local community and the national community. As U.S. citizen-soldiers, the participants
and | took an oath of office “to support and defend the Constitution of the United States,
against all enemies, foreign and domestic.” Our primary loyalties were not to Puerto
Rico, but to the United States Constitution. | anticipated that the length of the
participant’s service as a soldier in the USAR would be commensurate with their
definition, understanding, and meaning of being a U.S. citizen-soldier, as defined by the

oath of office. Undoubtedly, there are higher expectations of us, as citizen-soldiers, from
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the local and national community because of our role as citizen-soldiers (service
members), unlike other members of the community, who may not be citizen-soldiers.
Taking this further, are these expectations the same and applicable within the Puerto

Rican community versus the U.S. community?

Relevance

The importance and relevance of the present study were driven by my ability to
properly represent the stories of these Puerto Rican female soldiers. 1 worried that |
would not properly articulate and compose their stories, which included their dreams,
hopes, struggles, pains, and identity. I am confident that through the narrative co-
composing and coproducing process, the participants and | negotiated a narrative that
accurately reflects their lived acculturation and value congruence experiences and gives
them a voice that needs to be understood and heard. We co-composed and coproduced
narratives worthy of reading that embody, loud and clear, the voices of these humble

servant soldiers and leaders who have dared greatly.

Individual Narratives: Stories of Courage

As you read the following ten narratives, you will discover that beyond the
participants’ acculturation experiences, their personal/Puerto Rican values, and the value
congruence between their personal/Puerto Rican values and the U.S. Army values, |
reference identity and personality traits. Staying true to the purpose of the study and the
research puzzle and to give clarity and credence to my thinking and my approach to the
cocomposing and coproducing of the narratives, | was guided by the definition of values,

value congruence, and acculturation. | fully understand that when composing a narrative,
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words matter, thus, within the narratives you may find that I may have interchangeably
used terms that have common meaning such as, “values, beliefs, and guiding principles.”
The intent is not to confuse the reader, but rather to diversify the use of specific terms,
such as values.

To reintroduce the use of specific terminology, | reread Chapter 2 (Literature
Review) of this dissertation to ensure my terms and their meaning were consistent with
how I utilized them throughout the narratives. The three key terms and concepts that
have framed and guided the present study and research are values, value congruence, and
acculturation. Schwartz and Bilsky (1990) asserted from the scholarly literature that
there is consensus that, “values are (a) concepts or beliefs, (b) about desirable end states
or behaviors, (c) that transcend specific situations, (d) guide selection or evaluation of
behavior and events, and (e) are ordered by relative importance” (p. 551).

The next term is value congruence. Edwards and Cable (2009) affirmed that
“value congruence refers to the similarity between values held by individuals and
organizations” (p. 655). Liedtka (1989) offered a “value congruence model” that studied
an organizational and personal interaction condition “in terms of contention or
consonance within and between personal values of a manager and the larger values held
by an organizational culture” (p. 807). Consonance values are values in harmony and
contending values are values in conflict or in competition.

Finally, acculturation “refers to the general processes and outcomes (both cultural
and psychological) of intercultural contact” (Berry, 1997, p. 8). Sam and Berry (2010)
extended this definition, by stating that acculturation “refers to the process of cultural and

psychological change that results following a meeting between cultures” (p. 472).
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Additionally, when it comes to addressing how people acculturate, Sam and Berry,
emphasized that acculturation involves the sustainment of the heritage culture while
assimilating the host culture, through contact, engagement, and participation in host
activities and practices. Further, the intersection of “cultural maintenance” of an
individual’s heritage culture and “contact and participation” by an individual in the host
culture, generates four distinct acculturation strategies: assimilation, separation,
integration, and marginalization (Berry, 1997).

Defining values, values congruence and acculturation will give the reader a clear
understanding of how | used these concepts within the narratives cocomposed and
coproduced with the participants. It is my hope that with these definitions the reader will
have a comprehensive reminder and a clear understanding of the narratives relative to the
terminology used throughout the narratives. The order of the narratives is based upon
their time in the U.S. Army — from the most junior to the most senior Puerto Rican

female citizen-soldier.

Judy

As my second interview, | was looking forward to interviewing Judy, who at the
time of the interview had been in the U.S. Army for less than a year. Judy’s story is very
compelling and very interesting based on the short journey she has experienced to
become a soldier in the U.S. Army.

Judy, the oldest of five children, was born and raised in Puerto Rico. She was
attending a University in Puerto Rico, pursuing a degree in business administration, after
a short pursuit of a civil engineering degree. The reason for the switch was because Judy

wanted to own her own business—*I wanted to be my own boss”—and wanted to have
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an education and a degree in an area that would help her with her entrepreneurial
pursuits. The business that Judy wanted to pursue is an online store, which would give
her the flexibility of operating and expanding her business regardless of where she may
be assigned if she is in the U.S. Army.

Judy joined the ROTC program at the beginning of 2019 while pursuing her
college degree. She participated in the U.S. Army ROTC Simultaneous Membership
Program, where she concurrently attended battle assemblies at a USAR unit while
participating in the ROTC program in college. The ROTC program provided the military
leadership education and training required to be commissioned as an officer in the U.S.
Army. Judy was an ROTC cadet in a USAR unit in Puerto Rico, where she was
accountable and responsible for the welfare, training, and readiness of her soldiers.

Judy believed that no matter where you are at or what you are doing, if people
know you are a soldier, they will judge you based on the U.S. Army’s values and the
standards of performance. According to her, as a U.S. Army soldier you are always seen
as a role model and as an example for others to follow and emulate. She felt a “little more
pressure” from her friends because she was a soldier. As a soldier, | always reminded
myself, as | advanced in the organization, that | was constantly in a “fishbow!” with
anyone and everyone watching my behavior and actions. The American people hold you
to a higher standard and expect you to behave in accordance with those values and
standards, without exception. If you violate those values and standards, you have not only
disappointed yourself, but you have disheartened your team, the U.S. Army, and the

American people.
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Joining the U.S. Army. Judy related a very interesting story about how she
decided to join the military. One day while at the dinner table, Judy’s dad was telling a

story about how one of his colleagues from work had left his job to join the U.S. Army:

When I finished high school, we were eating at a table, my dad, my three
brothers, and me. I was the only female back then. My dad was so excited. He
was telling us that one of his friends left the police academy or police work and he
decided to join the Army. He was telling my brothers how the Army was so good
and how he heard his friend talking about it, so he wanted my brothers to join. I
was the only one who was paying like so much attention, the one that it’s minding
a little bit more. And, my dad got mad a little bit, because he was expecting my
brothers to join but not his little girl, even though I am the oldest.

When Judy told her dad she wanted to join, he told her “‘no,’ that he thought that
| wasn’t meant for it.” Time went by and one day her male best friend asked her to go
with him to meet the U.S. Army recruiter, because he wanted to join the U.S. Army. He

was looking for some moral support:

After a year or two pass by, my best friend, male best friend, we know each other
7 years now and he told me, “Judy, can you go with me to the recruiter, because I
want the Army thing?” But, he wanted me to go with him, not to join with

him. . .. “If I don’t understand anything, can I ask you and you can tell me?” He
wanted support.

Judy took the English exam and the Armed Services Vocational Aptitude Battery
(ASVAB) test, which is required for anyone interested in joining the U.S. Armed Forces.
Now, the question was “how do | tell my dad that I did that and want to join and now that

I’ve talked to the recruiter, I’m basically, . . . halfway through:

I called him [dad] and I told him that this is what I want. [ was in my third year of
civil engineering, so I have everything in my life figured out, how I wanted to do
it. I wanted to become an engineer, [ wanted to study hard. [ was studying in the
UPR [University of Puerto Rico] Mayaguez at that time. So, him hearing that, it
was heartbreaking. He told me, “No, but I told you like 3 years ago that you
couldn’t be able to do it, and you did it anyway, you went to a recruiter, you did
this, you took the exam, you passed, and now you’re telling me that you’re going,
when?” And, I told him, “I’m sorry, but I think that I can make this through, and I
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can come back and finish my college, so that is not a problem.” “Judy, I always
tell you something and you do the opposite,” but I decided to do it anyway. So, I
do the paperwork, I passed my physical exam, passed everything and then I went.
On the graduation day he went, and he was so proud.

Judy joined because she wanted to prove to herself first and then to others that she
was very capable of joining and doing well in the U.S. Army. Judy also joined because of
all the benefits, such as getting work experience, educational benefits, and job security
upon graduation from college. Even after Judy enlisted, her family and friends were not
convinced that she would make it through the U.S. Army basic combat training, yet she
fully embraced this acculturation experience to prove them wrong. Even though Judy had
her doubts, especially when it came to meeting the physical requirements in the U.S.
Army, she successfully completed basic combat training. Judy wanted to “serve for 20
years, then | can retire . . . then I can do other stuff.” Initially, Judy’s plan was to make
the minimal commitment, so she could evaluate and assess the U.S. Army. “If | love it,
I’m going to stay; if | don’t, I’m going to keep moving and [treat] that as an experience.”
Among her personal, Puerto Rican, and U.S. Army values, family was a critical factor in
Judy’s decision-making process.

In the U.S. Army, thus far, Judy’s biggest challenge has been “being strong”:

I consider myself really sensitive, and even though I consider myself, you know, a
hard worker, it’s really hard sometimes to be stronger than myself. Sometimes |
think that, “Okay, I cannot do it no more; I’m tired, I don’t want to walk or ruck
march no more. [ want to lay down.” And being able to say “No, you have to do it
because other people are counting and believing on you”—it’s like really hard, no
matter somebody is screaming at me, you say, “You can do it, push yourself.” It’s
really hard to be stronger than yourself, when your body say I cannot take it no
more.

Finding the strength within herself exemplified Judy’s personal courage value to

meet the U.S. Army standards of performance during her training to become a soldier.

143



Judy looked from within herself, her integrity, to find a sense of strength, self-belief, and
self-confidence. Judy explained, “It was really challenging believing in yourself the way
that they believed in you.” The fact that people believed in her during basic combat
training, despite the doubts from her family and friends, motivated and inspired her to
keep going forward and tackling the acculturation challenges of joining the U.S. Army.
“You need to push yourself and be stronger.” Judy admitted, “I pushed myself, | don’t
know how.”

The constant theme in Judy’s U.S. Army lived acculturation experiences was one
of personal courage (U.S. Army value), courage within herself, and persistence (personal
value). Judy stressed, “So, basically the courage | needed to have it for myself.” Judy
found the courage within herself to realize that “anything’s possible.” Finishing and
graduating from basic combat training and advanced individual training (AIT) has been
the most rewarding aspect of the U.S. Army. Contracting with the ROTC program has
also provided Judy with additional incentives and the encouragement of knowing she
possesses what it takes to be a soldier, an officer, and a leader in the U.S. Army.

One advantage of being in the U.S. Army for Judy was her ability to leave the
island of Puerto Rico, something that she wanted to do. During her acculturation process
in applying the integration strategy, experiencing and immersing herself fully in the U.S.
Army life, learning and engaging with people from other cultures, and exploring other
opportunities throughout the world were some reasons why Judy was encouraged to leave

Puerto Rico:

I want to leave because I want to have other experiences. The way that I see it at, |
want to move, see other countries, see other cultures, see other people. . . . That’s
the move that I see it. Because I just wanted to explore other than the economy, if
I’m being realistic. Yes, and the United States, maybe they pay you more as the
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same as an accounting. Maybe I’m gonna get paid more in other companies than
in here. But even in the military, even if they give me Reserve, I’ve been willing
to, to be in other states or do even in another country. Just because I don’t want to
stay here. . . . I feel like maybe staying here will, I’'m gonna get stuck that maybe
I’m gonna get comfortable, and it’s not going to help me progress or I did. I want
to take other chances, other risks.

Values: Honor, pride, and respect. Being a Puerto Rican for Judy was
consistent with the values of honor and pride. “It’s an honor. . . . It’s everything . . . and
proud I’m Puerto Rican.” Being a Puerto Rican woman for Judy was “something to be
proud about.” During the interview, Judy discussed her feelings as a Puerto Rican

woman:

It’s always hard being a female. Everything that we grow up people telling us that
we got paid a little bit less, that we’re expected more but even though later on . . .
how can I say it? It’s just, they marginalize us, that kind of way, that females are a
little bit more weak. But being a Puerto Rican female, I think it depends how you
see it. I don’t like to go out and tell to myself that people are going to say or going
to think this or that about myself. I [am] just me. . . . Obviously I'm a female, and
yes, obviously I’'m from Puerto Rico, but it depends of how you see the situation
or how you act on it. So, for me, it’s great. Like, I’'m honored to be a female, and
I’m honored to be Puerto Rican, so I act on it.

Judy ultimately wanted to be respected for who she is regardless of the
demographic labels people use to pigeonhole her. As a Puerto Rican woman serving in
the U.S. Army, Judy proudly saw it as “a magnificent achievement for history.” In
addition, Judy saw the U.S. Army as an opportunity to serve as a role model and example
to other Puerto Rican women, to prove that they too can achieve anything they put their
minds to, like serving in the military. But Judy acknowledged that in today’s times,
Puerto Rican women “have to work even harder, because you need to prove yourself.”
Judy called it “a reto” [a challenge] and confessed that she felt she had to work twice as

hard as others to prove who she is, to prove her capabilities, and to gain the respect of
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others, merely because she is a minority, a Latina, a female, and so forth. To Judy, all
those “labels” did not matter; what mattered most to Judy was to be respected for who
she is. Judy consistently felt that what mattered most was who she is and the values that
she lived by and exemplified regardless of roles, labels, and gender stereotypes.

In my life and my U.S. Army life, | have always been conscientious of the fact
that | want to be respected for what | can accomplish and how | treat people rather than
because | am a statistic for political and economic reasons or a label. | would like to
believe that the successes | achieved in the U.S. Army were related to my values, my
beliefs, and my performance, as a soldier, an officer, and a leader, and my potential to
serve in positions of greater responsibility—not because | am Hispanic. Part of my
acculturation experience, as Judy’s, was to ensure | maintained my “heritage” Puerto
Rican identity along with my Puerto Rican culture as | integrated into the American
“mainstream” culture.

Value contention: Being expressive. Judy described Puerto Ricans as valuing
outspokenness and as being expressive, using many of nonverbal communications (e.g.,
hand movements) to express themselves. Self-expression as a Puerto Rican value
conflicted with Judy’s experience as a recruit while attending basic combat training. Judy

told the story:

We express ourselves a lot with our hands, with our face movements. And in the
Army, you have to look forward, you know, and not talk with your hands when
you are in position, in position of parade rest and everything. That is something
that for me it was hard at first, even smiling. Because I am a person that even
talking I can smile a lot, and I got in trouble a couple of times.

Judy recalled her drill sergeant telling her, “Why are you smiling, soldier?” or I

don’t want to see your teeth.” Something that Judy learned during her basic combat
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training was how to keep her emotions in check. As Judy related, “I always have to think
before acting. | was trying to be in more control.” Judy realized and learned, while

acculturating into the U.S. Army culture:

It was really hard, because usually your emotions get over you and I really
express it. Like, I express what I feel, so when I needed to refer to a sergeant, to
my platoon sergeant or something, I needed to think before I asked. I needed to
even remember to stay still, to be at parade rest or try to talk without expressing
so much, to moving your face that much, or even smiling.

Acculturation: English language proficiency and Puerto Rican accent. During
her acculturation lived experiences, Judy believed that people used language and accents
to judge you based on first impressions, which would influence how they treat you. Judy
thought that in Puerto Rico, people needed to speak English more frequently to achieve a

certain level of proficiency, while also minimizing their accents:

And other people can see or maybe was the first impression where you start
talking, “Oh, she’s not from here.” Maybe that’s gonna influence. Growing up in
that kinda aspect, I think that maybe is going to be like growing for myself. . . .
Even being in Puerto Rico, we need to talk in English . . . [in] my unit or ROTC,
so it’s helping me to grow in the language and in with myself. I'm getting both to
them. I’m trying to speak a little bit more faster or even wait, less faster because
we Puerto Ricans [talk] faster. Super fast by them. No, you’re just trying to speak
maybe a little bit understandable. It is helping me, the experiences is helping me
in that kind of aspect.

During basic combat training and AIT, in Judy’s acculturation experience, she
was challenged by trying to understand the different accents that Americans have and
wanted to ensure that “l understood correctly. So that was a challenge at first.” As Judy
declared, “At first it’s going to be hard because not everybody talked English the same or
have the same accent.”

Values (personal, Puerto Rican, and U.S. Army). Values for Judy were
“something that you should have” that helps you “define right from wrong.” Values
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“remind you how we should act” to become a “better human being.” In addition, values
were the constant that have empowered and encouraged Judy to pursue a career and even
a life in the U.S. Army. As Judy explained, “Every value, | think, it helped me to be more
firm in every step of the way.” When Judy joined the U.S. Army, her personal values
were validated and confirmed as a critically important aspect of life. Judy’s personal
values included “respect, creative, honest, independent, persistent, dedicated, ambition,
and selfless service,” which she learned from her parents and her grandmother. “They
teach me to be respectful to everyone and talk to them how you want to be talked to, . . .
treat them how you want to be treated.” Judy’s grandmother “taught me how not to be
perfect, but be the best version of her grandchild.” Judy’s dad, who was very strict but
was not imposing, provided her with guidance and advice on how to act and behave.

What was interesting was that Judy did not identify “family” as a personal value,
and | asked her why that was. Judy explained, “It’s funny because | didn’t think of it as a
value. But it is actually a value.” Although her dad did not initially support her joining
the U.S. Army, Judy admitted, “I have a family that supports me through everything.”
Judy acknowledged that when away at a training event or during a potential deployment,
it was the family that supported you, something she readily admitted the U.S. Army has
helped her value.

Judy’s personal values, which have remained constant throughout her life, were
very important to her because she saw them as a way of achieving her goals. Further, she
surrounded herself with friends and peers who respected her and had the same level of
ambition—“who want more,” as she did. In addition, Judy felt that values brought

soldiers together and united them to achieve a common purpose or a mission.
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I think that if we all apply the values that we know that we have that they’re there,
if we all apply them, we are going to respect each other. We all going to be by
each other. We all going to be committed to the nation, to the job, and that’s gonna
affect our achievement. We’re gonna achieve what we’re looking for it. If we are
all united, if we all together working at the same at the same way, at the same
base. So, I think that is pretty important, . . . because you always in a group.

For Judy, this camaraderie and sense of purpose were deeply founded upon such personal
values as mutual respect, support, commitment, and a sense of achievement. Judy did not
identify them as personal values in our conversation, but she discussed them.

Judy’s Puerto Rican values were “hard worker, pride, self-belief, risk taking, and
ambition.” These Puerto Rican values represented for Judy “something that | admire, . . .
something that | want to aspire to be, . . . something that I learned and complements my
values, to become a better person and say proudly ‘I’m Puerto Rican.”” For Judy, Puerto
Rican values were the foundation, “the base of me as a person.” Judy’s Puerto Rican
values had changed and evolved over time, and she attributed these changes to what has
happened in Puerto Rico over the past year and its relationship to the United States and
how people have become laid back. The aid and assistance provided by the United States
have disincentivized the Puerto Rican people from working hard to meet their financial
and family obligations.

Judy learned the U.S. Army values at basic combat training and “treasured” them:

It’s inspiring to see how a soldier acts like this or the people that are teaching you
how to be great, they have them, they teach you how to become or how to
integrate it in your personal values. They help you grow.

The best application of the U.S. Army values for Judy had been her experience
working and serving with her “battle buddies.” These individuals have had the most

impact on Judy’s U.S. Army life, because they represent different cultures, different ways
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of doing things, different thinking, and different ideas. Judy recognized that differences
could be manifested in difficult situations when a team must work together. The U.S.
Army provided Judy with an experience and an environment where people could come
with different ideas, different backgrounds, and different perspectives to collectively

solve problems and address challenges to serve the common good:

Working with my battle buddies, I think it was the most impact experience.
Because you’re working with people that you don’t know, from other countries.
And when they put us together in the rooms, I saw many of them fighting. . . .
Because we have different cultures, we have different ways to do things our way
and people telling us how to do things, we don’t want to change. . . . We see it the
wrong way. But, when they put us together with a situation, on a situation when
they put us together in groups so we can work together and work hard, we put our
differences aside. So, that impacted me because, “Oh, I see them pretty much
fighting and now I see them working together.” So basically, I see the importance
of them [values], how they’re important.

When discussing U.S. Army values, Judy identified “respect” as her top value.
Judy exclaimed, “When you respect people, they respect you, too.” For Judy, mutual
respect was what set the foundation and the tone in a relationship, from which one could
flourish and grow. Loyalty was close to respect for Judy, because loyalty was the source
of commitment, of being truthful, of gaining trust, and of following up. “If you say
you’re going to do something, doing it.”

Judy recommended that dedication and independence be added to the U.S. Army
values. Judy stated that while she recognized the importance of collaborating with others
in the U.S. Army, individuals still had the freedom to independently decide for the

betterment of the group:

Independence, because even though you’re always working with your battle
buddies, even though you’re always trying to work collaboratively with other
people, you also have to be, not depend or . . . Let me see how I can say it. You
don’t have to wait for people to tell you what to do so you can do it. You don’t
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have to wait like, give you something or . . . Be independent, yeah. Dedication,
yeah, dedication would be to stick to it. Even though it’s going to get hard,
because you know it’s going to get really hard, just have ambition of getting to
that goal. So, you have to be dedicated, because it’s going to get hard.

As Judy explained, individuals must take initiative. Dedication came into play when
being challenged with a difficult situation; individuals had to have the commitment and
determination to resolve the situation and follow through on commitments.

Judy saw her personal values as congruent with U.S. Army values. For example,
Judy correlated them: “Loyalty, | can relate to being honest. Honor, having ambition;
integrity, being respectful.” Personal courage was the U.S. Army value that correlated to
Judy’s personal value of independence. The one value that Judy indicated may be in
conflict or was not aligned with the U.S. Army value was creativity. She stated, “In the
Army, everything is aligned, is like structured to be in order, and it doesn’t give you a
chance to be creative.” | understood why the U.S. Army teaches good order and
discipline, because it sets the foundation from which to build the strength and the
capabilities for soldiers to perform their duty and responsibilities as part of the team, not
independently. You must have the good order and discipline to ensure that soldiers will
follow orders, directions, and guidance without questioning them, in the battlefield and in
garrison. Order is not intended to create robots, but to ensure that soldiers know and trust
that their battle buddies in a kinetic combat environment will do their part and contribute
to the overall success of the team and the accomplishment of the mission, without
compromising the initiative. In summary, values have guided Judy “to be a better person,
a better leader, a better female, a better Puerto Rican, a better all.”

Reflection. Judy experienced the acculturation process by applying the

integration strategy, where she maintained her Puerto Rican and personal values while
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learning and adopting the U.S. Army values. As Judy expressed, “It’s an honor to be a
Puerto Rican,” where she can be the best self she can be, while feeling proud of what she
has accomplished independently of others who may not have supported her decision to
join the U.S. Army. Judy exemplified and possessed the highest level of pride value.
Judy’s personal, Puerto Rican, and U.S. Army values guided her performance, her
actions, her speech, and her life. These three sets of values, which Judy saw as “laws,”
were congruent. Judy had developed a unique way to deal with the conflict between the
Army’s call to duty (value) and the Puerto Rican sense of family (value) by advising the
family that the U.S. Army duties and responsibilities were not eternal and that she was
only a call away. Judy’s acculturation experience was supported by her personal courage

value and her pride in knowing “she did it!”

Ivelisse

Ivelisse was my first interview for the study. (Note: the order of the participants’
narratives is based upon their time in service in the U.S. Army, from most junior to most
senior.) | spent significant time preparing for the interview. In addition, | made sure | left
my hotel in time to get to my appointment on time, considering | was driving in San Juan,
Puerto Rico, during rush hour—an unforgettable experience. Upon arriving at the
location for the interview, | met with the sponsors and set up the room. Soon thereafter,
Ivelisse walked into the room and introduced herself. After working through the initial
butterflies in the stomach feeling, | established immediate rapport with lvelisse and was
ready to have a conversation with her to learn about her life.

Ivelisse was born and raised in Puerto Rico. She attended a military high school

and then attended a university in Puerto Rico, where she studied graphic design. After
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about five years of work experience in this field, lvelisse pursued a degree in interior
design. At the university, she joined the ROTC program, which she later decided not to
continue. Her parents were both employed by a U.S. federal agency. Ivelisse was very
proud of her parents and believed that both were highly accomplished individuals. Yet,
she admitted, “my mom was the biggest influence. She is my hero.” Ivelisse, the
youngest, has a brother, a sister, and a cousin she considered her sister. Her dad was a
“prior service” U.S. Army soldier, who served in uniform for about 8 years.

In Ivelisse’s work environment, her immediate supervisor and their supervisors
did not show respect for her or her work. That was when she pursued a career in interior
design, “because | want to build things,” and she wanted to own her own business, where
she could sell products she designed and produced. As lvelisse explained, “I want to
create things that people need, people use, and turn it into a necessity in an original way.”

In Puerto Rico, it was very difficult to maintain a steady job, Ivelisse said:

Well, the thing is, here in the island it’s hard to get what you want in terms of fair
pay and you have to overwork yourself for the same pay and stuff like that. You
don’t really get that much respect from the higher ups and the bosses and all that
stuff. And graphic design is actually a field where nobody really understands what
it could take, so the time consumption is more of a . . . They think you can do it in
5 minutes and there’s just a lot of things that I was unhappy with. And I also
wanted to pursue my interior design career because I want to build things. I want
to have my own business and sell my own stuff.

I realized that here, Puerto Rico, is very difficult to have a steady creative job,
unless you’re working on your own things. Because . . . I don’t even know where
to begin. They don’t pay you right, they don’t appreciate the time and effort that it
takes to design and conceptualize ideas that they give you. It’s just a lot of things.

In addition, Ivelisse experienced unfortunate situations, where “I’ve been disliked,
or discriminated in a job, because I’m quiet, or because | just do my job and | don’t

involve in other conversations.” Ivelisse felt that in Puerto Rico it did not matter whether
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you had the preparation, skills, knowledge, and abilities to perform a job, because all that
mattered is who you knew and who knew you. “It’s very rare for you to get a job where
you actually are valued for your skill set, your experience, because you’re always going
to go with your cousin of the vice president.”

Joining the U.S. Army. lvelisse joined the U.S. Army because of her exposure to
it throughout her life. She had always been curious about soldiers’ stories and activities.

Ivelisse related the story of when and how she decided to join the U.S. Army:

I was working in graphic design. I had recently scored the biggest project of my
life, which was to work with an agency that was building a brand-new mall here
in Bayamon [Puerto Rico]. And they wanted me to be the creative director for
them to do all their promotion, graphic design, videos, . . . anything. And I
actually started doing interior design with them as well, designing the spaces and
stuff like that for the mall. I was in that job and then Hurricane Maria happened.
And the mall was kind of destroyed, so basically, they let go of a whole bunch of
people, including me. And that had been happening to me for a while. They had
been laying me off because they don’t have money, they don’t need the personnel
anymore. . . . [ was like, I don’t want this life. I don’t want to keep going from job
to job, and it’s not certain that I will stay there. . . . So, I decided to join the Army
and join the Reserve, because I could study as well and have that opportunity to
have my civilian career.

Looking for personal and financial stability and certainty in her life, lvelisse
joined the USAR. “It was completely my choice.” Ivelisse admitted that although friends
and family members who served in the military were all around her, “it was something |
decided on my own.” Ivelisse knew and sensed that they were quietly encouraging her
and quietly supporting her decision to join: “It’s okay to be in the Army. You’re gonna be
okay.” The one thing that encouraged Ivelisse was the U.S. Army values: “The Army
values are actually the values that I’ve been living with my whole life because | was
raised in a very humble and valuable home.” Further, Ivelisse wanted a challenge; she

liked to challenge herself.
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Good order and discipline: Respect. Consistent with the U.S. Army values,
respect was one of Ivelisse’s top personal values. Since joining the U.S. Army, lvelisse’s
greatest acculturation challenge has been the lack of respect and the mistreatment of
soldiers by other soldiers and not being able to immediately say something because of her
junior rank. Respect was consonant with the fact that Ivelisse was “very passionate about

human rights.” Ivelisse related:

If I don’t see something that is fair for a female or a male, I have to say
something. And there was a situation in my unit where there was this sergeant that
we were collaborating with from another unit. He was from supply. And it came
to my attention that he had said in his units that he specifically did not want to
work with any women. And I heard that, and I was in shock because he shouldn’t
be in the Army if he says that. And the fact that he’s there says a lot about
everything. And he wanted to mistreat the staff sergeant. She’s a female staff
sergeant from my unit and she didn’t really let him. So, she got to that boiling
point where she kicked him out and yelled at him and humiliated him in front of
everybody. And nothing else happened. The next day, everything was back to
normal.

So, neither him or her have any repercussions or consequences with the actions
that they took. So, where do the Army values stand at that point? The EO [Equal
Opportunity] or the SHARP [Sexual Harassment/Assault Response and
Prevention] . . . it’s just . . . you know? And so, it was really challenging for me
because I couldn’t really say anything to him because, why would I say anything
to him? It has nothing to do with me. And it would just make the matters worse
because if they haven’t said anything to him about it, they haven’t reprimanded
him or, well, did something, what good would me saying anything do? I know
that that’s very pessimistic, but I didn’t want to get involved because of
everything that I saw.

What was even more frustrating was that Ivelisse could do nothing about the
incident, mainly because of her junior soldier status. Her concern, manifested in anger,
was because of the lack of respect towards women. “I was angry with the fact that they
just didn’t take it seriously.”

As | reflected on Ivelisse’s experience in her unit, | was deeply concerned about
the lack of good order and discipline in this unit. | was also concerned about the
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leadership within the unit, who might know that this behavior is going on without doing
anything to address it. Leadership in any U.S. Army unit, above all, must know the
leaders, the soldiers, the unit climate, and the operating environment where soldiers train
and interact.

A sense of purpose: Integrity and honor. Experiencing the diversity of culture,
people, and ideas was one of the most rewarding acculturation experiences for Ivelisse in
the U.S. Army. In addition, learning and meeting new challenges daily inspired Ivelisse
to develop and maintain a sense of purpose in her life. When | asked Ivelisse about being
a Puerto Rican and how that has affected her acculturation experience and her

development and growth in the U.S. Army, she assertively responded:

I think that my development as a soldier had nothing to do with me being a Puerto
Rican woman. But it has everything to do with who I am—my values and my
determination to finish the things that I start and challenge myself every day to do
better.

Ivelisse’s sense of purpose was guided by her integrity and her honor, two of her
personal values and two of the U.S. Army values. What mattered most to Ivelisse was “if
they’re a good soldier or not, are they leaders or not.” The concept of leadership was
deeply embedded within the spirit and the letter of the U.S. Army values (LDRSHIP).
Relative to lvelisse’s observations, integrity and honor underscored the importance of
leadership and soldiering.

Personal value: Independence. Although her dad continually encouraged
Ivelisse to pursue a career in the federal government, she always wanted to do her own

thing:

He, like every other parent, was worried about my future and all of that. And he,
at one point, wanted me not to pursue graphic design because it’s on the creative
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side and it’s not really a steady job, according to him. He was like, “Oh, do this,
do that.” And I didn’t want to do this, do that. I wanted to follow what I wanted to
do. But at the end of the day, all he wanted for me was to have a steady future. |
guess, because of how hard he worked to get to where he was right now. He never
tried to obligate me to do anything that I didn’t want to do. He just encouraged me
to do better.

Ivelisse’s dad just wanted her to have some stability working in an industry where
she would be stable and secure, with minimal risks. This highlighted Ivelisse’s
independent thinking and independent spirit, founded upon her personal courage, sense of
duty, selfless service, and integrity values. | could understand why Ivelisse’s dad was
encouraging her to work in a stable and secure job, such as working in the U.S. federal
government. Yet, | was also inspired and want to encourage Ivelisse to take risks and
pursue her dreams as an entrepreneur.

Values (personal, Puerto Rican, and U.S. Army). Values for lvelisse defined
“being a good citizen.” Values served as “your moral compass,” doing what is right for
yourself and for others. Values, for Ivelisse, defined your purpose, whether “your purpose
is to take care of somebody, or to be good to somebody.” lvelisse was committed to
serving others for the greater good of the community. She identified the U.S. Army
values (loyalty, duty, respect, selfless service, honor, integrity, and personal courage) as

her personal values, which were instilled in her by her parents:

Because the first time that they showed me the list of U.S. Army values, I was
like, well, these are exactly the same things I’ve been living by for as long as |
can remember. I’ve never been the type of person to break my values because it
was so instilled in me since [ was a little girl. To do the right thing, to always be
kind. So, my personal values, they’re those. I help people, be humble about what
you do, be kind . . . always be responsible with your actions, with your words, and
with your duties. Have the courage to say what you need to say. The courage to
have a better life or study what you want to study or speak your mind. . . . All of
those things were instilled in me.
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Ivelisse’s personal values, which were congruent with the U.S. Army values,
served as her guiding principles and a way to have a “positive feeling towards society, or
towards your family, or towards your friends.” lvelisse felt strongly about values and
their importance in maintaining a safe, secure, and prosperous society. She believed very
strongly that individuals who do not have a set of values behave and act in a manner that
is very detrimental to society, such as violence, harm, and destruction of people and
property. She understood the importance of values in the acculturation process, for both
the heritage culture and the mainstream culture.

Ivelisse was concerned that people’s values were always being challenged by
other people. “It’s a challenge because we all have feelings, we all have perspectives and
opinion, and not everybody respects other people’s opinions.” This lack of respect and
regard for others motivated people to do “stupid things that may not be led by our
values,” such as violence. She talked about the violent culture that permeates a small

sector of the Puerto Rican culture, where people use violence to resolve issues:

Yeah, I think it’s a very violent culture. Or it turned into a very violent culture.
I’m not gonna say anything about any other culture because I haven’t really lived
in other cultures, except this one. And maybe [another] culture. But, yes, I think
that over the years it’s become a more and more violent culture, even though
there’s a lot of positive things going on. And it’s still family oriented and all of
that. Everything gets resolved with violence or with stealing or with something
negative. I’m not saying everything. . . . I don’t want to say everything because
there’s good people out there.

Ivelisse said, “There’s bad people that’s ruining it for everybody else. I’'m
definitely concerned about where violence can lead us in the future.” Her concern was
rooted in her personal value of respect and her experience in the use of violence to

resolve issues.
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As | reflected on the current situation in Puerto Rico—whereas of this writing the
elected governor of Puerto Rico had to resign for inappropriate communications and
corruption in his administration, where the governor was followed by an appointed
secretary of state (next in line to be the governor) who was not confirmed by the senate as
required by the Puerto Rico Constitution, and where, finally, a second new governor was
appointed who initially did not want the job—I am deeply concerned about the present
and the future of Puerto Rico. Considering Puerto Rico’s present leadership situation, the
government’s corruption investigation, the Puerto Rican government debt crisis, the lack
of understanding and support by the current U.S. government administration, and the
lamentable Hurricane Maria relief efforts, | am not as hopeful as Ivelisse is about Puerto
Rico’s future. In December 2019 and January 2020 a number of tremors and an
earthquake added to the challenges the Puertorriquefios are dealing with less than three
years after hurricane Maria.

Ivelisse’s personal values remained constant, although some evolved into
“something better with maturity and my confidence.” Personal courage was one of

Ivelisse’s instilled values:

Definitely personal courage is something that has been newly instilled and is
something that I learned to have throughout the years. Because I think it’s a really
important characteristic in life. You have to have the courage to say what you
need or speak your mind and tell somebody that they need to do this or that. Or
give somebody advice or go to work and say your opinions on what the boss is
telling you. All of that is personal courage. And before I didn’t really have that
because . . . [ don’t know, I think I was insecure as a little girl.

Family, culture, pride, and honor were the cornerstones of Ivelisse’s Puerto Rican
values. lvelisse learned these values “from the streets. I’m a very big observer. It’s just

my observing my surroundings all my life.” She loved to just go out, walk around, and
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observe people, how they interact, how they engage with each other socially and
physically, how they communicate, and how they express their love for each other—all
part of the acculturation process.

Family was very important to Ivelisse because her family had “been there all of
my life loving me, supporting me, and me loving them and supporting them.” Further,
Ivelisse shared that the importance of the Puerto Rican culture was based on how safe
and comfortable she felt in her community surroundings, how she could “easily share my
happiness,” and where “every single Puerto Rican was just one big family, instead of just
individuals.” Ivelisse said her brother was the one who helped her gain insight into the
Puerto Rican culture and values by taking her and her sister to different places,

celebrations, and events, where they could experience the Puerto Rican culture:

We use all of these festivities that they do every year. If it’s city carnival or
whatever, . . . La Calle de San Sebastian. It all celebrates the Puerto Rican culture.
And it’s basically how I’ve seen our culture, all of the Puerto Rican values all at
the same time. People with their families there, obviously, to see the culture and
see the people and see the people who are gonna perform. And it’s both pride and
honor, because the whole time they’re yelling, “Puerto Rico is the best.”

Ivelisse believed that the history of Puerto Rico had influenced the establishment
of her Puerto Rican values. Puerto Rico was first influenced by the native Taino Indian
people, followed by the Spanish and the African influences, and most recently American

colonialism:

Puerto Rico is like this undecided country. At first, it was taken by the Spanish.
Then, it was part of the U.S., but not really. I think that’s a big part of why we’re
so close and so culture-oriented, because they tried to get an identity, so we didn’t
like that one, so we created one ourselves. I think that’s what the past plays a big
role in.
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Ivelisse believed that the historical, social, and political forces within and outside the
island have deeply influenced and affected how she has developed her Puerto Rican
values.

During U.S. Army basic combat training, Ivelisse learned the U.S. Army values
of LDRSHIP. For Ivelisse, “Army is leadership.” She believed that you must have a set
of values to help you navigate the battlefield and life, values that guide you in day-to-day
actions and behaviors, and values that serve as a foundation for your work and life ethic.
This belief was first challenged when she attended basic combat training, where she met
and engaged with U.S. Army soldiers who did not want to be there and did not have a set

of values. As lvelisse recalled:

The first Army experience is basic [combat] training. And for me, it’s hard to be
there when there’s a lot of people who are very young and don’t really wanna help
each other out. They just want to fight or do all these sorts of rebellious things
against the Army, just because . . . I don’t know. They want to feel like they did
something against the Army. And it was just really frustrating for me to see how
much disrespect there was for the cadre members. I guess because there’s a lot of
people who are not used to discipline. It was really frustrating for me to see that
and there was a lot of times where I wanted to say something to that person. But I
knew that it would come with conflict and competition. And conflict and
competition in the Army, especially in training environment, leads to no good. So
that is when you revert to the Army values and think, “Why am I here? Why am I
doing this? Is it really worth it? Is it important?”

Ivelisse was surprised to see a few recruits who “basically have no choice” about
joining the U.S. Army, where you either join the U.S. Army or go to jail. She believed
that “people still have free will”” and should not be forced into doing something they do
not want to do.

Ivelisse’s top U.S. Army value was respect, closely followed by integrity. As
Ivelisse stated, people “deserve respect because it encourages a better world.” Integrity,

for lvelisse,

161



shows who you are and it shows that you can be trusted, as a leader, as a citizen,
as a soldier. It’s my favorite, because I have integrity. I have all the Army values,
but it’s just you have to have integrity, so that you can be trusted and respected by
everyone else.

Ivelisse reiterated the congruence between the U.S. Army values and her personal
values, as the U.S. Army values have validated her personal values and have also
reinforced her deep sense of responsibility to be attentive to the needs of those you lead,
to be organized, and to be passionate about others and their well-being. Ivelisse’s
personal values were in consonance with the U.S. Army values, as she saw them as
almost equal and highly complementary.

One key observation that Ivelisse made was that if you do not follow the U.S.
Army values, there may be consequences. As she related, “If you’re a civilian you have
values, but you could easily break them and nothing would happen. With the Army
values, if you break your values there may be consequences.” What was ironic for
Ivelisse was that when she returned from basic combat training and attended her first
battle assembly at her unit in Puerto Rico, she observed a lack of discipline and lack of
military courtesies. “Everybody was just really relaxed,” and there was lack of adherence
to U.S. Army standards.

From Ivelisse’s testimony and personal experiences, | sensed that in Puerto Rico
USAR units need to be closely monitored to ensure that the leadership and the soldiers
are abiding by and following U.S. Army regulations, policies, directives, and standards.
The responsibility for upholding the U.S. Army standards falls to the NCOs (Non-
Commissioned Officers) , as they are the “standard” bearers in the U.S. Army. If the
NCOs have spent the preponderance of their U.S. Army careers in Puerto Rico, they may

have forgotten what “right looks like.” This is very unfortunate, for | believe in the U.S.
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Army there is only one standard, the U.S. Army standards, regardless of where and with
whom you serve.

Reflection. Ivelisse was very proud to be an American and perceived Puerto
Ricans as people who were part of “a community, a culture, and a celebration.” Being a
Puerto Rican woman was about being strong, having a deep character, and being
someone who would stand up for herself and others. She proudly declared that “a woman
can do it As a U.S. Army soldier, Ivelisse saw her female role as serving a higher
purpose, yet women must constantly fight to prove themselves to be treated as an equal.
Ivelisse’s values were her moral compass that helped her to differentiate right from
wrong; “they define you, and they are centered on helping each other and not harming
each other.”

For Ivelisse, her personal values and the U.S. Army values were one and the
same, representing the highest level of value congruence. Respect and integrity were the
key values for her. Values have had and will continue to have a significant role in her
decision-making process. During her acculturation process, Ivelisse saw English
language proficiency and the Puerto Rican accent affecting other soldiers and how they
may have even been discriminated against because of their accent. Ivelisse fully
integrated her Puerto Rican heritage and values into the U.S. Army culture and values
during her acculturation lived experiences. Ivelisse expressed a lot of concern about the
status of Puerto Rico and the lack of abidance and compliance to the Puerto Rican values,
as the richness of the Puerto Rican history is being lost and not appreciated. She believed
there was a conflict between Puerto Rican values and U.S. Army values, where the U.S.

Army culture is guided by values, while the Puerto Rican people are not focused and are
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trying to redefine their values. Ivelisse represented the generation in Puerto Rico
struggling to find a space to thrive and flourish in Puerto Rico with hope, yet, the social,

economic, and political realities seemed to diminish their hopes and dreams.

Victoria

As | was walking through the hallway of a U.S. Army headquarters, | was
introduced to Victoria by her immediate supervisor. After a brief discussion about my
study, Victoria agreed to be part of the study and we scheduled a time that afternoon to
conduct the interview. Her supervisor felt strongly that she would be an exceptional
representative of what | was looking for in a participant. | was looking forward to
learning about Victoria and the journey she has travelled to become a U.S. Army soldier.

Victoria, born and raised in Puerto Rico, is the daughter of divorced Puerto Rican
parents. “All my life, I live in Jayuya, Puerto Rico; it’s in the center of the island. My
family is very big family.” For the first nine years of her life, she was raised by her
grandparents, specifically her grandfather, on her dad’s side of the family. Victoria’s
grandfather, an orphan, fought in the Korean War soon after he was married. He wanted
to prove to his wife’s family he was serious about the relationship and supporting her;
thus, he was encouraged to join the U.S. Army. Victoria was deeply inspired by the
struggles, “las luchas, ” that her grandfather experienced during those days.

Victoria is the oldest of seven children. Her dad spent significant time educating
them about life, based upon his Catholic values and teachings. “Well, my father is very
Catholic, so he used to be read the Bible, the histories in the Bible to apply with the
family all the time.” He used the Catholic faith as an example and metaphor for their

children to live by, based on a strong set of values, beliefs, and principles. His teachings,
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along with her mom’s, extended beyond faith-based education, as they also taught the
kids science and math. Her dad had a very strong influence on Victoria and her
formation. In my life, I could relate to the impact and influence of a dad in a Puerto Rican
family, as my dad is a significant inspiration for the way I live my life. My dad, a devoted
Catholic and the breadwinner of the family, is a very proud man who worked diligently to
ensure he provided for his family, my mom, my brother, and me. As a physician, Papi
was highly regarded in the community he served, as he was deeply engaged outside his
profession serving the community where we lived, as a member of the Lions’ Club and
his church. I am very proud of who Papi is and what he taught me by his teachings,
guidance, and example.

Joining the U.S. Army. As a USAR soldier, Victoria was assigned to a unit in
Puerto Rico where she attended battle assemblies one weekend a month. In addition,
Victoria was on active duty—operational support (ADOS) orders, where she worked at a
USAR headquarters in Puerto Rico. The significance of her duties and responsibilities
was centered on being a junior soldier (in the U.S. Army for just over 2 years) working in
a U.S. Army higher headquarters, executing duties and functions designed for senior
soldiers by rank and experience. The success that Victoria enjoyed in the headquarters
was guided by her drive to challenge herself, to seek opportunities to learn and develop,
to “never give up,” and to follow the U.S. Army’s warrior ethos, “I will never quit.” As
she emphatically stated, “I joined because | was looking for new opportunities in my
life.”

Victoria saw education as the critical component of her success—“I want to finish

my education; it’s important to me”—uwhile continuing to seek opportunities to challenge
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her growth and development as a U.S. soldier. Victoria saw the U.S. Army as a place
where she belonged, as the U.S. Army values were congruent with her personal and
Puerto Rican values.

Victoria’s diversity of U.S. Army “on-the-job” training experiences, her
professional military education, and her pursuit of training opportunities provided her
with acculturation challenges and opportunities. “The good thing for me is the knowledge
inspire words, so when | joined to the Army, | joined because | was looking for new
opportunities in my life.” As I reflected on my own experiences in the U.S. Army, | can
attest to the importance of doing your best regardless of the operational and human
difficulties and the challenges you may face in the U.S. Army. Victoria aspired to have a
career in the U.S. Army and to learn about and experience the diversity of ideas, cultures,
and understandings that other soldiers brought to the U.S. Army. She hoped to make a
difference in the world by helping those in need while expanding her U.S. Army and
world knowledge.

Victoria’s acculturation experiences in the U.S. Army were reflected by
relationships and encounters during basic combat training. One critical relationship was
with her drill sergeant. He constantly provided the right guidance at the right time to

ensure she succeeded in becoming a U.S. Army soldier:

And yeah, un dia casi al final de basic [combat] training el no me gritaba por
nada malo. El decia que yo tenia mucho que ofrecer. Y el queria saber hasta
donde el podia llevarme. Hasta donde yo iba a llegar. Y no se habia equivocado.
Entonces iba en un ruck march en el ultimo ruck march, y yo baje la cabeza
llegando. Y el se me paro al lado al llegar y me dijo “nunca nunca llegas con la
cabeza abajo a ningun lugar.”” Me lo prohibio. Y me dijo, “Usted, va a llegar
siempre con la cabeza en alto. Aunque se este arrastrando. Va a llegar y va a
llegar con la cabeza en alto.” Y todo ese tipo de cosas que el me decia y tomo una
decision y me mataron en un ejercicio. Me tuve que hacer la muerta tambieén, Sir.
Me tuve que hacer la muerta. Y cuando me hice la muerta yo estoy mirando pal
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cielo haciendome la muerta y me dijo “tu sabes por que estas muerta? Porque
has hecho una mala decision.” Y dijo, “pero tienes que afrontarlo. Tienes que
afrontarlo. Bueno o malo, tienes que afrontarlo.” Y todas esas cosas que el me
decia fueron los que estoy trabajando conmigo misma, Sir, y con mi caracter. Y
ahi me hizo cambiar.

[One day towards the end of basic [combat] training, he did not yell at me for a
bad behavior. He said I had a lot to offer. And he wanted to see how far he could
push me, how far I could reach. He was not mistaken. One day during a ruck
march, the final ruck march, I had lowered my head. He stood by me when |
finished, and he said to me, “Never finish anywhere with your head down.” He
forbade it. He told me, “You always finish with your head up.” One day during an
exercise, I made a decision that caused me to be killed. I had to fake being dead.
As I was laying on the ground dead, looking up in the sky, he approached me and
said to me, “Do you know why you’re dead? Because you made a bad decision.”
Further, he stated, “you have to face [the consequences of your decisions]. You
have to face them. Good or bad, you have to face them.” All those things he was
pointing out I was working on, sir, with my character. There he made me change.]

The biggest lived acculturation challenge that Victoria faced that went counter to

her personal values was how she was perceived by the American people and soldiers. She

felt that Americans saw Puerto Ricans as uneducated, lacking an understanding of what is

going on in the world, ignorant, and “stupid.” Further, because of her accent and her lack

of proficiency in the English language, Victoria experienced a degree, although minor, of

racism:

Sometimes, the little racismo. Poquito, no mucho porque ya eso, pero si lo si se
puede ver todavia. Lo experimente . . . en un momento dado, si. En Estados
Unidos . .. Si ... En Basico, por no enter bien el lenguaje. Completamente. Mi
oido no estaba acostumbardo al Inglés, completamente . . . Si, como para que te
metistes en el ejercito? Si, era entre mi y muchas veces uno estaba cansado. Y yo
no entendia. Era una mezcla de todo . . . Era asi.

[Sometimes, the little racism. A little bit, not much, because you can still see it
today. I experienced it, at a specific moment, yes. In the United States, . . .

yes. . .. In basic, because I did not understand the language totally. My ear was
not used to English completely. Yes, like “why did you even join the Army?” Yes,
it was within me and many times I was tired. I did not understand. It was a
combination of everything. That’s the way it was.]
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After graduating from high school, | attended Marquette University in the United
States, where my English language proficiency and my accent got me in trouble. Yet, the
education, support, and assistance of my friends, faculty, and administrators at Marquette
University empowered me to continually improve my English language skills. This was
one of my growing experiences that moved me to learn English to the best of my
abilities, by properly enunciating words and properly using English grammar.

Identity and acculturation: A challenge. Being a Puerto Rican was
“everything” for Victoria—the culture, the language, and the family values. As a Puerto
Rican woman, Victoria felt “powerful” and as a Puerto Rican female soldier, even “more
powerful.” Victoria stressed that Puerto Rican women have worked hard, have a strong
character, are well educated, and have become freer and more expressive. The sense of
being “more powerful” as a Puerto Rican female soldier was founded upon her belief that
when Puerto Rican women join the U.S. Army, they have a challenge greater than other
Americans because of the English language proficiency, the Puerto Rican accent, and the
challenges of being in a male-centric environment.

According to Victoria, they must prove that, as Puerto Rican women, they are just

as capable as men, if not more capable:

Because it’s a big challenge to be in the Army like a Puerto Rican female. Like I
said, their language is a big challenge. We as females to do same works like man’s
do, is a big challenge. Basically, it’s a big challenge. We need to, we don’t need,
we don’t need to demonstrate that we work for that in the Army. To demonstrate
that we can do all the work as a soldier, as a female, as a representative the U.S.
Army.

Victoria found the acculturation process of being an American soldier in Puerto
Rico very challenging, as there was an undercurrent of dissatisfaction and apprehension

about the United States’ role in Puerto Rico, from the government to the people. Victoria
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experienced this firsthand soon after the devastation of Hurricane Maria in 2017. She
returned to Puerto Rico after basic combat training when volunteering to provide
humanitarian assistance to the people of Puerto Rico as an American soldier. As she was
providing support and assistance to a Puerto Rican female citizen, she was welcomed

with a sign asking the U.S. military to leave the island:

Por ejemplo aqui, si el govierno tiene una protesta, uno tiene que andar con
mucho cuidado. Y te ven en uniforme y te van a gritar, este tirar cosas al carro, si
eres militar, no te quieren. Yo lo pude ver en plena situacion del huracan. Cuando
fui a ayudar a una sefiora, con una pancarta que nos sacaran de Puerto Rico.
Que sacaran a los militares de Puerto Rico. En plena crisis, Sir. Y entonces, yo
por lo menos en mi caracter personal si yo termino de trabajar y tengo que ir a
algun lugar, trato de cambiarme de ropa en la base, despues que voy a hacer
cualquier otra cosa. Para no exponerme afuera, mas como female.

[For example, here, if the government has a complaint, one has to walk around
with caution. If they see you in uniform, they are going to yell at you, throw
things at your car. If you are in the military, they do not want you. I experienced it
during the Hurricane [Maria] crisis when I went to assist a lady with a poster
stating to throw us out of Puerto Rico, to take the military out of Puerto Rico. In
the middle of the crisis, sir. Then, it is my nature, after [ am done at work and I
have to stop along the way somewhere, I try to change clothes before I leave the
base, so that I am not exposed, especially as a female.]

Opportunities and challenges: “I can do this.” Joining and acculturating into
the U.S. Army was a way for Victoria to seek new opportunities and learn more technical
skills. She was looking for something to learn “how to produce more for my son, for my
community, for my person to grow and to offer more for my Puerto Rico.” The U.S.
Army—and no one else—provided opportunities and challenges for Victoria; she was
doing this for herself, to prove she could do it on her own. “Just me do something
different, to challenge myself.” At the time of this decision, Victoria was longing for

something different in her life, and she wanted to give more to the world:

Si yo sentia que ya yo lo que estaba haciendo en mi vida, ya tenia dominio de
ellos y necesitaba un challenge, challenge myself. [I was feeling that what I was
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doing with my life I had mastered, and I needed a challenge, challenge myself.]
Not for demonstrating nothing for everyone, just for me. Just me do something
different, to challenge myself.

This feeling of self-sufficiency and self-reliance is close to my heart, as in my
professional and personal life | always pursued opportunities and challenges that
enhanced my growth and development while being in the service of others.

In the process of acculturating into the U.S. Army, Victoria’s greatest professional
challenge to date has been working at a U.S. Army higher headquarters in Puerto Rico, in
the command section, as a very junior soldier. The challenge of working in this
environment was not only the presence of senior soldiers and civilians and a general
officer commander, but also the demands to gain a higher level of understanding,
comprehension, and application of Army policies and procedures than expected of a

junior soldier. Victoria was very proud of the fact that

sigo en las luchas y representando la mujer Puertorriqueinia female, de que se
puede progresar en un ambiente distinto al que crecimos. Podemos hacerlo. [ am
in the fight and representing the Puerto Rican women. You can move ahead in a
different environment from the one we grew up in. We can do it.] We can do it;

the females can do, . . . we can take charge in this. We can do it. She can do it, |
can do it, everything, every female can do it. It’s not easy but we can work for
that.

Acculturation: English language proficiency and Puerto Rican accent. During
her U.S. Army acculturation experience, language played a significant role in Victoria’s
development and growth as a soldier. She openly acknowledged that she needed to
continue to expand her comprehension and proficiency in the English language. At times,
though, Victoria was asked by her peers why she spoke English when conducting U.S.
Army business, when everyone else spoke Spanish in her Puerto Rican U.S. Army unit.

She responded by stating that she knew Spanish, yet she wanted to become more
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proficient in English. “They say, ‘Hey, why are you speaking English if I speak to you in
Spanish?’ Because | try to practice [English] and | need practice. | know Spanish.”
Throughout her acculturation lived experiences, Victoria faced a double-edge sword with
the challenges associated with English language proficiency and her accent. At home in
Puerto Rico, her own peers and fellow soldiers disparaged her for speaking English, and
when she was in the United States, she faced subtle prejudice.

When | was in the U.S. Army, | must confess, | did not experience this level of
prejudice because of my Puerto Rican accent or my lack of English language proficiency.
I was highly conscientious to ensure | properly used the English language, to the point
that I corrected those who did not properly speak English.

As a Puerto Rican woman, Victoria underscored her language strength:

We understand two languages. We have the capacity, the education, culture.
Nosotras tenemos un caracter dentro. Las Puertorriquerias tenemos this
character, the strong character . . . [We have an internal character. The Puerto
Rican women have this character, the strong character. ]

Victoria saw the U.S. Army as a place where “yo pertenezco” [l belong], despite her
language challenges.

Values (personal, Puerto Rican, and U.S. Army). Values for Victoria
represented “all the morals, integrity, respect, honesty—for me it’s all that.” Victoria
asserted, “It’s like a guide in my life, in the Army and my civilian life, too. For me it’s a
guide . . . [to] be a better person, a better soldier.”

Victoria’s personal values were “integrity, honesty, and loyalty.” She learned
these values from her grandparents, who raised her until about age nine. They
consistently advised her that she needed to have personal integrity, respect herself, and

believe in herself. Her grandparents’ guiding principles reinforced her belief that all that
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she needed was within herself, leading to the feeling that “soy tan fuerte . . . con mucha
autorida” [ am very strong . . . and with much authority]. Victoria’s grandfather, as an
orphan, experienced very difficult times, but his perseverance, love for his wife, courage,
and determination proved to Victoria that you can achieve anything in your life if you are
driven by foundational values. Victoria’s personal values meant “everything” to her, as
these values guided her life. As she firmly stated, “Nadie corrompe lo que tu eres” [No
one can take away or destroy who you are]. These personal values guided Victoria in
good days and in “bad moments” and reinforced the values of courage, strength,
firmness, and security that resided within her, although not identified as personal values
by her. These values gave her the sense of when, where, how, and with whom to do the

right thing:

Este yo puedo decir que con esto yo puedo crecer y cada vez quiero seguir siendo
mas y mas. Cada vez con los valores yo me di cuenta que soy mas firme, segura.
Porque cuando tu crees en algo, ti te mantienes en pies firme. Puede venir la
tormenta. Lo que la vida te tire . . . Before, antes yo era mas expresiva en

cuanto . . . Era bien expresiva, bien bien expressive, con la misma intensidad. Mis
valores, ahora simplemente pues tengo la misma intensidad, pero soy mas, he
aprendido a escuchar, he aprendido a saber cuando en que momento, cuando y
donde, y con quien.

[I can say that with this I can develop and each time I want to be more and more.
Each time with the values I noticed that I was firmer, more secure. Whatever life
throws at me. . . . Before I was very expressive in terms of . . . I was very, very
expressive, very, very expressive, with the same intensity. My values, now [ am
just as intense, but, I am more, I have learned to listen, I have learned to know
when is the right moment, when, where, and with whom. ]

“Family, education, work hard, integrity, loyalty, and [being] humble” were
Victoria’s Puerto Rican values, which she learned from her immediate family,
specifically her father. Her dad believed that the best education is the one you receive at
home. Victoria’s dad would sit with his seven kids and teach them about life, based upon

Catholic teachings.
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Over time, the importance of these Puerto Rican values, according to Victoria, has
been lost within the Puerto Rican culture. Factors that affected Victoria’s perspective on
the particular importance of Puerto Rican values today included such acculturation issues
as the influence of the United States, capitalism, egocentrism, the English language, and
American customs and culture. Victoria believed these American influences were taking
away from the Puerto Rican culture, traditions, and customs and, more importantly, were
incongruent with the Puerto Rican values.

Clearly she stated her concern, “Si no los tenemos presente y no los seguimos
transportando al future, va a llegar el momento que se van a ir” [If we do not have (the
Puerto Rican values) present and we do not pass them along towards the future, the
moment will arrive when they will no longer be with us]. She still had hope that because
of the cyclic and recursive nature of life, not all is lost with these influences. Technology,
the lack of will from the Puerto Rican government and politicians, and the lack of formal
“values” education in the schools made it much more difficult for the Puerto Rican
identity and culture to be sustained. As Victoria emphasized, “Hemos perdido . . . Hemos
perdido” [We have lost, . . . we have lost].

The U.S. Army values—Ioyalty, duty, respect, selfless service, honor, integrity,
and personal courage—were not new to Victoria. These values reinforced the way
Victoria has lived her life since before she was affiliated with the U.S. Army. “Well, |
know some of them, well, in my civilian life and my life, all my life and the rest in the
Army.” Victoria credited the U.S. Army values for making her feel more powerful and
stronger than ever. “Yes. Because in the Army, | learn the skills how to resolve some,

everything more quickly. You need to think a lot quickly, so my values, the same thing, it
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was like okay, this is this, you know, taking charge, leadership.” Consistent with her
personal values, integrity has been her top U.S. Army value. Victoria’s integrity was
what motivated her and empowered her to continue with basic combat training, although
she was mentally, physically, and emotionally exhausted.

Victoria saw the U.S. Army values as complementary, comprehensive, and all-
inclusive and recognized the U.S. Army values as congruent with her personal and Puerto
Rican values. “My personal values, | was already have with me, my personal value,
integrity, honesty, loyalty. Before the Army, that was with me.” The U.S. Army values
reinforced and validated her personal values. Victoria reflected, “Oh my God, this is how
that I live my life, so, I’m in a good place in the right moment.” Not only did Victoria
feel that she was in the right place, she was in a place she belonged, and the U.S. Army
was what was missing from her life—“lo que me faltaba en mi vida.”

Reflection. Most of the interview with Victoria was in Spanish so she would have
the freedom to express her thoughts, feelings, and ideas. Victoria was very proud of her
Puerto Rican heritage because of her family, her culture, and her language. As a Puerto
Rican woman, Victoria felt powerful and strong, and as a Puerto Rican female soldier,
she felt even more powerful. Victoria appreciated the challenge of being a Puerto Rican
woman because women work hard to demonstrate that they are just as capable as men.
Victoria’s personal values centered on integrity, loyalty, and honesty; further, values
were present all the time and guided her in all she did, both in the military and in her
civilian life. Victoria’s personal values were congruent with U.S. Army values. Victoria
believed that the U.S. Army values reinforced and validated the personal values she had

held throughout her life, as learned from her family.
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Life in the U.S. Army and acculturating into the U.S. Army for Victoria had been
about seeking challenging opportunities, experiencing different cultures, and expanding
her world knowledge. Victoria acknowledged that her Puerto Rican accent and the lack of
English language proficiency affected her development as a soldier, yet she recognized
that to learn English meant to immerse herself in the English language. Because of her
U.S. Army basic combat training acculturation experience, Victoria had become resilient,
where she persevered and persisted to achieve her goals and outcomes. Integrating into
the U.S. Army culture, as a host culture, while sustaining her Puerto Rican culture, her
heritage culture, had been a challenge.

She got discouraged by the feeling that Americans think Puerto Ricans are
“stupid.” Regardless, Victoria joined the U.S. Army because she was looking for a daily
challenge, something different and unique, where she could learn, grow, and develop.
Victoria’s fundamental goal was to help soldiers and the Puerto Rican people, especially
the young soldiers joining the U.S. Army with minimal to no aspirations and drive. By

being an example and a role model, Victoria wanted to inspire other Soldiers.

Selena

Working closely with my intermediary, | contacted and communicated with
Selena, who immediately responded to my request to be a participant in my study. |
sensed Selena’s willingness and desire to tell her lived U.S. Army story—a story of
patience and perseverance.

Selena, who is married with a 2-year-old daughter, had served in the USAR for 8
years, first in a unit in Puerto Rico and now in a unit in Florida. Selena was the youngest

of three children. Her father served in the U.S. Army for 12 years:
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My dad was the first one from his entire family; he’s the middle child of six. They
all were born in Puerto Rico, but they moved; a couple of them had to be moved
to New York and other states and all that. Pretty much all of them are now, the
ones that are still alive are in New York, but he was the first one that as soon as he
graduated from college, he was always the one taking care of . . . He was like the
shadow of my grandfather, so he was like “I need to join so that I can provide for
my new family and for all of them.”

Selena’s brother was also in the U.S. Army and had deployed twice in his 9 years of
service.

Selena had a bachelor’s degree and was trying to figure out whether and when to
pursue her master’s degree. Selena played the flute, which she recently, after a brief
hiatus, began to play in church; she also sang. Professionally, Selena owned her own
business providing social media and photography support to other businesses.

Selena was very proud to be Puerto Rican. Further, she indicated that being part
of the Puerto Rican culture meant “being loud, being happy, or having the notion of
always having to be joyful and happy and upbeat.” In defining herself as a Puerto Rican
female soldier, Selena underscored the importance of “being proud, strong, and loud.” By
loud, Selena meant you must be confident, outspoken, and speak your mind when
appropriate.

Joining the U.S. Army. Selena’s story of joining the U.S. Army went back to
when she and her husband were dating. Her husband’s uncle was well acquainted with
Selena’s family because of the relationship her dad had with him when they were in the

U.S. Army. Her husband was inspired by his uncle and Selena’s dad:

It was funny because my husband and I were high school sweethearts. Then one
of his birthdays or whatever, his uncle called me. He’s like, “You have a sister
that’s like this. You have a brother that’s like that.” I’m like, “Who is this guy?”
He’s like, “I can’t believe it. Your dad used to be my sergeant. Your dad used to
drive me all the way from our post to New York so that he could see your
grandfather.” So, he knew my family even before I was born. He didn’t even
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know of my existence because I wasn’t born yet by then. It was funny the fact that
my dad used to be his sergeant and worked for two sergeants, something like that.
But, that’s the only Army or any of the armed forces story that he has, and he
grew up with that uncle. He was like, “If we can join and provide the
opportunities that you and your brothers have because of your dad serving, then
why can’t we try it?”

The inspiration that her dad and her husband’s uncle provided Selena and her husband
was driven by their desire to provide for their family while serving the United States in
uniform.

Selena acknowledged that the medical and educational benefits provided by the
U.S. Army were the primary reason for joining. She recalled people telling her, “What
are you doing? You’re such a creative person. You’re such an artsy person. You want to
join? It doesn’t match,” when she decided to join the U.S. Army. Some sentiments
expressed by her family and friends were influenced by the confusing and uncertain
relationship between the United States and Puerto Rico and the question of Puerto Rico’s
political “status,” whether statehood, commonwealth, or independence.

Throughout the acculturation process into the U.S. Army, Selena said, “I think |
had to grow up a lot. And really it was kinda tough.” Attending basic combat training was
Selena’s first time away from Puerto Rico and from her family. Selena discussed her time
during basic combat training when the recruits were sharing their stories as to why they
joined the U.S. Army, which included foster care experiences, adoption, and being in jail.
Selena explained, “I hear all these sad and horrible stories. . . . All of the sudden they get
to me and I’m like, ‘1 feel horrible, because | don’t have a horrible story to say.””” Selena
just shared her desire to have the same benefits she enjoyed because of her dad’s 12-year
career in the U.S. Army. Selena explained, “For them it was so foreign hearing that | was

working towards my future.”
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Selena stated that being a mom had influenced her values and given her reason to

doubt what her future in the U.S. Army will be:

I think me becoming a mom has changed and molded differently on my values. I
think that’s part of why I’'m doubting my decision to stay or not stay. My
daughter, the factor of having a daughter now, because I want to do it because I
want to give her what my dad gave to me. I know it wasn’t easy for my dad to go
through everything that he went through, but he’s so appreciative that he has
never complained about everything that he went through because when I
graduated from college he was like, “I can die in peace because every single one
of you was able to accomplish more than I was able to. I will die in peace now.”

This comment exemplifies Puerto Rican values (family and pride) in providing
for children so they can enjoy a better quality of life. That was the same feeling | heard
expressed by my own dad, who paid for our education to ensure we had a future where
we could support and sustain ourselves. | will always be grateful for my dad and his
commitment to my education and well-being.

In addition, Selena was openly concerned about being deployed and leaving her
daughter behind—again, another example of the importance of family within the Puerto
Rican culture and values. Selena knew that her daughter would be well taken care of by
her husband and her family, yet it was a strong consideration when trying to decide

whether to continue to serve in uniform or just hang up the uniform:

Seeing that satisfaction in him, I know I want to be able to feel that and feel like
me and my husband provided everything that we could for our daughter. But at
the same time, my Puerto Rican and my family values are like, “Am I going to be
okay if I have to leave for a year?” I know she’s going to be okay because my
husband and my family, we’re really tight. A mom can never be replaced, but am I
going to be okay with the decision? Am I going to be okay knowing that I have to
go for a month? She’s 1'%, and she’s becoming her own person. Am I going to be
okay with that decision? I think that has put a lot of weight into how I’'m going to
move in my career.
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Selena was trying to determine the role that the U.S. Army would play in her
future while balancing her personal, family, and business responsibilities. She has
continued to advance her U.S. Army career and decided to leave the rest “in the hands of

God.” As Selena stated:

From there, I’'m trying to stop to control what’s going to happen in the future. I
already know how the Army works. I already know how my command works. I
know the possibilities. I just decided just to let thing in the hands of God and then,
if it’s in his plans for me to continue, then I will continue. I will stop fighting to
get out and to look for other reasons to get out and if the reasons come again and
appear again, or they’re stronger or clearer for me and it’s my time to go, then it’s
my time to go, but I think I still have a little bit left in me.

The decision on whether to stay or to leave the U.S. Army would be guided
primarily by her faith, her family support, and her friends’ support. Selena would
continue to consider and assess U.S. Army opportunities and other life opportunities,
such as becoming an officer or a warrant officer in the U.S. Army, pursuing civilian
career opportunities, seeking business entrepreneurial opportunities, and completing
civilian educational opportunities. These decisions would be closely guided by Selena’s
personal values. Family would always be first for Selena, but just as important was her
“great support system” that included her family, husband, and church. This support
system became that much more critical when she was away from her daughter for
training or a possible overseas deployment.

Acculturation: Racism and discrimination. Selena’s acculturation experiences
during the U.S. Army basic combat training were significantly impactful. She recalled
her father telling her to be careful and be conscientious of the racism that exists in the

U.S. Army:
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I think it’s the patriotism and being proud of being Puerto Rican. I didn’t know
that was a thing when I was on the island. I was just so used to us being all of this
in the island, but when I went to basic [combat] training, my dad started telling
me, “Be prepared. Be aware racism still exists.” I'm like, “Daddy, please, you left
the Army 23 years ago when I was born. We have evolved.”

During basic combat training, Selena experienced racism when her battle buddy,
who had a Mexican background, treated her unfairly and disrespectfully because of her

Puerto Rican accent:

Then I had the Nuyorican’s, I had the Mexicans, and my battle buddy, my
assigned battle buddy was a Mexican. I felt like, “Oh, okay. If I don’t understand
something, well I know somebody is going to have my back. She’s Mexican, I’'m
Puerto Rican, but we can . . .” No, that wasn’t the thing. No. She was making fun
of my accent. That was the first time in my life that I heard that I had an accent
because on the island I was like, “You speak English in your house?” I'm like,
“No. Never. My English is Disney, pure Disney Channel.” It was kinda rough
with her.

But because Selena was raised to stay true to her values and her upbringing, she
comforted and provided for her battle buddy when she was in need. Her battle buddy

could not understand, and Selena explained:

Because that’s what we do; Puerto Ricans are like that. Even if you’re a butt to
me, [’m still going to . . . You’re still my sister, you speak the same language as
me. I’m going to have your back.

In her acculturation experiences in the U.S. Army, Selena dealt with situations
where Puerto Ricans were stereotyped as loud and lazy. Loudness refers to “saying things
at the wrong time, at the wrong place, and saying the wrong thing and having the military
courtesy that you have to have, even in the worst moments.” For Selena, “laziness” was
manifested when soldiers failed to fulfill their duties and responsibilities, forcing others

to pick up the slack to accomplish the mission requirements.
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During basic combat training, Selena thought that her biggest challenge would be
the physical demands of the training, but she soon learned otherwise. The biggest
challenge was adapting to the stereotype thinking that because her skin was a different

color, she would be treated differently:

I thought that my biggest problem was going to be, I don’t even know, the
physical part of the whole thing but then, that not being the case and having to
realize that my skin color is not actually, they don’t see it the same as me. [ wasn’t
raised to see color. In my head, sometimes I thought that I was the darkest person
in the room, but other times, I felt like I was the lightest person in the room and
that had never mattered before. But being and going on basic [combat] training
and AIT, seeing how everybody’s put in a category, in a little box, and don’t you
dare mix those or blur those lines, it was kind of rough. . . . I was like, “Okay.
This is what my dad meant when he was trying to prepare me for this.”

In her present unit, racism and discrimination were more subtle. Selena attested,
“l would say that sometimes it feels like it’s similar, but it’s not clear, it’s not visible.”
Selena relayed an incident where the unit leadership offered her an opportunity to be on

“active duty” orders and later discovered it was given to another individual:

Everybody knows that [ am a hard worker and that I already know how to do this
task. Some will be like, “Okay. We’re going to put you on orders.” Then, all of a
sudden, the week before, they’re like, “Oh, no. They disapproved it. Now, they’re
going to bring another person.” You come to find out that that person is not
trained, has no clue what they’re doing, is not a hard worker at all, but it sounds
and it looks completely different than you. You’re like, “Oh. Oh.” Or it just hangs
to with a different kind of group of soldiers in the unit. You’re like, “Okay. I see
it.”

Further, Selena stated, “It’s horrible and it feels like it’s not fair, but there’s not
much that | can do when it comes to things like that, because they’re smart when they do
it.” Selena reaffirmed that regardless of all that was going on in her unit, “nobody can say
a different thing about my performance and about my name, because I’m always taking

care of, or doing my best at everything.” Selena took a lot of pride in her work and in her
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performance as a soldier. It was her hope that her leadership could see and appreciate
how much of an asset she is to the unit and to the U.S. Army.

Acculturation: English language proficiency and Puerto Rican accent.
Selena’s acculturation experiences in the U.S. Army led her to believe that her lack of
English proficiency and strong Puerto Rican accent impacted her and her fellow Puerto
Rican soldiers’ growth and acculturation. Selena told the story of how Puerto Rican
soldiers who were conducting training or teaching a class were perceived as less than
competent and knowledgeable, not only because they were Puerto Ricans but also

because were also USAR Soldiers:

You know how when you go to AT [Army Training], you have to do the train to
trainer. I had a couple of situations, when I, even as a specialist, I was always put
up to receive those classes of train to trainer, so that once the unit came, I was
able to use the classes to them and all that. We had a couple of situations where
we were being disrespected and we were being treated poorly and as less, just
because first we were reservists and second, because of our accent. My ESs and
all the higher-ups that were with me, they all just stood there and took it and put
their heads down.

I was like, “Nope. This is not going to happen. I know I’m the lowest rank here,
even though if I don’t understand the procedures that they’re saying, I’'m still
going to raise my hand and move forward and make sure that at least one of us
understands this, because at the end of the day, we have to stand up in front of all
our unit and teach something.” It turned out to be a mess and commanders had to
be called in and all that, but to see how my leadership felt like they just had to

take it, because they didn’t feel comfortable with their accent or that they just got
so mad that they couldn’t think in English. That happens to me.

Selena and her fellow soldiers experienced at the most junior level what senior
soldiers experience at the highest level within the U.S. Army—the divide that exists
between the active component and the reserve components. Although our uniform tape
reads “U.S. Army,” | faced this mindset continually in my career within the U.S. Army.

The U.S. Army’s active component soldiers and leaders believed and felt that the reserve
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component soldiers (U.S. Army National Guard and USAR) were not as ready, trained,
equipped, proficient, and capable as they were. So, in Selena’s experience, not only did
the language proficiency become an issue for Puerto Rican USAR soldiers, but also their
status as USAR soldiers. This issue has been debated and discussed at the highest levels
within the U.S. Army, which led the senior U.S. Army leadership to develop and publish
a “Army Directive 2012-08 (Army Total Force Policy)” (U.S. Army, 2012), where
soldiers regardless of component would have access to the same training opportunities
and resources. During my last assignments in the USAR, the leadership of the U.S. Army
was still trying to figure out how to implement this policy.

Values (personal, Puerto Rican, and U.S. Army). A value for Selena was
“something that you would have to stand for, live by, and truly believe in.” Selena saw
values as “a foundation for who you become, or who you aspire to be in life.” God,
family, respect, honesty, perseverance, compassion, and creativity/art/passion were
Selena’s personal values that had guided her life. God, family, and respect were the
personal values that Selena learned from her family; “My dad is all about respect.”
Selena summarized her personal values as “what you aspire to be in my house.” This
underscored the importance of family and Selena’s upbringing in a family that was
principle centered and values driven. Selena acknowledged that she fell back on her
values when she faced a problem or challenge in her life and was trying to make a
decision. These personal values were essential and critical when she faced adversity.

Selena explained how she lost a baby 6 weeks into her pregnancy:

It actually took about a year to start being able to talk about it. During that time,
seeing how important my family support was and not wanting to be mad at God
for what had happened, but then actually being in that emergency room in Centro
Medico. I was there trying to figure out if I was pregnant or not, but then looking
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at this 14-year-old that’s crying because she’s about to give birth and she doesn’t
know how to handle it. Then the grandmother is the only one there saying, “If
you’re old enough to open your legs, you’re old enough to have this baby, so start
pushing and stop crying.” There was a horrible atmosphere being there. But being
in that position and seeing that situation and being like, “I’m in a position in my
life. I’'m married, I have a job. We’re ready for the baby. We want it. Then there’s
this baby having a baby, why am I going through this?”” And all that, questioning
all that. Then feeling bad because I'm questioning God, and then I’'m mad and
feeling like, I don’t want to tell my family because I know they’re going to hurt as
well because I'm the youngest, but we were the first ones to get married on both
sides.

What about Selena’s Puerto Rican values? Selena said, “The first one that | put is
patriotism. Then | put family, happiness, proud, and perseverance as well.” Selena’s
sense of patriotism came from the belief, “I’m Puerto Rican even if I’m in the moon.
Because if you’re Puerto Rican, no matter where you’re at, we think we’re it.” As to the
family value, Selena said, “Family, everybody is your family.” Pride was a value that
could be perceived as negative or as positive, according to Selena. Selena heard people
saying, “Oh, you must be Puerto Rican.” In her mind she recognized and realized what
people were thinking about her Puerto Rican heritage and culture, based upon their
biases, predispositions, and stereotypes about Puerto Rican behaviors. These thoughts did
not stop Selena from being proud to be Puerto Rican. Selena’s family taught her about
being a Puerto Rican and what it meant to be Puerto Rican. This pride, patriotism, and
deep sense of self-respect shaped Selena’s upbringing and values.

U.S. Army basic combat training was the first formal place where Selena was
taught the U.S. Army values—Iloyalty, duty, respect, selfless service, honor, integrity, and
personal courage. Selena was exposed to U.S. Army values from a “study guide” that her
brother gave her and from her experience in the Future Soldier Program, where once a

week U.S. Army recruits, like Selena, would get together to learn the basics of drills and
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ceremonies, the U.S. Army values, and physical training. Given the opportunity, Selena
would add “perseverance” to the U.S. Army values. Perseverance has been a value that
has given Selena a sense of patience, persistence, and determination. Of the seven U.S.

Army values, duty was her top value. Duty was all “about the mission.”

When asked about whether Selena’s personal and Puerto Rican values and the
U.S. Army values were congruent, she unequivocally stated, “No, part might be, but |
think not.” As an example, Selena indicated that her experience and definition of
“patriotism and my Puerto Rican values” did not match with what she experienced as
“patriotism and the U.S. Army culture” during her acculturation. She saw two types of
patriotism. Selena expanded, “The kind of patriotism that we as Puerto Ricans might
have and being proud that I’m Hispanic, Puerto Rican and everything in my culture” was
not what she has experienced in the U.S. Army. She saw the U.S. Army as focused on
“mission first”: “You’ve got to serve your country first and that’s what’s important,
nothing else.” Selena believed that patriotism in Puerto Rico had a higher priority than
the “mission.” In her mind, first was the Puerto Rican people, its culture, and its heritage
followed by what needs to be accomplished (the mission).

Reflection. Being a Puerto Rican, a Puerto Rican woman, and a Puerto Rican
female soldier highlighted Selena’s source of pride as a value, as they gave her a deep
sense of strength. For Selena, values were something you stand for and something you
believe in, where family, helping others, and God are front and center. Selena perceived
and clearly stated that her personal values—God, family, respect, honesty, perseverance,
compassion, and creativity/art/passion—and her Puerto Rican values—patriotism, family,

happiness, pride, and perseverance—were not congruent with the U.S. Army values. The

185



focus of this lack of congruency was centered on what it means to be “patriotic” for a
Puerto Rican versus an American, where for Puerto Ricans, patriotism was about the
people, while for Americans, patriotism was about accomplishment of the mission.
Selena’s family was always first and was closely followed by her support system.
During her U.S. Army acculturation lived experiences, Selena experienced a feeling of
disrespect for first, being a USAR soldier, and second, having an accent. She experienced
stereotyping and racism in the U.S. Army—not directly but subtly—soon after she
attended the U.S. Army basic combat training and AlT, as her father had advised her.
Selena was a hard worker and hoped to be valued for her performance, not because of her
skin color. As to Selena’s lived acculturation experience, she stated, “My acculturation
process would be ‘integration.’ | have attempt to merge my Puerto Rican culture as much

as | can with my military culture.”

Delia

After coordinating the initial interview through e-mail, | was looking forward to
having an opportunity to interact with Delia. As she walked into the conference room
where we were to conduct the interview, she introduced herself with a huge bright smile.
Delia’s warmth and positive disposition facilitated our opportunity to quickly develop the
rapport to have a mutually fulfilling interview session. | knew that Delia’s story would
provide me with insights on how a Puerto Rican woman has grown and developed to
become an exceptional and professional soldier.

Delia was born and raised in Puerto Rico. Right off the bat, she expressed, “I’m
very proud to be Puerto Rican.” Delia’s glowing face and beaming smile showed me the

pride and the humility she felt about being a Puerto Rican. Delia is married with one

186



daughter, who is her pride and joy. Delia’s dad worked in Puerto Rico until his
retirement. Delia’s mom passed away about 17 years ago. She completed her bachelor’s
degree in Puerto Rico and was working on her master’s degree. She said it was hard
“because I’m used to being in school in Spanish and then the English is so difficult and
for me it’s like I have to think in Spanish and then do everything in English.” For the past
year, Delia had worked in the Department of Army as a civilian. Before that position,
Delia was on active duty working in various positions within a USAR headquarters. As a
soldier, Delia was assigned to a U.S. Army battalion headquarters, serving in the
personnel and human resources field.

Joining the U.S. Army. While pursuing her bachelor’s degree, Delia’s mother
passed away, leaving her with a huge void in her life. As she declared, “My life was
empty.” So, she advised her family and friends she had joined the U.S. Army to fill that
void: “I needed something to fill my emptiness, and I need like drama, like fun, like
something different.” Delia was influenced to join the U.S. Army by her attendance at a
military high school, since no one in her immediate family had served in uniform.

From a personal experience, | can relate to Delia’s emptiness since my mom
passed away when | was a sophomore in high school. At that point in my life, | wanted to
be “independent” of my dad and wanted to have my own life, which were my principal
motivators for joining the U.S. Army ROTC program at Marquette University. | am
confident that as | reflect on my early college years, the ROTC program’s cadre, my
fellow cadets, and my friends and colleagues in the residence halls filled the void from
my loss and emptiness. Delia’s support to join the U.S. Army came from her

grandparents, aunt, and uncle, who expressed to Delia, “We want to support you. If this is
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what you want, we are going to support you.” Delia’s aunt and uncle were “my second
mom and my second dad. . . . | always consult them, for everything.”

Delia’s U.S. Army acculturation experiences during basic combat training were
shaped by her struggles with the English language. She characterized her basic combat
training acculturation experience as “horrible.” She relied on her battle buddies to help
get her through the training, “Battle buddies. Yes, they help us. For example, if we didn’t
understand something, they explained in easy way to understand what they [the drill
sergeants] want. Or it was just like looking at the others and doing it. And that’s it.” Delia
prided herself that despite the challenges posed by her language shortfalls, she was an
honor graduate at basic combat training.

Delia’s initial unit assignment was in Puerto Rico, where she did not give the U.S.
Army importance and attention until she became a sergeant. “So that’s why | said |
believe | become more responsible when | hit the stripe [sergeant] because by that time |
knew that I had to change; it’s no more having fun, it’s more responsibility.” Since that
initial assignment, Delia had persisted and remained an active USAR soldier for the past
17 years. Delia’s aspiration was to be promoted to the next rank once she completed the
required professional military education and before she reached 20 years of service. Delia
emphasized, “To be honest with you, | really, really enjoy being in uniform, or being
around the soldiers. . . . | believe everything that | learn, and the person that | am right
now, part of is because of the Army.”

Value: Pride. As a Puerto Rican woman, Delia’s strong character and pride had
helped her through her lived U.S. Army acculturation and life experiences. “I’m very

strong.” In addition, Delia felt that because she was a minority, people tended to “darle el
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codo” (push her to the side or push her away), without treating her with the dignity and

the respect she deserved. As Delia explained:

But even we don’t want to admit it, we still be in the minority. So even though we
are Americans, we still Puerto Ricans. So sometimes people don’t realize that 'm
just like you, the only different is I speak Spanish and then English, but I’'m just
like you. And, yes, probably that’s the difficulties between the main island and the
small island that is Puerto Rico. Sometimes people don’t want to see it that I’'m
still part of the big island, you like it or not.

Delia would not compromise her identity as a Puerto Rican and her pride to satisfy the
needs of others. Others may not want to accept this reality, but it was a reality that Delia
had had to live with since living in the United States.

As a Puerto Rican, Delia felt “proud.” As a Puerto Rican woman, Delia felt
“strong.” Delia said, “Puerto Rican females, we are very demanding, and we always have
a purpose that we always try to achieve.” As a Puerto Rican female soldier, Delia felt “we
are a minority in the Army, as a Puerto Rican female soldier.” From Delia’s viewpoint,
today in the United States, “society still sees us as weak—the opposite sex, the weak
sex.” Delia felt that in the U.S. Army, Puerto Rican women needed to be given more
opportunities to be in positions of greater responsibility, to prove their abilities and
capabilities, to express their voices, and to be involved in the decision-making process at

the highest level within the organization:

As of today, I can say, probably, I don’t have any . . . I'm going to say, it’s not that
I have bad, bad experiences, pero [but] I believe we need more opportunities to
show and to express who are we and all the offers that we can give to the Army.

Acculturation: English language proficiency and Puerto Rican accent. As part
of her acculturation into the U.S. Army, Delia felt that her English language skills may

have limited her ability to get access to certain opportunities throughout her career. She
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acknowledged that English was her second language and that because of that, people
overall in the United States may prefer someone who has greater command of the English

language to perform a job:

Probably, the Army is going to say like, “If we have this person that speaks full
English without accent, that probably they’re going to prefer to give the
opportunity to this person that doesn’t have this accent,” or this, it’s not call it
issue, it’s just . . . no se como llamarlo [1 do not know how to call it], [ don’t
know. This is our English second language, probably it would be better for a
person that is fully qualified, or fully English language without accent.

When her immediate supervisor asked her one day at work what her weakness
was, Delia responded, “You know my weakness is the English.” Delia’s believed her
accent had limited her ability to develop a higher level of language proficiency, as she

felt nervous speaking English because of her strong Puerto Rican accent:

Obviously I have accent, but it’s like, “What can I do?” I’'m English second
language and probably, because of the age of the time that I moved to United
States, that obviously everything is in English. And to be honest with you, I don’t
want to get rid of my accent, because that’s what defines myself to be different
than other people.

Delia experienced moments in her life, while living in the United States, where
people pointed to her and said, “Oh, she’s Puerto Rican. Why? Oh, because of the
accent.” Delia proudly responded, “Yes, I’m Puerto Rican. Yes, | have an accent. Yes,
I’m not going to get rid of it.” Delia’s English language challenge during acculturation
was based on having to work harder to demonstrate to others her capabilities, abilities,

skills, and knowledge:

Because I have to demonstrate that even though I’m an English second language,
I’'m capable to do stuff, you know. So that’s, and it’s still, it’s still my biggest
challenge. It’s like even though I can talk to you, sometimes I don’t feel
comfortable. It’s like, “Oh my God. Did he understand me? Did he didn’t
understand me?”” Or you know it’s like that conflict. It’s that conflict that I have.
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Delia believed that her English language proficiency and accent took away from
how people assessed her performance and her potential. Delia thought in Spanish and had
to translate from Spanish to English before she could respond in English, which took time
and, thus, she was perceived as lacking confidence, feeling uncomfortable, and lacking
the skills to answer a question or perform a function.

Acculturating into the U.S. Army, for Delia, was characterized by her ease in
developing close and trusting relationships. She appreciated and valued when others
corrected her. It was not embarrassing; she welcomed it. Delia felt that she had to
constantly try to demonstrate to others that she was very capable if they just gave her a
chance. Proudly, Delia declared, “So, I believe still, and now it’s like something I’'m
proud because even though I’m not an expert in English, but I can get everything done.”
She admitted that “I’m getting out of that barrier.”

Delia’s acculturation experiences, as highlighted by her struggles with the English
language proficiency and accent, reflected her ability to integrate her “host” American
culture with the “heritage” Puerto Rican culture. This integration strategy was
exemplified by how Delia fully immersed herself into the English language struggles by
engaging with and participating in the American culture while maintaining her Puerto
Rican accent. There was tremendous pride in being a Puerto Rican woman with an
accent, as that defined Delia as a soldier, an NCO, and a human being.

Value congruence and affection. In terms of value congruence, Delia felt that
the U.S. Army values were more in consonance with her personal values than with her
Puerto Rican values. The biggest mismatch or conflict was the ability to show affection

when in uniform in the United States. She exclaimed, “You know, Puerto Ricans, we
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usually hug and kiss.” Yet, her experience in Puerto Rico was very different: “In Puerto
Rico, everybody hugs, and we kiss, and we are like, ‘Oh, my God, we miss you.”” In the
U.S. Army, you may not show public displays of affection when in uniform. So, for
Delia, “that’s one of the things that the culture, the Puerto Rican culture probably fights
with the Army values.”

Values (personal, Puerto Rican, and U.S. Army). A value was “what defines
me as a soldier, as a person, as a human being,” Delia explained. Values were “what
defines me to be a good person, to have respect, to have confidence, and to have loyalty
to my organization and to the other human beings.” Values were important to Delia
because they were what defined her and what helped her in her problem-solving and
decision-making process. Further, values were what helped her be a role model for
others; it’s what defined her standards and what moved her to always do her best. Delia
restated, “Values is the belief. | believe, that’s the main thing: believe in the ideales
[ideals].”

Over time, Delia developed her personal values of respect, authenticity, creativity,
responsibility, power and authority, ambition, honesty, integrity, and cleanliness. In our
conversation, while Delia explained and described these values, the one value that
encapsulated them all was her independence. This drive for independence was manifested
after Delia’s mom’s passing, when her dad tried to control her and her future by

threatening to stop his financial support:

After my mom passed away that I came back from basic [combat] training, so my
dad was paying my apartment. So, I was at college, he was paying the apartment
and the car. So, I was like one day we had a fight and he were like, “That’s it. ’'m
not going to pay you anything else.” So, from that moment I told him, I looked at
him in the face and I told him, “From now on you don’t have to pay me anything
else.” And Gracias a Dios, todo a sido asi. [And thank God, everything has been
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like that.] So, from that moment I’m like: I’m not going to let anyone pay me
anything. I’m going to fight for it. I’'m going to work for it. And I’m going to do
my best to do my career and my life.

Having a set of values distinguished one individual from another, according to
Delia. Delia believed that “we always need to live by our values.” Delia felt that the first
value for all people needed to be respect because people need to have high regard and
admiration for other people and for themselves. The one value that had changed for Delia
over time was power and authority. Power and authority represented responsibility and
accountability. As you advanced in the U.S. Army, you were promoted to higher rank,
and with rank came duty, dependability, and reliability. This provided, according to
Delia, an individual soldier’s sense of power and authority. Delia was deliberate in
explaining how she understood “power and authority”—as a way to be empowered, to be
held responsible and accountable for actions, words, and deeds, and not the need to

control and command people:

It is important. I believe it’s the authority and the power comes sometimes with
obviously, the rank, the position, and I’'m not going to say anything that way, like
I said before, but it’s like with me as a female, with power and authority, I can
really say or do what I think is right. It’s not because I’m saying that [ am better
than that other person, but it’s probably because we are females. We have a
position in which we can demonstrate a little bit more power than a male,
sometimes it’s better, because it’s not the same thing, saying that a female private
than saying that female sergeant first class.

Delia was very clear about the distinction. She wanted to ensure that she was not
misinterpreted because of the negative connotations with the terms power and authority.
Delia stated, “It’s not to be in control. It’s not to be micromanagement. . . . [It’s] to have

that responsibility and to be able to guide someone.”
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Again, I can relate, based upon my U.S. Army lived acculturation experiences,
how people misunderstand the concepts of power and authority. Rank in the U.S. Army
gives you a certain amount of power and authority, yet rank does not necessarily give you
the respect you need to execute your mission with your subordinates. People may respect
your rank and position, but not you. From my perspective, you must earn the respect from
your subordinates necessary to execute your positional power by other means other than
through power and authority.

Strong family bonds, pride, culture, food, and passion about life and religion were
Delia’s Puerto Rican values. In addition, she felt strongly about “respect for the elderly
and diversity.” Living in Puerto Rico, you learned about the Puerto Rican culture, Puerto
Rican pride, and “how to be a good Puerto Rican.” Being a good Puerto Rican was all
about the culture, the family, the flag, and the national anthem. The Puerto Rican
festivities, like “parandas, like Navidades, and Reyes [Magos],” Delia said, “nos definen
como Puertorriquefios ” [define us as Puerto Ricans]. Family and friends taught Delia
these Puerto Rican values, and she was teaching them to her daughter. Delia felt strongly
that her daughter needed to be loyal and faithful to her heritage and her culture as a
Puerto Rican, to include speaking “Spanish only” at home. When leaving the island of
Puerto Rico, regardless of where you migrate to, Delia felt it was critically important to

keep the Puerto Rican values, customs and traditions, language, and culture alive:

So probably every time that we learn, every day we learn something new. I’'m
guessing, I’'m going to say I’'m guessing that we know or we understand what is
our Puerto Rican values once we are out of the island. Because when you are
inside the island everybody is Puerto Rican. You know, everybody’s the same,
yes, arroz con gandules [rice with pigeon peas] every day, or this every day, but
once you are out of the island, it’s like you need to represent, something like that,
I don’t know.
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“Strong family bonds” were consistent throughout Delia’s life. It was important to
maintain that togetherness, where the family members stick together, are together,
celebrate together, and for Delia, “fight together.”

The U.S. Army values—Ioyalty, duty, respect, selfless service, honor, integrity,
and personal courage—were taught to Delia during her time at basic combat training.
Delia explained that her experience, like that of many U.S. Army recruits during basic
combat training, was very one way, where the U.S. Army was “trying to manipulate
you.” The learning was very rote, where to survive you must be “like a robot.” The focus
of the U.S. Army training at the most basic level is to teach recruits to become soldiers
focused on the team, the collective, the group, rather than the individual.

According to Delia, the many concepts and terms taught during basic combat
training did not make sense or have meaning until after basic combat training, when you

could think about, internalize, and apply them:

Since basic [combat] training, you know, they always told us how to act, even
though you didn’t like it. So, I believe since the beginning they always tried to,
it’s like a robot so they’re trying to manipulate you. So, you have to be this, that,
you have to learn this, that, you have to learn this, that, you have to be this. Like
you know, but so probably in the beginning you don’t understand nothing; it’s just
like, “okay, one more thing.” But when the times go, “Oh, I have to be loyal
because of this. So, I have to respect because of this. I have to have my integrity
because of this.” So, you know, you understand why, that’s the why.

Delia explained that as a supervisor, sometimes she would remind subordinates
about the importance of the U.S. Army values. She recalled that recently a subordinate

unit’s personnel staff was given a deadline to comply with a mission requirement:

So my other coworker, she sent a text to everybody, a group text, “Guys, we need
your status, we need to send the PERSTAT, we are waiting for you.” So one was
like, “Oh, I’'m on leave.” The other, “I’m in appointment.” So I'm like, “When did
you think you have to let me know, because I’'m not going to send erroneous
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information.” So they were like, one of them, he was like, “Oh, so do we
supposed to read your mind, Ms. [name]?”” He’s an ES. And I’m like, “Don’t say
anything. Don’t say anything.” So he started to make comments, or unnecessary
comments. So, I put my E7 hat and I’'m like “Sergeant [name], you as an NCO
know better than that.” And I told him as an NCO you have to be accountable.
You know that as an NCO the Army is telling you that if you’re going to go
somewhere you need to inform your higher. Why? Because if something happens
to you, I know where you’re at. And I’m like in my last sentence I put, “You have
to be and act like an NCO. Period.”

Upon addressing this lackadaisical approach to mission requirements with her
subordinate, Delia reminded him of the importance of living by the U.S. Army values, as
articulated in the soldier’s creed, where it is explicitly stated . . . and live the Army
values.”

Delia’s foundational value among the seven U.S. Army values was respect.
Closely tied to respect was integrity. Delia was concerned that the new generation of
soldiers joining the U.S. Army did not have the sense of respect for the U.S. Army
values, culture, and customs and traditions that she had. Today these soldiers were more
concerned about promotions and advancement in the organization, rather than learning to
be respectful, loyal, responsible, and proud of being a soldier. Given the opportunity to
add a value to the U.S. Army values, Delia believed that the one value that needed to be
added was “contributing.” Helping others, serving others, feeding the homeless, and
focusing on the well-being of humanity were among the actions that Delia believed were

part of her duty to “contribute” and make a difference in people’s lives:

Sometimes I like to help the ones that are in need. For example, I’m teaching my
daughter to help the homeless. For example, in back at December my XO,

[name], and myself we went to feed the homeless. Now I like, I believe that side
of the humanity needs to come more often because I do it but it’s like I’'m always
so busy that sometimes I forgot about the others. You know? But yes, when I have
the time like to help others, I like to go to the here in downtown Orlando to a
homeless house and feed them, and give the kids like, even though it’sa doll, . . . I
have to feel like I'm contributing to this work.
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Reflection. Values were important and meaningful to Delia, because they served
as her “moral” compass and defined who she is as a human being. Values gave her a
sense of confidence. Values represented how she could be a role model to other young
soldiers. Delia intended to stay for 20 years of service, as she “loves the Army,” enjoyed
being in the Army, and was very passionate about the Army. The congruence between
her personal values, Puerto Rican values, and U.S. Army values was key to Delia’s
success. Delia recognized that these values come in conflict with the natural expression
of affection, where the U.S. Army does not allow it, while for Puerto Ricans it is a very
natural cultural value. Delia was very clear about not wanting to get rid of her accent, as
it was part of who she is as a Puerto Rican and an American. The process of integrating
her Puerto Rican values and culture into the American culture and values, as represented
by the U.S. Army, was the acculturation strategy that exemplified Delia’s lived U.S.
Army experience, where she always tried to immerse herself into the host culture while
retaining the customs and tradition, including language, of her heritage culture—the

Puerto Rican culture.

Tita

From the moment | met Tita, | knew | was in for an unforgettable adventure.
Tita’s enthusiastic energy, contagious passion, and natural genuineness gave me a first
impression that will forever live in my memory. | can best summarize Tita by saying
“what you see is what you get”—nothing more and nothing less. So, | was looking
forward to listening to her voice and listening to the story of how she has become the

authentic human and the fine soldier she is today.
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Tita, the oldest of seven, was born and raised in Puerto Rico to Puerto Rican
parents. Her stepfather was one of 18 children, and as Tita explained it, “Asi era el
campo ” [That’s the way it was in the Puerto Rican countryside]. Tita completed a
bachelor’s degree and completed all the military education commensurate with her next
rank. Since joining the U.S. Army, she has been fortunate to be on active duty orders,
which allows her to maintain a quality of life where she can support her family and meet
her financial responsibilities.

Joining the U.S. Army. Although initially Tita’s grandmother and husband at the
time did not want her to join, she eventually joined the USAR to maintain a standard of
living and take care of her husband, who had been diagnosed with cancer. Tita’s husband,
who later supported Tita’s decision to join the U.S. Army, was an active-duty soldier, and
they were anticipating that he would be discharged because of his medical condition. Tita
advised me, “He’s cancer free, thank God.” Joining the USAR was intended to be a
“temporary” situation, yet it became a “[semi-]permanent” situation, since her time on
active duty depends on available funding.

After completing her initial military education (U.S. Army basic combat training
and AIT), Tita was assigned to her first unit in the U.S. Army Civil Affairs and
Psychological Operations Command (Airborne) (USACAPOC-A), an unusual U.S. Army

assignment for a very junior and inexperienced soldier:

After the typical basic [combat] training and AIT, I went to USACAPOC when
USACAPOC was under USASOC. I was basically the first private in the
command level. I remember going to that building, Echo 2929, where all the
guards get to tell me, “Oh my God. Man, it’s been years since I’ve seen a private.”
That was my cue that I was the very first private serving at a command level.
Served with them for a couple years, then I volunteered to go to Iraq with the
414th Civilian Affairs Battalion, which was the last CA [Civilian Affairs]
battalion in theater.
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Tita was now assigned to a USAR headquarters in Puerto Rico, working in operations,
training, readiness, logistics, and human resources.

Tita prided herself on being a pioneer—the first person to join the military in her
family, the first to take on responsibilities traditionally assigned to more senior NCOs and
officers, and the first Puerto Rican to be in charge of the personnel and administration
(G-1) section in a general officer command.

An acculturation challenge for Tita was how soldiers address each other; in the
Puerto Rican culture, as a very affectionate and physical culture, greetings involve an
exchange of a kiss and a hug, which may not be well understood or accepted within the

U.S. Army in the United States:

We are Puerto Ricans before we’re soldiers. Our culture—and this is gonna sound
contradictory—over here in uniform we are hugging, loving, and kissing. We are
“como esta, como esta tu?” [How are you, how are you?]. From an outsider who
see us doing that is portrayed as something wrong, but that’s part of the culture.
Even though it says “U.S. Army” here and you want to see and the first time I see
you, como tu esta? [Hey, how are you?] That’s part of the culture.

In addition, when you address each other, regardless of rank and position, you
approach each other warmly and by first name, whereas in the U.S. Army, Tita said, “you
tend to be more cold, more professional.” As you acculturate into the U.S. Army, you
learn that there are policies and regulations that speak to the proper way of how soldiers
of different ranks address each other. For me, these “professional courtesy” practices and
rules represent the uniqueness of the U.S. Army culture, where “orders” are obeyed and
where “respect” is extended to those soldiers senior to you. It is a cultural value of the
U.S. Army | appreciate.

Since Tita had 20 years of service, she was considering retirement, but she was

weighing her retirement options. Tita’s top priority was to give back to her family,
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especially her parents and her grandmother. Tita felt compelled to honor her family by
giving back the time she could not have with them because she was deployed or living in

the United States:

It’s basically family that it comes to the point that you gave your share. Because
you know, giving your best years to the Army, your youth, you know your good
reproductive years as a female, your reproductive years to the Army. It comes
down to the point where being separated from my family for 23 years, because I
was separated from my family for 23 years being at [various military
installations]. It’s time for me to recuperate that time as much as I can before my
grandmother passes away.

Value (Puerto Rican): Pride. In our conversation, | asked Tita about what it
meant to be a Puerto Rican and an American. She immediately responded, “Primero
Boricua; first, | am Puerto Rican.” Tita said, “I’m proud of the culture that I’m in. We are
a people person. We are blessed.” As a Puerto Rican woman, Tita explained, “In my case,
I’m in the clash of two different cultures, the American culture and the Latino culture, in
general.” Tita was raised by a very traditional grandmother and great-grandmother who
taught her about the pride “to be at home, to be a housewife, and to have children.” Being
exposed to the American culture during her acculturation lived experiences into the U.S.
Army, Tita prided herself in being “less traditional and more liberal” in her beliefs and
values about the role of women.

Tita prided herself on being a Puerto Rican woman because it has helped her
become a soldier. As she candidly stated, “Hablando de pueblerinas, nosotras tenemos
cojones” [Speaking from a small town, we have guts]. When Puerto Rican women want
something, they give all of themselves to get it. Tita felt that relative to American
women, Puerto Rican women were more determined, because Puerto Rican women have

more challenges, culturally and socially. Being a woman is a challenge, regardless of
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culture, Tita surmised, “You know a lot of people take us for granted.” In the United
States, based on Tita’s acculturation experience, “Culturally, . . . Puerto Ricans are not
viewed as equals in the United States. . . . Actually, we’re viewed as inferior.” Based on
Tita’s acculturation experience, women in the United States were not seen as equal to
men, and Puerto Ricans were seen as inferior to the American people.

Values (Puerto Rican): Machismoand marianismo.Family was a critically
important value for Tita, with the concept characterized by the marianismo and
machismo female and male gender stereotypes, respectively, within the Puerto Rican
culture. I asked Tita how she defined machismo. She explained that “machismo is
something that has been taught culturally. Unfortunately, has been backed by women.”
She further explained that Puerto Rican women, as mothers, raise their young boys to be
machistas. In addition, Tita believed that no gender should be better than the other:
“We’re supposed to complement each other, not be more superior than the other.” Tita
experienced the Puerto Rican cultural machismo initially during her marriage, where her
husband did not want her to join the U.S. Army.

As Tita explained, “And machismo, that thing about a woman supporting a guy is
a ‘no no.” Because, the machismo . . . he doesn’t want a woman supporting him. It’s part
of the culture.” The machismo was more evident in the Puerto Rican campo (countryside)
than in the metropolitan areas. As advanced as Puerto Rico is today in the metropolitan
areas, there were areas in the countryside where the traditional Puerto Rican cultural

traditions and practices were deeply engrained and still practiced to this day:

Yes, if you go to the countryside of Puerto Rico. You still San Lorenzo, I used to
live in San Lorenzo, you can see, when the people they greet you they greet the
guy and then they go, “Hi, Ma’am, how’s it going?” Unless if you reach out your
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hand first then they won’t touch you. Which is very similar to the Arab culture.
Very similar.

As a result of Tita’s acculturation experience, she credited the U.S. Army for
empowering her to see life from a different perspective relative to her role as a woman in
the Puerto Rican culture. This empowerment moved her and inspired her to understand
and to a certain degree overcome the stereotypical female gender roles (marianismo) that
went along with the Puerto Rican male gender roles (machismo) and within “esta
comunidad patriarca” [this patriarchal community]. Tita was proud that she proved to
her grandmother, who had taught her about her role and responsibilities as a woman
(marianismo) in Puerto Rico, that because she is in a profession that is “traditionally for
men” she can achieve and do the same things men can do. Tita believed that the U.S.
Army reinforced what she believed all along, that women were not born to stay in the
house and fulfill the traditional housewife functions, as she was taught by her

grandmother. Tita’s grandmother agreed with her:

Because my grandmother raised me like girls belong to the house and when I saw
my uncle turning 16, cause we 3 years apart, [ say when I’'m 16 I’m just gonna go
party just like him. So, when I turn 16 it’s like: No, you’re not going nowhere.
What? That was the argument that I had with my grandmother, but even like that I
was the first person to go to college in my house. . . . All the stuff that you didn’t
want to me leave the house, guess what, I was the first person who go to college.
And I’m the one who holds a position, a profession, that is traditionally for men.
She was like, “Yeah, you’re right.”

When Tita was growing up she experienced and was taught the marianismo roles
that “once you are a teenager, you are expected to get married and have children. . . .
Your role in society was being a mom, have children. . . . If you are going to work,
you’re going to be either a secretary, a teacher, or a nun, or a nurse.” To make matters

more interesting for Tita, she indicated that there was a “patriarch community” in Puerto
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Rico, where the male figurehead had many freedoms, such as dating multiple partners,
while if the woman acted in the same manner, “demand[ing] the same sexual life as a
man, oh, no no no no, she’s something else.” What Tita found ironic is that the Puerto
Rican women reinforced and perpetuated the “patriarch” mentality within the Puerto
Rican culture, “We still have that ‘patriarchal’ mentality. And it’s not enforced, and the
fun part is that it’s . . . most of the time it’s enforced by women.” Tita experienced the
same type of mentality and practice when she went to the mosque to practice her faith,
“And it’s funny because when I go to the mosque, that patriarchal mentality is enforced
more by women than by men.”

Acculturation: English language proficiency and Puerto Rican accent. During
U.S. Army basic combat training, as she was going through the acculturation experience,
Tita realized the diversity of languages that people spoke, many with different accents, to
include a soldier who was Navajo. Tita explained, “And, that’s what a lot of people don’t
understand, if you survive the basic [combat] training environment without knowing
English, you can deploy to a foreign country and you will do well.” Tita’s reasoning was
that when you lack the verbal knowledge and comprehension of English or any language,
you must depend on “how to read people’s body language and pay attention to detail all
of what they [are] telling you.” Tita stressed that paying attention to people’s body
language, facial expressions, and eye movements could enhance and facilitate the
communication between people who speak different languages.

The other critical acculturation lesson learned during basic combat training that
helped Tita in her responsibilities when deployed and in interacting with other cultures

was the utilization of hand signals and hand gestures to communicate with other people,
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even those who may speak your same language. That was how she communicated during
basic combat training, because of her lack of proficiency in the English language. Tita
summarized her experience with language proficiency by stating, “The language barrier,
it’s a huge thing.”

Tita told a very funny story relative to her language learning and lived
acculturation experiences that happened during basic combat training. While her unit was
in the weapons range qualifying in their assigned weapon, the drill sergeant showed her a

paddle that spelled “UR8UP” (You are ate up!):

Well, there was another one that I was at the range shooting with my battle buddy.
And the drill sergeant, . . . he kicked me out my Kevlar and he showed me his
paddle—also U, the letter U, the letter R, and then number eight and then UP.
Which means, and now I understand, “U R ate up.” And then I told my battle
buddy, I was like, “Hey, the drill sergeant is going to put us up eight more targets
for us to shoot so we can qualify.” And we stayed right there waiting for the eight
targets. I said, “Hey, they’re going to hook us up.” And so we felt stupid waiting
for the eight targets. Then I was mad because I was like, “You promised me eight
targets so I can shoot.” Because I turned out to be marksmanship and I was like,
“No, eight more supposed to be sharpshooter because you told me you was going
to give me eight targets.” And no, it was that “you are ate up.” I said, “Oh no, oh
no, oh I messed up, oh oh oh oh.” But yeah, I saw the letter A and up. I was like,
“Oh, we’re going to get eight more targets to shoot; how sweet of them.”

Again, it was hard enough to learn the English language using the English vocabulary.
Once acronyms were used, it was that more difficult to comprehend.

Values (personal, Puerto Rican, and U.S. Army). Tita stressed that values were
something that you were taught (by your family) and “you modify them based on the

experiences that you have in life.” Values, for Tita, provided you with limits:

Left and right limits, that sample that I can give to you, because it varies from
person to person. Something really big, okay when it comes to money. When it
comes to money, you know that your right limit is to keep the accountability of all
your equipment. To keep that accountability of that budget, of that money,
everything. That is your right limit. You know to do things without, to do the right
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things without people watching you. You know? The left limit is, you know, do I
have the opportunity to do that with that stuff where I want? Of course, I have the
opportunity, but I’'m not going to do it. That’s what it is.

Tita stated that her personal values were based on balancing life, justice,
meaningful work, spirituality, and service to others. Once a month, Tita cooked for the
homeless people in Puerto Rico. This gave her an opportunity not only to provide food
for the homeless, but more importantly to understand the life they are living, their
communities, how they communicate, how information is shared, how well organized

this community is, and what is going on inside the prisons:

Service is all about giving a helping hand. Once a month I cook for the homeless
people. So, when I distribute their food, of course I get their intel and all the juicy
gossip about the homeless community, but it’s all about helping them out and
most of the time is that they want the food without being talked about religion and
all that stuff. All I want is the food, they listen, somebody to listen to them and
that’s it. That’s what I deliver.

Tita’s life acculturation experiences provided her with the perfect learning
environment to learn about values and beliefs. Yet, Tita gave much credit to what she
learned about life and her Puerto Rican culture to her grandmother and great-
grandmother, who raised her.

Food and cooking were at the center of how Tita learned and lived her personal
values. She told the story of how, during deployments, she carried her el caldero
(cooking pot) along with all the necessary ingredients. The intent was to cook for others
and provide them with a connection and with the feeling of a “home away from home.”
Tita hung a sign by el caldero that said, “If you know what this is, come and serve
yourself, and eat.” This symbolized the value of service to others and how important it

was to have a little bit of a “home” experience while deployed. Justice was another
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cornerstone of her personal values. As Tita expressed, “Porque los abusos no me gustan”
[I do not like abusive behaviors].

Family, food, el chinchoreo, and pride were Tita’s top three Puerto Rican values.
For Tita, family was a lot more than her immediate and extended family members; it was
the overall Puerto Rican people and culture and the happiness that went along with it. As
Tita said, “Here in Puerto Rico, we tend to be like happy people. We are happy, we are
happy people. Thanks God | was born and raised here.” Happiness was the key to being
from Puerto Rico and living the Puerto Rican life. Food was at the center of the Puerto
Rican culture. Whether in formal or informal situations, at home or at work, in the streets
or in a building, food was ever present. Tita said it was “because food connects us as
Puerto Ricans.” Pride was the glue that kept the Puerto Rican people united, especially in
time of need. Tita explained that she experienced the bond and the pride in Puerto Rico
during the recovery efforts after Hurricane Maria, when people were flying in from all
over the world with the supplies and equipment needed to support and assist the Puerto

Rican people:

When I was driving, taking the people that I was evacuating, that sense of pride
when I saw those flights coming with /a planta eléctrica [electrical generators] for
grandma and all the stuff. For me vale oro [is valuable like gold]. And you don’t
find that en mucha cultura en Estados Unidos [in much of U.S. culture], you
won’t find that. Cargando la planta [eléctrica] para abuela [carrying the electric
generator for Grandma].

The pride people felt was based on knowing they were making a difference, whether the
people were the best of friends, family, or strangers. In time of need, everyone
contributes and everyone helps.

Finally, el chinchoreo (kiosk hopping) was imperative in Puerto Rico. El

chinchoreo was a traditional weekend and even weekday practice where Puerto Ricans
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packed the family into their cars and went to the beach area and went from food kiosk to
food kiosk. Each kiosk offered a different Puerto Rican food delicacy—alcapurrias,
mofongo, arroz con gandules, bacalaitos fritos, chicharron, and others. Tita told how she
proudly took her grandmother on her jeep to el chinchoreo, which included everyone in

the family, young and old:

Here, Puerto Rico, because our food is good during the weekend, you go on a
Jeep or in a bicycle, whatever you have, and you just go kiosk hopping. This first
one you ate alcapurria. The second one the mofongo. Then the other one you go
and get the bacalaito. You just go around the island. Sometimes there’s a festival
en Orocovis de la Longaniza [in Orocovis sausage festival] or you go to Guavate
when you get there’s called like poor cabin. En Guavate, poor cabins. So is about
sharing family, cause I take my grandmother along with me. I have to carry her to
get on the Jeep cause my jeep is tall. The Montero. I have to carry her too. I got
like a little stool. So she can get up. I just go out with her. Also, when you party
here in Puerto Rico, you see the adults and children. It’s like more family, a
family thing. It’s not like back in the states where children is completely
prohibited from adult activities. Here children come along. It’s everybody.

Personal courage, among the U.S. Army values, highlighted for Tita what you
needed when you joined the U.S. Army and what you needed to successfully “integrate”
into the U.S. Army culture—especially for a Puerto Rican woman with minimal to no
knowledge of the English language being exposed to a different culture in a very
challenging and demanding environment.

Tita recalled the guidance she received from a fellow soldier: “Hey, this is easy.
When you go to basic combat training just imitate everybody [and] for everything say
‘yes, drill sergeant.” And if you don’t know what to do, tell them you do pushups and
you’ll be fine.” So, that is what Tita did during basic combat training. Tita recalled an
incident when she was addressed by a drill sergeant because she was talking about the
military jargon to another recruit. The drill sergeant called her and said, “Hey private,

Private Smiley. Are you CID?” Tita responded, “Yes, drill sergeant. See ID, see ID, drill
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sergeant.” She thought that the drill sergeant wanted to see her ID (identification card);
instead, the drill sergeant was asking her if she worked for the CID (Criminal
Investigation Detachment) because of her conversation with her fellow soldier. Watching
Tita tell this story, with all the facial expressions, mannerisms, and fast talking, was a
sight to be seen, and her laughter was contagious. It was a very funny story!

For Tita, “Honor is the most important one.” If you execute all your
responsibilities honorably, the rest of the U.S. Army values will be properly aligned.
Given the opportunity to add a value to the seven U.S. Army values, Tita would add
“acceptance.” Based upon her acculturation experience into the U.S. Army, Tita was
compelled to believe that certain ethnic populations within the U.S. Army were not given
the respect and treated with the dignity they deserve as humans, regardless of their
gender, sexual orientation, religious beliefs, ethnic background, political views, etc.

Tita saw her personal and Puerto Rican values as congruent with the U.S. Army
values. She acknowledged there may be conflicts, such as the expression of affection, the
lack of courtesies and formalities among the Puerto Rican soldiers, and the conflict
between duty and family. Tita said, “Nosotros somos bein apegados a la familia” [We
are very tight with our families]. It was very difficult for Puerto Ricans, especially
mothers, to leave their families behind when duty called, even if it was for a weekend
battle assembly, a 2-week training exercise, or a deployment. Tita said, “Ya tu distes la
palabra” [You already gave your word]. That word was the oath of office, “to support
and defend the Constitution of the United States.” Every service member in the U.S.
Armed Forces take an oath of office that emphasizes the pledge to the U.S. Constitution,

which represents the American people; emphasizes allegiance and loyalty to the
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American people; and emphasizes obedience to superiors, including the president of the
United States. This oath of office is our sacred word and our noble pledge.

Reflection. Tita was proud of being a Puerto Rican. She identified “integration”
as the acculturation strategy she experienced when joining the U.S. Army. Tita stressed,
“As a Puerto Rican female in the military, other than the general challenges we all face as
Puerto Ricans, the integration was a major tool in order to create the balance between
culture (being female, language, especially family, the way Latino women in general are
viewed in the military) and military.” Although she was brought up very traditionally, as
exemplified by her grandmother and her great-grandmother, Tita acknowledged that her
life and U.S. Army acculturation experiences have taught her that the stereotypical
gender roles (machismo and marianismo) in Puerto Rico need to evolve into equality in
gender roles. While machismo still exists in Puerto Rico, women must continue to pursue
opportunities that show and demonstrate to the machos there must be an equal balance in
the roles and responsibilities of women and men in today’s world. Balancing life, justice,
meaningful work, spirituality, and service to others were Tita’s personal values that were
in congruence with the U.S. Army values, where personal courage and honor guided her
decisions and actions. Tita’s Puerto Rican values (family, food, “el chinchoreo,”
happiness, and pride) were what gave her the strength to firmly state, “Puerto Rican

first.”

Wanda

After preliminarily conversing, connecting, and setting up our interview by
phone, | knew that | would be engaging a soldier who has had many challenging life-

enhancing experiences. | was looking forward to having this conversation and dialogue,
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as | knew Wanda’s story would be one of challenges but also inspirational. Wanda’s
story is one of strength, determination, and pride. Her parents are both native Puerto
Ricans who thought the U.S. Army was “not a profession” and, thus, did not see the
military as a career. Educationally, Wanda has focused on the U.S. Army’s academic and
professional requirements for assignments and for advancement.

Joining the U.S. Army. Wanda has served the U.S. Army for over 20 years, a
decision she characterized as “the best decision I ever take in my life, and [one] I’m
really proud of.” Before joining the U.S. Army, Wanda described herself as “a mess.”
Her U.S. Army story began when she found herself in court in Puerto Rico, after
defending her life from her abusive husband. The judge adjudicating Wanda’s case was a
USAR soldier, dismissed her case, and encouraged her to consider joining the USAR, as

he saw her as a strong woman:

“You are a strong woman. You have survived many things in your life, and I think
that this will help you, not only to consolidate all this rage or anger that you have
in your life. It’s [USAR] also gonna push you to do better things with yourself.
It’s not gonna be just about others, it’s also gonna be about you and your family.”
I had a daughter at that time. My daughter was only 3 years old. I did consider it
strongly to do something for her and give her a better quality of life.

Later that evening a U.S. Army recruiter showed up at her work, after hours,
looking to buy pizzas for his soldiers who were getting ready to ship to U.S. Army basic

combat training. He immediately engaged Wanda and discussed the U.S. Army:

He look like professional. I trust him. He picked me up. Took me here to Fort
Buchanan. Gave me a run around the base. Showed me everything that I could get
if I become a soldier. Took me to take the test and I passed with 35, which is, he
said like, “this is awesome, you don’t even know English and you pass the test.” |
was really good in math. He explain to me everything about the military. I said,
“You know what? I have to take a chance in my life. Let’s do it. ’'m leaving.”
And I did.
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Wanda joined the U.S. Army because she wanted to get on the right path, enjoy a
better quality of life, and provide for her daughter. Serving in the USAR allowed Wanda
to maintain her civilian employment while gaining exposure to and experience in the U.S.
Army. USAR soldiers maintain a dual career: their day-to-day civilian professional career
and a one-weekend-a-month U.S. Army professional career. One of the greatest
advantages of having a dual career is the opportunity to obtain civilian-acquired skills
and military-acquired skills, which can be applied to and used in the other career paths. In
my personal experience, | applied the leadership skills I acquired from the U.S. Army to
my higher education profession, and applied my human relations skills to my U.S. Army
professional career. | value these two sets of acquired skills, for they served me as |
advanced professionally in both milieus.

U.S. Army basic combat training was very difficult and challenging for Wanda.
She missed the first three days of her training because she did not understand the
directions from the drill sergeants. Wanda overcame this lack of English proficiency by
depending on her battle buddy from Columbia who was providing guidance and
translation for her and by depending on the drill sergeants who were very sensitive to her
age and having a daughter in Puerto Rico. What was fascinating about Wanda and her
story was that by utilizing her mathematic knowledge and skills, she figured out the
sequencing of answers and successfully passed the English proficiency test. This
achievement meant that she did not have to attend the intensive nine-week English
proficiency course at the Defense Language Institute English Language Center in
Lackland Air Force Base, Texas, before attending basic combat training. Wanda’s first

days at basic combat training were an adventure:
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So, I go to sleep. Next day I open my eyes, everybody’s there again. I say, “This is
a lot of people again.” Next day, same for 4 days. One day, this group of people
comes, and it’s a Colombian girl, . . . and she said, “What are you doing here?
When did you get here?” I said, “I got here last Monday.” She was like, “What are
you still doing here?” I said, “I don’t know, they never have come and pick me.”
And she said, “You have to leave with the rotation.” I missed three rotations
because I didn’t know they were calling me.

While at basic combat training, Wanda could not understand the directions and
was sent to retest in English language proficiency and comprehension. During the test the
proctor was very understanding and sensitive to Wanda’s home and personal situation
and passed her, and the drill sergeant allowed her to complete basic combat training.

Wanda held various USAR positions in Puerto Rico before joining the USAR on
a full-time basis, where she is focused on just her U.S. Army professional career. Since
joining the U.S. Army, her biggest point of pride and reward has been the quality of life
she has provided for her children. Because of the benefits and the opportunities provided
by the U.S. Army, she has raised her children as a single mom and provided an
environment where the children can grow, develop, flourish, and thrive. As Wanda
declared, “I’m really proud and happy to be a soldier.”

Value (Puerto Rico): Pride. Being a Puerto Rican woman, for Wanda, was about
culture, courage, strength, pride, and being different from anyone else. In addition, she
characterized Puerto Ricans as people who are “challenging,” meaning Puerto Ricans

never accept the status quo and push the limits of authority, a Puerto Rican value in itself:

We have our own way to feel life, our own way to do stuff. We’re challenging
people, we like to challenge, even the law, you know sometimes. Right now here
in Puerto Rico they initiate that law that you cannot cross the white line on the
light, on the traffic light. You still see people trying to go over the white line to
see if a cop come and give them a ticket. You see Puerto Rican have their own
way to do stuff sometimes.
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Wanda felt proud, honored, and privileged to have been born in Puerto Rico.
Because of their strength of character, argumentative nature, being outspoken, being
tough-minded, and being strong-minded or difficult, Wanda saw Puerto Rican women as
unique and an “exclusive type of females.” Wanda attributed the success she experienced
in life to the Puerto Rican woman’s strength of mind: “I will say, if | were not as strong
mind[ed] that I am, | probably would not be in [the] service.” She emphasized that Puerto
Rican women were “raised to be women with an attitude.” Further, Wanda expressed that
the value of her acculturation experience in the U.S. Army was its uniqueness and the
diversity of cultures and people who were an essential part of its organizational
composition.

Acculturation: Opportunities and challenges. Wanda expressed concern about
the lack of opportunities afforded to female soldiers, but more important, to Puerto Rican
female soldiers. She observed that the same type of soldier is given the same leadership
and professional development opportunities at the expense of soldiers who are different
or in the minority. Wanda was determined to change that mindset by being an example of
how Puerto Rican women can achieve those command positions by fulfilling all the
educational requirements and assignments to compete for them. Wanda’s dedication,
drive, and determination (values) to meet those challenges can be summarized by her
statement, “If | can change one mind, I’m changing the Army. I’m not going to stop just
because someone told me, ‘Don’t do it.” I will try my best every day to do what is right.”
Wanda strongly believed that women in the military “just don’t come here to cook and be

nurses; we came here to be leaders and we have the ability.”
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As | reflected on my U.S. Army career, the success | experienced was directly
related to the positions of leadership (command) | was assigned as a commander. |
recognize and acknowledge that to get those positions is a matter of luck, timing, and
having a “sponsor” who can speak on your behalf during promotion, assignments, and
education selection boards. That is the essence of the problem I see; Puerto Rican female
soldiers do not have a senior Puerto Rican leader (mentor or sponsor) who can give them
the “voice” and representation at those boards.

Reflecting on Wanda’s experience and values, | sense there are implicit and subtle
biases in action within the assignments selection, professional military education
selection, and promotion selection boards at the highest level within the U.S. Army and
the USAR. Until those implicit and subtle biases are addressed where all soldiers,
regardless of gender, ethnicity, faith beliefs, etc., have access to opportunities and are
treated equally and justly, there will always be an imbalance in assignments and
promotions at the highest level within the U.S. Army.

Acculturation: English language proficiency and Puerto Rican accent. As part
of Wanda’s acculturation experience, the lack of English language proficiency has been
her biggest challenge. By being integrated into the American culture and with the
American people, Wanda learned the English language. This learning process started
when she regularly attended a child development center at a U.S. Army installation,

where the kids taught her the English language:

I was alone without English with my two kids in Fort Benning, Georgia, and I
have to learn. I was obligated to learn. And I told him, “Hey, I need to learn
English and I need to be more exposed.” So I went to the child development
center, [ say, “These little guys don’t need to talk too much, but they actually
teach me how to talk, because with kids, they know very little language, and you
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learn what they know.” So some of them were telling me things and I’d say, “Now
I know what he’s saying.” I learned with kids.

When | asked her if her English language proficiency or accent affected her
ability or other soldiers’ ability to acculturate and grow and develop in the U.S. Army,

she responded, “totally!”:

But, you have to see it in different ways. It’s depending where you are. Here in
Puerto Rico, is it . . . you are surrounded by Puerto Ricans all the time. They do
understand 100% what you’re saying, all the time. Sometimes you have to go to
the States. Sometimes there are other people from different areas of the United
States, they have accents as well. Meet someone from Louisiana, see if you
understand half of what they say. I think, everybody in the States have a little
accent in one way or another. People from New Jersey have accents, people from
New York have accents. It’s just the way that you take it.

Wanda’s experiences and observations led her to conclude that everyone has an
accent, regardless of where they come from or live in the United States. From Wanda’s
perspective, to judge, highlight, or pinpoint Puerto Ricans or other non—English-speaking
minorities in the United States because of their national accent was unfair and
unnecessary. Wanda emphasized that when she was belittled because of her accent, she
responded by asking the other U.S. Army soldiers, “How many languages can you
speak?” They predominantly responded by saying, “only one, English.” Wanda stated,
“It’s unfair for you to say that I’m not fully proficient in English when I can really speak
good Spanish [my native language].” While Wanda acknowledged that the operational
language of the U.S. Army is English, “you cannot make a difference just because | have

an accent because I’m communicating with you, right?”” To Wanda:

I say take the accent as a knowledge. The accent is not a deficiency, it’s a benefit
because it means that I have cultural growth. I have more than one culture mixed.
That means that, yeah, people that have accents means that they have other
knowledge besides the one that you are trying to say. Right now you’re trying to
say that I don’t speak perfect English. Why? Because I probably speak another
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language. You have to think about that. You have to think about that, I'm growth
on culture. I don’t care about what they think about the accent. I speak regardless,
and I say, “Well, this is what is going to happen. You think that I have an accent?
Are you going to try to understand? Open your mind, try to understand. You don’t
understand, I will repeat it. You don’t understand, I will look for the way to write
it for you so you understand.” It doesn’t show my sense of ignorance; it senses
your sense of closed mind to open your mind to new things, including an accent.

Values (personal, Puerto Rican, and U.S. Army). A value for Wanda was
“everything that makes you.” Further, values “shape you and give you a standard. . . . It
gives you direction.” Wanda’s personal values included commitment, dedication, loyalty,
friendship, and selfless service. Wanda indicated that she was a dedicated person and
“very loyal to my family, to my friends.” The few friends she had were friends forever.
Selflessly helping others in time of need, without recognition, was what Wanda valued in
her life. For example, soon after Hurricane Maria hit Puerto Rico in September 2017, she
flew to Puerto Rico to not only help her family and friends, but to facilitate the

communication between families in Puerto Rico and their families in the United States:

I left North Carolina. I told the people over there, “Hey, I’'m going to Puerto Rico;
if anybody need anything, let me know.” So, a lot of my friends that were in the
States, they were saying, “How I can find my mom? I haven’t been able to
communicate with my dad. Hey I don’t know how is my sister.” I went to each
one of their houses and see how they were doing. I record them. I say like, “I’m
just gonna message to your sister.” They say, “Hey, I’'m okay; we’re doing fine.”
Then, I was going to an area where they were signals, so they knew how they
were doing. Even if I didn’t take no sleep, or no nothing. I always wanted to see
other people doing great. The people in my neighborhood, some of the females
they could not find milk for the babies. I say like, “Hey, tell me what do you need.
I’m going to post [Fort Buchanan]. I can buy.” I came over and I buy milk for
majority of the female that had children and stuff like that.

Wanda learned additional personal values from her parents, who raised her to be

determined, to always serve others, and to fend for herself. Personal values were very
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important for Wanda because “it not only shaped me, it shaped the people that I also
influence, like my kids. . . . | feel proud of the mother that | am today.”

Highly influenced by her parents and the Puerto Rican people, Wanda’s Puerto
Rican values were numerous. When she described them, her face lit up with a strong
sense of pride and strength. After mentioning her appreciation for good Puerto Rican
food, she commented on being able to “stick together” as a family and the pride and
“commitment to always represent what you are and don’t let anybody make you feel less
than what you are.”

In addition, Wanda was humbly grateful for the fact that she was born in Puerto
Rico, an island filled with beauty because of its mountains, the sea, the weather, and its
people. “How you cannot be proud of the type of people that you are?” Emphatically she
expressed, “We’re not white, we’re not black, we’re not Indian, we are a mix of
everything, so we love everybody. We don’t hate no one.” This was a clear indication of
Wanda’s pride in the Puerto Rican people’s heritage, which is a mix of Spanish, African,
and the Taino Indians, the Puerto Rican indigenous people. This further underscored that
for Wanda, in Puerto Rico, unlike the United States, there was no separation of people
because of their racial or ethnic backgrounds. This was my experience growing up in
Puerto Rico. I did not experience “color” until I came to the United States. The Puerto
Rican people are very diversified, as you will see people with very dark skin, people with
light skin, and everything in between. Because of our cultural and ethnic heritage, Puerto
Ricans are very accepting and welcoming of people from various cultural and ethnic

backgrounds.
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Last, Wanda stressed the importance of independence as a value—being

independent in actions, in decisions, and in thoughts:

You have to learn that independence of decisions. I never remember my mom
walking me to school or taking me in a car, because we didn’t have a car that was
my mom’s until I was 16 years old. I walk every day to school, and I live about a
mile and a half from the school. And I walk every single day since I was 5 years
old going to kindergarten with my little lunch bag. That shows your independence
since you were little. And know how to say no to someone that stop by you and
say like, “Hey, come on, I give you a ride.” “No, I don’t know you, my mom told
me don’t get in nobody’s car,” and you take that decision since you were a little
child. I think my independence has been established since very young age and that
has increased with the responsibility as I grow up.

For Wanda, her Puerto Rican values represented the nature and essence of the
Puerto Rican people. As Wanda so eloquently expressed, “I love my life and | love my
island, and I love my country and I love everything that we are, [and] we have to take
care of it—our surroundings.”

Among the U.S. Army values, personal courage and loyalty were the most
meaningful to Wanda. This was manifested during her deployment to Iraq in 2007/2008,
when her forward operating base was under mortar attack and her living quarters, called
the “hooch,” were directly hit by a mortar. Without concern for life, Wanda and her
fellow soldiers ran into the destroyed living quarters to search for survivors of the attack.
Although no one was hurt or killed in the attack, the soldiers were most concerned about
each other’s well-being, “But our selfless service taught us, if someone is in there you
have to do something. We didn’t think about us, we just think about the people that could
be in there.” This was the personal courage and selflessness that Wanda exemplified
throughout her military career.

Integrity was a U.S. Army value that guided Wanda’s life, “I am integrated to my

roots, to my beliefs, to my standards, and regardless of what people can say and can
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direct me to do. If I believe what 1I’m doing is the right thing, I will stick to that.”
Wanda’s sense of integrity served her well in her problem solving, her actions, her
decisions, and the way she carried herself as a professional soldier. As a result of her
integrity, Wanda was inspired to live a fulfilling life.

Wanda stated, “My personal values have been shaped by my Army values, so |
will say that my personal values are a constitution within my Army values and my Puerto
Rican values.” When describing the congruence between her personal, Puerto Rican, and
U.S. Army values, Wanda saw them as ““a trilogy. | think they all have to be in harmony
with each other.” Further, the “trilogy” served as the guiding values that were
incorporated into the roles she played in her life, “the Puerto Rican woman, the soldier,
the mother and the family member.”

Reflection. Wanda faced very challenging acculturation experiences in the U.S.
Army and her personal experiences. She considered joining the U.S. Army the best
decision she ever made, as it provided the best quality of life for her children and for her.
For Wanda, being Puerto Rican meant valuing being different, having a unique culture,
having a sense of pride, and challenging the status quo. Although Wanda believed it was
tough being a Puerto Rican woman, their tough-mindedness and courage allowed them to
thrive. Our conversation was focused on how the U.S. Army can provide opportunities to
female soldiers in Puerto Rico, where the U.S. Army must go beyond the “paperwork” to
have a better understanding of the individual behind the paper. In this manner, Wanda
believed, Puerto Rican female soldiers would be afforded more opportunities to be

competitive for leadership and command positions.
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For Wanda, values represented a “good person”; “values shape you, define your
standards, and provides direction to the leadership.” Personal values were Wanda’s
driving force, where pride and family were most important. As to her Puerto Rican
values, food, family, pride, gratitude, cultural heritage, and independence served as her
cultural foundation. Loyalty and personal courage were the two U.S. Army values that
served as her “standards” for performance and behavior within the U.S. Army. Wanda
described the congruence of the three sets of values as the “trilogy” that helped her
execute the various roles and responsibilities she had in life—mother, daughter, soldier,
and leader.

Wanda aspired to achieve the rank of sergeant major, where she could continue to
change present limiting mindsets, to give back, to help others, to be in leadership
positions, and to finish her bachelor’s degree. Wanda wanted to be in leadership positions
where she had the authority to “shape” the decisions that impact the opportunities for
Puerto Rican female soldiers. Wanda sought fairness and equality in the opportunities
provided to soldiers.

Wanda strongly believed that having an accent and the lack of English language
proficiency impacted the growth and the development of soldiers during their
acculturation into the U.S. Army. Our final discussion related to the present political
status of Puerto Rico—how people do not understand the history or present political
status of Puerto Rico in relation to the United States and how this lack of understanding

undermines the values, culture, and importance of the Puerto Rican people.
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Alejandra

After the initial formalities, Alejandra seemed nervous and anxious about the
opportunity to tell her story, a story that needs to be told. She was very gracious and
ready to embark on the journey. Recognizing my seniority and my desire to create an
open and comfortable interviewing environment, | advised Alejandra that it was okay for
her not to address me as “sir.” She acknowledged my request, yet her highest level of
respect for my rank permeated the interview.

Alejandra proudly stated that she was born and raised in Puerto Rico in a
Christian environment, by a traditional Puerto Rican family. Alejandra’s dad, a jibaro
(referring to the Puerto Ricans from the countryside who farm their land in a traditional
way to sustain themselves), to “escape” from his family, served in the U.S. Army for
three years during the Vietnam War, although he never went to Vietnam. While growing
up, Alejandra was consistently compared with her brother, who did not pursue a career in
the U.S. Army. As Alejandra stated, their roles were switched: “l was supposed to be the
female in my house, cleaning, cooking, and studying, and having kids. My brother had to
be the tough one, the one who joined the Army . . . and everything switched.” Today, as a
U.S. Army officer, Alejandra was assigned to a major USAR headquarters, where she
served as a medical support officer, responsible for putting in place programs and
processes to increase the overall medical readiness of the soldiers assigned to the
command.

Joining the U.S. Army: Challenges. After completion of her bachelor’s degree
and a master’s degree, Alejandra had a deep-seated desire to join the U.S. Army,

although her dad strongly opposed this desire. Respecting her dad’s wishes, at the time,
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she decided not to join. Despite this opposition, Alejandra pursued her desire behind her
dad’s back. Being exposed to the U.S. Army through her husband’s career in the U.S.
Army, she was highly impressed: “It was like selfless service of family, everybody taking
care of each other.” She wanted to be part of the U.S. Army “family.” Alejandra persisted
and with the help of other senior officers was given an opportunity to interview and
received a direct commission into the USAR as an officer. The biggest acculturation
challenge Alejandra faced after being commissioned was the fact that she did not speak
English fluently; nonetheless, this did not stop her from continuing to pursue a successful
career in the U.S. Army.

Upon joining the U.S. Army and going to her first assignment, she volunteered for
any opportunity to learn how the U.S. Army operates and to learn the English language.
Driven by determination and thirst for knowledge, she consistently asked lots of

questions, studied late at night, read the U.S. Army regulations, and practiced English:

Studying, reading, and asking, not being . . . There’s some people have pride like,
“No, I’'m not going to ask because I’'m going to feel ridiculous.”. . .  don’t care. |
just ask. I have good lieutenants that they were bilingual. They’re Latinos or there
are others that they were U.S. like very American, and they liked Spanish, and
they were talking . . . were visiting Spain and they have good Spanish. And I was
like, “Okay. How do you do this?” “No, don’t put it in a way. You have to put
it...” They helped me. I asked acronyms, Google it. I read, read, and read. Yes,
it’s time consuming. Yes, while others are sleeping, | was awake reading. But
that’s the only way. If you want something you have to work hard. Yes, sometimes
I’'m exhausted. Yes, sometimes [’m sleepy but I try to do my best. That’s what I
wanted to give to my daughter.

No question was too difficult or simple to ask. Alejandra let no feelings of
embarrassment, no deterrent stop her during her acculturation process from learning

about the U.S. Army and the English language. Listening to Alejandra’s story, I realized
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that when Puerto Rican women are determined to achieve a goal, they will do everything
in their power and use all resources to achieve that goal.

Another major acculturation “integration” challenge that Alejandra faced since
joining the U.S. Army was to demonstrate and prove to others that she was capable of
meeting any and all assignments and mission requirements, no matter how difficult or
easy they may be. Alejandra regularly faced others’ preconceptions of her, which she

believed minimized the opportunities she was offered:

I think is to show what I’m capable and able. I don’t know what happened in the
other side in the Army that they sometimes they don’t give the opportunity, and
they have these preconceptions of people. I have to work three to four times more
than a regular service member, female service member. That’s my biggest
challenge.

All Alejandra wanted was an opportunity to prove to others that she had the drive,
the will, the education, the training, and the experience to excel. Alejandra just wanted an
opportunity to prove that “she can.” But the greatest rewards have been meeting “a lot of
wonderful people. I have a lot of stories that inspire me.” Alejandra explained, “I
survived, | succeeded, and now I’m a better officer, better wife, better leader. I love it. |
love it.”

During the interview, | could feel her frustration and discouragement about being
in the U.S. Army. | wanted to offer Alejandra some encouragement, guidance, and
support for her passion and drive, yet | did not offer my support until the interview was
over. This is one of the many challenges of interviewing participants—wanting to offer
words of encouragement while staying focused on the matter at hand, the interview.

On a personal note, I am deeply concerned by the apparent lack of attention to the

soldiers’ needs and to soldiers who are more than willing to give their time and talents to
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benefit the U.S. Army. | can only hope that the reason Alejandra was not afforded those
opportunities to serve and grow was not because she is a Puerto Rican woman. From my
experience in the U.S. Army, | can think of many times when | would rather have a
soldier who had the will and the drive to serve selflessly rather than one who was
technically capable. We could teach the latter, not the former.

Value (Puerto Rico): Pride. Alejandra believed that multitasking, pride, helping
others, and exemplifying the highest level of passion were values that separated Puerto

Rican women from other women:

The good things about Puerto Rican females is like we are multitask, and I think
in my opinion that we do every piece of the cake well. Family, we take care of the
husband that he has his meal, his food. Kids, they have their clothes ready, clean.
The kid took a shower or a bath and everything is squared away. Then I’m in the
Army, so | have to be early, report early, on time at the unit. [ have this conference
call. We are multitasking, and we are passionate like any other person. It’s my
opinion, but I have seen we are passionate. And then we also have time to help
others in need or whatever.

“For me, it’s very important to feel like a Puerto Rican,” exclaimed Alejandra.
Undoubtedly, Alejandra was very proud of being a Puerto Rican. Not only did she see
being a Puerto Rican as a privilege, she also saw it as a blessing, “Being born in Puerto
Rico and have my beliefs, and my values, and my culture, | can implement or add those
kind of values to the American people. | am a dedicated Puerto Rican female.” Again, the
importance of integrating both sets of values (American and Puerto Rican) was critically
important for Alejandra as she acculturated. Alejandra felt that it was difficult to be a
Puerto Rican and be accepted for who she is and who she represents, “It’s kinda hard, it’s
challenging.”

Alejandra’s pride exuded when she spoke about being a Puerto Rican female

soldier. Her acculturation journey was full of obstacles, resistance, denials, and
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challenges. Alejandra wanted her path to becoming a soldier to serve as an example for
others to follow; she was determined to fulfill a lifelong dream and pursued that dream
with untiring grit. As Alejandra reiterated, “This a great career, great organization, and I
would be happy to know that someone listened my story y no se rajo [and did not quit].”
The pride, courage, and determination Alejandra demonstrated in her acculturation
journey are worth acknowledging. Setting the example for others was the cornerstone of
her drive to succeed in this journey, and she hoped her example would inspire others. As
she so eloquently stated, “I’m who | am and I’m proud.”

Puerto Rican values: Marianismo vs. machismo.While joining the U.S. Army
was challenging, the lack of support from friends and family made it that much more
difficult for Alejandra. The only consistent unconditional support and encouragement
came from her husband, who helped her through the process. Alejandra’s family
consistently questioned her motives, to the point of severely criticizing her for
abandoning her daughter and her husband, for not fulfilling her maternal roles and
responsibilities, and for not fulfilling the Puerto Rican stereotypical female and cultural

roles (marianismo):

As soon as I told my dad, he said, “No, you don’t know English. You have to
support your husband. You have a daughter.” And I said, “And?” He said, “Well
no, I don’t think so.” He went behind my back and told my husband, “You have to
stop this. You are the only one who have to stop this.” And my husband said, “No.
It is her dream, and I will support her.”

My mom said, “You’re a terrible mom. You have a 2-year-old. How are you going
to do that? Who is going to take care of the kid?”” I have my friends, female
friends, they said, “Are you a lesbian?” They asked me, “Did you turn lesbian?
What are you doing? You’re not going to take a bath? You like high heels, you
like makeup, you like everything that we like, and now all of a sudden you have a
master’s degree, you graduated, and now you’re doing this? You are putting your
career down the toilet.” I didn’t have any support. They stopped talking to me
until this day.

225



As Alejandra sadly recalled, “Everybody opposed [me], everybody.”

Alejandra attributed the family’s, especially her father’s, lack of support to the
traditional Puerto Rican culture driven by the machismo cultural value, where the male
figurehead in the family has a role and responsibility and the women in the family also

have a distinct and unique role and never the two shall meet. Alejandra explained:

A machista is a male, a guy, or a person that is male that he thinks that his primary
role is to be the leader of the house. He makes decisions, and he’s the person who
works and determine how everybody will behave at home. He’s the principal
character. He has all permissions. He makes decisions, and he guide his family.
He’s also a person that have, in his mind, roles. He has roles at home, he can do
certain things that the female can’t do. It’s basically is that.

As Alejandra further clarified, “Also, for my dad for a female, it’s a sin to be more like a
male than a female.” Traditional stereotypical gender roles in Puerto Rico are
predominant in the culture.

Over time, Alejandra’s family learned to accept her being in the U.S. Army, and
they reached a point of being very proud of what she has accomplished. Now, they
applaud her efforts and admire what she has achieved despite the challenges and
obstacles she has faced inside and outside of her family in her U.S. Army journey. Seeing
how Alejandra has grown and developed and how her soldiers value, respect, and honor
her are strong points of pride for the family.

Value: Selfless service. Before joining the U.S. Army, Alejandra was finding
ways to help soldiers and their families. “That’s it. | need to be in the Army to help
people no matter if I’m an officer [or] enlisted, but I think I have something that | can
make a difference and help.” The following story is about soldier who secured a full-time
job in the USAR, with the help and support of Alejandra, a civilian, and others, after

overcoming a serious disease that afflicted his spouse:
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I kind of get emotional because this guy, TPU, he was a sergeant with a part-time
job. He went to my husband’s office. I was there. He said, “I need your help. My
wife have cancer.” Sometimes you say cancer. Sometimes you get used to it
because it’s so much of cancer situation. But I say, “Okay, I want to help you. Can
you provide me information so I can help you with the 1st MSC [Mission Support
Command]?” I remember that he brought a paper with a female body, and it has a
lot of circles. I remember the circles in the legs. He said, “All these circles that
you see is cancer. [ have a part-time job. I have a kid.” I think was a year old with
special needs, too. “I don’t have money.” He said, “I don’t have insurance. I can’t
do this anymore.” I look at my husband, and I say, “Wait a second.” I went to the
ATM machine and I gave him money. I said, “You don’t have to give me nothing.
We’re going to help you.” We went to the 1st MSC. We provided everything.
They helped him. There was a colonel there that I will never forget that he helped.
He intervened too. Long, short story, the guy found an AGR [Active Guard
Reserve]. 1st MSC helped him with an AGR position, and they moved; [ don’t
know nothing about them.

Alejandra’s compassion, caring, determination, and commitment values to
support and help the soldiers and their families were at the forefront of who she is as a
human being and now a soldier—as she said, “I think that | can make a difference.” As a
former leader in the U.S. Army, | often think of the times when soldiers were helping
people from the host nation, beyond the call of duty. I can recall our time in Haiti, after
the 2010 earthquake, where our soldiers were always looking for opportunities to meet
and engage with the Haitian people to help, support, and assist them to the best of their
abilities during a humanitarian crisis.

Acculturation: English language proficiency and Puerto Rican accent. During
Alejandra’s acculturation in the U.S. Army, she had a less than a minimum level of
proficiency in reading, writing, and speaking English. Although Alejandra gained a
conversational level of English and improved her English writing and reading skills, she
still believed that her English language challenges and difficulties and her Puerto Rican
accent led others to not understand her and even think less of her. Alejandra exclaimed,

“They hear the accent, and they kind of doubt if you’re capable and able to do things, and
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I don’t know why.” She further stated, “I think in Spanish, so when I’m talking with you,
| have to, it’s an effort; | have to switch everything backwards to have a conversation.”
Alejandra recognized that “there’s room for improvement.” | can remember when |
moved to the U.S. to attend Marquette University, | had difficulties with the English
language and | thought in Spanish and had to translate everything from English to
Spanish and back to English to respond. This was most difficult when conversing with
others.

The sensitivities, the support, and the encouragement she received from the
members of her first unit of assignment motivated her to learn the English language and
she was not afraid to make mistakes, to mispronounce words, or to improperly use
English grammar. The courage and the determination (values) that Alejandra
demonstrated throughout her life were an example to others who aspire to make the U.S.

Army an integral part of their lives as they acculturate:

I will be the first one. I’'m aware that English is my second language, and there’s
room for improvement. I think that if you want to work hard, and you want to add
something to an organization, I think that the language shouldn’t be a barrier,
shouldn’t be an excuse. There’s always opportunity to get better in everything,
including language.

Values (personal, Puerto Rican, U.S. Army). A value for Alejandra was “the
belief that my family, my society, my education, my school, and my church teach me,
and based on that is the way that | behave, and that’s who I am right now.” Values were
the guidepost that served as true north for behaving in an ethical and professional manner

for Alejandra. Alejandra firmly believed that values determine your destiny and “will

affect their future family and professional life.”
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The totality of Alejandra’s values, learned from her family, from her church, from
society, from her culture, and from the U.S. Army, provided her with the wholeness of
what it means to be a Puerto Rican, a Puerto Rican woman, and a Puerto Rican female
soldier. Alejandra’s personal values, which have remained constant throughout her life,
were guided by her Christian faith and teachings. These values included integrity,
respect, honesty, courage, determination, pride, commitment, loyalty, justice, fairness,
and selfless service. These values were learned from her family and later supported by
her faith and schooling. As Alejandra stated, “The Army also helped me to better define
some of the values, but everything is integrated—society, family, school, and the Army.”
Integrating (acculturation) her personal values, as supported by the Army values, served
as a way of life for Alejandra, and as a way to provide meaning and importance to her
life.

Living in a traditional Puerto Rican culture and in a traditional Puerto Rican
family (especially with her grandparents) provided the foundation for Alejandra’s Puerto
Rican values, family unity, selfless service, religion, pride, courage, and resilience. These
values reinforced Alejandra’s affirmation, “I’m from Puerto Rico.” Alejandra noted how

different U.S. culture was from Puerto Rican culture:

In the United States, it wasn’t the same. In Puerto Rico, no matter if you’re white,
black, you have a good education, not education, we kind of help each other. If we
can, we find a way to help each other. This a rule in my house. If someone go to
my house, | remember when I was a kid, you serve coffee, you serve food because
they have to eat, they have to be okay, and you greet them. So here I was shocked.
I’m not saying that here they don’t do the same, but it’s not with that passion, it’s
not with that passion. Respect other people, other like, “Hey, you have to respect
that’s a person that is aging or is old is like a rank.” You don’t say, “Hey you.”
You don’t say, you know . . . You have to help them. If they have something and
they’re doing the grocery . . . you have to help them. You have to respect them.
You have to call them usted instead of tu.
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Among the U.S. Army values—Iloyalty, duty, respect, selfless service, honor,
integrity, and personal courage (LDRSHIP)—Ioyalty was one of Alejandra’s principal
values. She indicated, “If you’re loyal to the Army or to a person, you have honor, you
have respect, you have selfless service, duty, courage, [and] integrity.” Alejandra
believed that loyalty was the all-encompassing value that further integrated all the other
values. Alejandra first learned of these U.S. Army values as she was driving through Fort
Buchanan, Puerto Rico; she noticed the values posted in signs along the road and asked

her husband what these signs meant:

As a military spouse driving in Fort Buchanan to the PX [post exchange], in the
road someone put the Army values, and because I love to go to the PX, I was
always reading it. I looked, and I asked my husband, and I kind of knew the
values, but as an officer you have to know it, and you have to preach it, and you
have to practice it.

At that moment, Alejandra realized that she wanted to be part of the U.S. Army, since her
personal values were congruent with the U.S. Army values.

Alejandra shared a story of the importance of integrity in her life and how she
would not compromise that value. During a workday at her unit, a senior officer asked
her immediate supervisor about the status of an award to be presented to a soldier. Upon
hearing the response, Alejandra realized that her supervisor was not properly representing
the truth. She confronted her immediate supervisor, who lied and whose integrity was in
question, and as a result she transferred out of the unit. I respect that Alejandra stood firm
for what she believes in.

Reflecting upon the U.S. Army values and “faith-based” founding of the United
States, Alejandra wondered why the U.S. Army values do not have a stronger emphasis

on the Bible. Further, she wondered why family unity and empathy were not highlighted
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in the U.S. Army values. Alejandra’s strong cultural Puerto Rican values, taught by her
parents and grandparents, were founded upon the faith-based teachings and values that

emphasize family unity and empathy:

Put aside that so everybody can be happy and not offended. I think that this nation
was founded in the Bible. I think that we need to get back to that. Also, family. I
know that we are a family. In the organization we are a family; we have to act as a
family. But sometimes, and I know that we have to be mission-oriented, but there
are some commanders and some leaders that they don’t have that family thing,
that family unity, and sometimes you have situations that you have a subordinate
that he wants to give you or she wants to give you 100%. However, have a
situation in the family. Sometimes that empathy, we’re missing it.

While the U.S. Army values do not specifically address caring, empathy, family
unity, and faith, she ensured that the way she behaved and acted in front of her soldiers
represented the highest example of these unspoken and unwritten values. This
represented what Alejandra stood for—an example of integrity driven by selfless and
faithful service to others.

Throughout our conversation, Alejandra emphasized the importance of integrating
(acculturation) her values, personal, Puerto Rican, and U.S. Army, into how she lived her
life, in and outside the U.S. Army. This integration and alignment were consistent with
the meaning of values congruency, that is, how Alejandra’s personal/Puerto Rican values
and organizational values are in consonance. The U.S. Army values for Alejandra were
an extension and a reaffirmation of her personal and Puerto Rican values. She saw all her
values as integrated (combined) and aligned (similar). This integration was consistent
with her U.S. Army acculturation experience, where Alejandra maintained her Puerto
Rican culture and values while incorporating American values into her life, as embodied

in the U.S. Army values.
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Reflection. As I reflected on Alejandra and her acculturation story, Alejandra was
very proud to be a Puerto Rican and privileged to be an American citizen-soldier.
Alejandra was proud of her story and how she became a soldier, an officer, and a leader
despite the acculturation challenges and hardships she faced in her U.S. Army journey.
Alejandra, without a doubt, was driven by wanting to help others and make a difference
in people’s lives, if given an opportunity. She was consistently perplexed by why she had
not been given an opportunity to learn and to prove her capabilities, which was very
frustrating. Undoubtedly, she wanted to be exposed to experiences that would allow her
to further acculturate, grow and develop, and become a better soldier, officer, and leader.

As a Puerto Rican and a soldier, Alejandra understood the significance and
importance of family. Values to Alejandra were the guidelines for her behavior and her
actions based upon family upbringing, her formal education, her Christian faith, and
society. Integrity, loyalty, and selfless service were her guiding U.S. Army values and
were congruent with Alejandra’s personal values.

Alejandra believed in the U.S. Army and was highly committed to service in the
U.S. Army. Because of her Puerto Rican accent and her English language proficiency,
people have judged her and have doubted her capabilities, yet she strove to improve her
English skills daily. Early in her life, the “traditional” roles and responsibilities of a
woman, marianismo, in Puerto Rico led to a lack of support for her desire to pursue an
Army career from her parents and friends. Implicit bias and discrimination were part of
Alejandra’s life and were subtly manifested in her experiences. Alejandra reconciled this
issue by focusing on doing her job to the best of her abilities, by following U.S. Army

regulations, doctrine, and guidance, and by openly acknowledging that she was not
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perfect. Alejandra was very proud of her lived acculturation story and hoped she could
share her story with an audience rather than one-on-one conversations. As I listened to
Alejandra’s U.S. Army acculturation experiences, | am concerned about the U.S. Army’s
lack of understanding of the acculturation process experienced by non-American soldiers

when they join the U.S. Army.

Rosa

Meeting Rosa for the first time at a U.S. Army retirement ceremony gave me the
strong impression she was a soldier | wanted to interview. We finally connected. My first
impression of Rosa was one of a well-poised, reserved, determined, and professional
soldier based on how she presented herself and carried herself. This proved to be an
accurate conclusion of why | became interested in who Rosa is and who she has become
as a soldier, based upon her lived U.S. Army acculturation experiences.

Rosa, an only child, was born and raised in Puerto Rico primarily by her
grandmother and her great-grandmother for her first sven years, since her mom was 18
years old when Rosa was born. Later in life, Rosa was highly influenced by her stepdad,
whom she admired greatly: “Yeah, he’s a very, very intelligent man. | admire him so
much. He’s does like everything. He’s a genius in my eyes.” As Rosa stated, “He was a
grounding force in my life.” She completed her bachelor’s degree and was pursuing a
master’s degree. Although Rosa has been employed in the federal government as a
civilian, the preponderance of her working life has been on active-duty assignments

within the USAR.
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Joining the U.S. Army: A calling. Rosa’s primary reason for joining the U.S.
Army was family based, one of her Puerto Rican values. Her dad was a USAR soldier

and her stepdad was involved with the Civil Air Patrol:

I think it was a lot to do with my family. My dad was a reservist in Puerto Rico.
My stepdad was very involved with the Civil Air Patrol, so it’s always been
around that military lifestyle. I joined the Civil Air Patrol when I was 11. So, I’ve
grown up in that culture, and I’ve always deeply appreciated it, just the values that
are within that military culture. So it’s always been something that’s been my
calling I guess since I was like 11 years old, so I’ve been in that kind of cadet
environment, and then from Civil Air Patrol to ROTC, and then now as an officer.

Rosa was very grateful for being raised in a military culture, where values and the
camaraderie were very important and the key to success. In my personal experience not
being raised in a military culture but being raised by a dad whom 1 call a “frustrated
Army first sergeant,” where discipline, respect, obedience, and authority were highly
modeled by him and my mom, exemplifies the importance of values in my life, as in
Rosa’s.

Rosa saw her U.S. Army career path as a “calling.” This was a calling to serve
something greater and bigger than herself and a calling to make a difference in people’s
lives. Rosa also joined the U.S. Army because of the “educational benefits.” Rosa

received a 4-year ROTC scholarship to attend college:

So apart from, again I’ve always kind of been attracted to the values and what
I’ve seen, the camaraderie in the Army. I also did it for basically the educational
benefits, and all the benefits that do come with it that I later got a little bit more
acquainted with, but it’s something that’s also helped me to stick around. But I
think one of the biggest ones was my educational. I had earned few other
scholarships, but this is what I wanted to do. I knew that I wanted to be in the
military. [ wanted to finish my studies first, which is why I went through ROTC.
But I still knew that this is where I wanted to end up.
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Although her ROTC scholarship initially required her to join the Regular Army,
during her junior or senior year she was given the opportunity to join the USAR instead.
This decision to join the USAR rather than the Regular Army was guided and driven by
her respect for and closeness to her family. In retrospect, she regretted the decision,
“Now looking back, I kind of regret it, but I chose to stay . . . in the [U.S. Army]
Reserve.” On the other hand, Rosa’s mom, when she applied for a U.S. Army ROTC
scholarship, “was like praying in the other room that | wouldn’t get it.” Regardless, Rosa
was determined to join the U.S. Army as an officer or as an enlisted soldier, knowing that
her mom and grandmother were not very happy with her decision. Determination was one

of Rosa’s personal values. To make matters more exciting, Rosa volunteered to deploy:

So, at the end of the day, this is what I was going to do, but she wasn’t too happy
to be in any like . . . just because, again, I’m the only daughter too. You think of
the military you’re always thinking of like, they’re going to be in danger and all
that. So she and my grandmother were not happy. And then my mom flipped. . . .
A few years back, I volunteered to go for my deployment. I actually volunteered,
so my mom flipped, even my dad flipped, like my biological dad. They were like,
“No, why did you volunteer?”” And I was like, “It’s part of my duty, it’s part of my
calling.” I know at some point [ was going to have to do it. I might as well just
step up now that I have the chance to do it.

Rosa was determined to be her own person by asserting her independence in her
decisions.

Rosa deployed to Iraq in 2016 for nine months in support of Operation Iraqi
Freedom, where her platoon provided postal support in theater. This deployment
opportunity came after a very challenging and difficult 2015. As Rosa said, “This is a
very personal story for me and one that at times can be hard to tell.” In 2015, two
significant emotional events affected Rosa’s life: “I lost my son; he was stillborn at eight

months. . . . Later that same year, my marriage was dissolved.” After two significant
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emotional events, Rosa became secluded and depressed, until she refocused on her
passion and her calling, “my career in the military.” Rosa was motivated to be deployable
by becoming mentally and physically ready to deploy with her unit, within a short while.
This was a testament to Rosa’s commitment to service in the military and determination
(personal values) to pursue her life’s “calling.” It was a “calling” centered in her abilities
and willingness to help others and make a difference in their lives.

Rosa aspired to be “closer to my family . . . [and] to be a good leader.” In pursuit
of U.S. Army career opportunities, Rosa wanted to be an effective leader who would
make a difference in soldiers’ lives, while attempting to be the best soldier she could be
and improving who she was as a soldier, as an officer, and as a leader. Rosa’s immediate
objective was to complete her master’s degree and seek opportunities for career
progression in the U.S. Army on a full-time basis. After our interview, Rosa accepted a
position as an Active Guard Reserve soldier, which is a full-time active-duty position.

Rosa passionately revealed:

I just love the Army. I love the culture behind it. Honestly, it’s always come to
camaraderie to me. There’s so many different unique people and I interact with so
many very unique personalities and I’ve always like that, that sense of teamwork
that you always have. It’s a different kind of sense from what you get I guess from
the civilian side. I’ve always thought it was a very unique brotherhood bond.

From an acculturation perspective, Rosa said, “I feel like I try to definitely
integrate.” Rosa succeeded in “integrating” into the U.S. Army and American culture
while maintaining the values and traditions of the Puerto Rican culture. As a soldier,
Rosa loved the “sense of community” that operated within the U.S. Army, loved the

camaraderie, and “I just love being able to share with other people.”
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Value (Puerto Rican): Pride. Being a Puerto Rican for Rosa meant having a
deep sense of pride for her Puerto Rican heritage: “l always remember where | came
from.” As a Puerto Rican woman, Rosa believed that “you’re, I guess, considered like the
matriarch, and you’re supposed to be the one that carries on your heritage basically in the
family.” Further, Rosa stated, “You’re expected to get married, have kids, and kind of
carry that forward and be the center of the home.” Being a Puerto Rican woman in the
U.S. Army helped Rosa be “very protective” of her soldiers, by standing up for them, by
being outspoken, by being lively, and by having a strong personality, which were
consistent with a matriarch role. To prove herself and to gain respect (value) from others,

Rosa found that in the U.S. Army, she had to consistently pursue and achieve perfection:

So I think it’s just like a general societal thing that we’re still kind of overcoming,
that in order to get the same level of respect, I would say, as a male you have to
almost work like twice or three times as hard just to be able to earn that basic
respect. We all like to think of respect the rank, but sometimes, I think it hasn’t
happened too much, but I’ve had few occasions where it’s happened. Oh, you’re
female, you’re . . . On top of that, you’re young. You’re a minority. It’s like a
bunch of . . . Sometimes it’s like a bunch of just so many things. It’s like going
into that. You have to work hard and make sure that everything is like as perfect
as you can get it to get that respect from people.

Proving herself, within the American culture of “labels” (minority, female, etc.)
was one of the biggest, if not the biggest challenge Rosa has faced in the U.S. Army.
Rosa openly recognized that being a Puerto Rican female soldier has its challenges
relative to the traditional female gender roles, where there are misconceptions and
stereotypes about women’s roles and responsibilities in the U.S. Army, a male-dominant
culture and organization. Rosa acknowledged that when she joined the U.S. Army, she
was “going against the grain,” meaning Rosa was not accepting and was not acquiescing

to the stereotypical gender roles that are part of the Puerto Rican culture, where “no
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females have been in the Army. | kind of broke away, | guess, from what was expected of
me.”

In the Civil Air Patrol, as in the U.S. Army, Rosa “discovered that’s what | like. |
like the discipline of it, and I just like the environment, the camaraderie, so that’s where |
discovered the passion for this, so | just continued with that.” The challenge of being a
Puerto Rican female soldier in the U.S. Army for Rosa was a combination of being

Puerto Rican, being a woman, and being a U.S. Army officer:

I think I had the big three going against me, basically. Yeah, I just really feel like
three variables that [ have to jump through hoops. Sometimes people have
misconceptions, stereotypes about Puerto Ricans.

Facing these stereotypes daily was difficult; nonetheless, Rosa’s values, courage, pride,
and perfectionist spirit moved her to face these challenges and help others face these
challenges, so that Puerto Rican women can prove their knowledge, capabilities, skills,
and abilities to all within the U.S. Army.

Value (Puerto Rican): Family. Rosa’s grandmother and great-grandmother were
the most influential people in her life: “My mom was 18 when she had me, so she was
very young, so a lot of the times | grew up with my grandmother. And my great-
grandmother was very influential in my life too.” Rosa saw her great-grandmother as “the
matriarch of the family that everybody gathers around.” Rosa’s early life experiences
were centered on the grandmother’s and great-grandmother’s home, the place where the
family gathered; it was the center of gravity for the family, where everyone, including the
neighbors, came together and shared a meal.

Rosa’s grandmother and great-grandmother instilled in her certain values.

Growing up, Rosa was highly influenced by the Christian environment and upbringing.
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Rosa’s grandmother, whom she called mom, “was always there for me. ... My
grandmother has been that essential point throughout my entire life, basically.” The
affection that Rosa learned and so freely expressed was learned from her grandmother, as
the rest of the family was “not really like all huggy and all that.”

Value: Independence. Rosa proclaimed, “So, I’m not that attached to them
[family], like I can be independent anyway, anywhere | need to go.” Being independent
from her parents was very important to Rosa, yet she acknowledged, “I still love them.”
This independence was manifested when Rosa was applying for ROTC scholarships and
when her mom supported neither this decision nor her decision to volunteer for an
overseas deployment. Eventually, Rosa’s mom accepted her decisions, “and she knows
that at the end of the day, it’s my decision. So, she knows me already. She knows I’ll do
at the end of the day whatever | want to do.” Rosa’s compassion and sensitivities were
evident when she empathized with her mom’s concerns, as she was the only child in the
family.

Acculturation: English language proficiency and Puerto Rican accent. During
Rosa’s acculturation process into the U.S. Army, English language proficiency, speaking
Spanish at work, and respecting people’s accent were ever present in her day-to-day
activities in the U.S. Army. Rosa was passionate about the dignity and respect that
needed to be extended to people all the time, especially when people were speaking their
native tongue during the workday. Rosa felt strongly that American soldiers, in her work
environment, were not respectful or understanding of people who spoke their native
tongue at work; she would “not have it” and would immediately address it with the

soldiers in question. In the U.S. Army work environment, Rosa experienced the jokes,

239



snide remarks, and disrespect directed towards people who may not be proficient in

English or may speak with a native accent. Rosa was adamant:

So here’s my thing about, I think people are, some people aren’t really as
confrontational about it. I think they’re just like kind of absorbing like, oh, okay,
it’s cool. Like just ignore it. [ can’t, I personally, I cannot ignore something like
that because it’s very personal. It’s a point of pride that I know two languages. I
shouldn’t have to feel like I have to hide who I am, basically. And if I’'m having a
personal conversation with somebody, don’t come over here and tell me, even as a
joke, that I can’t speak Spanish. It’s been an issue a few times and I’ve had to like,
I’ve literally addressed every time right on the spot. I'm like, “Nope, you will not
be telling me any of that nonsense.”

Rosa’s U.S. Army lived experiences showed how much a lack of English
language proficiency and a native accent can limit an individual soldier’s ability to grow
and develop in the U.S. Army. Rosa experienced how people have dismissed others
because of their heavy accents, regardless of whether it is a Spanish or another national
accent.

Values (personal, Puerto Rican, and U.S. Army). Rosa defined values as “a set
of norms that you impose on yourself in terms of behavior and patterns of action and
thought, basically.” Integrity, respect, adaptability, independence, and determination were
Rosa’s personal values. Rosa’s acculturation experiences taught her to be adaptable, from
moving to the United States from Puerto Rico, to learning a new language and a new
culture, to moving back to Puerto Rico and immersing herself in the Puerto Rican culture.
Being raised in a Puerto Rican family where both her dad and her stepdad instilled in
Rosa a very strict set of values, after being raised her first seven years of life by her

grandparents, Rosa learned that

Respect to my parent, my dad was very strict. My stepdad was a very, very strict.
For punishment, like he would make me write stuff out like a million times on
paper. So, he was very, very strict with me as compared to when I was little.
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Living in Puerto Rico up till 7, like again with my grandparents, I’'m just saying
they let me run wildly, definitely considerable because I was the oldest
grandchild. So, it was a whole different ballgame. He was very much, much more
strict.

Because of these teachings and life experiences, Rosa learned the importance of
respect, integrity, and determination and realized that “it’s very important to me to have a
code of conduct, I guess, and conduct myself in such a way that would be . . . I would
make others want to follow me, basically.” So, these values set Rosa’s “code of conduct,”
the foundational principles for leading others. For Rosa, “everybody should have values
to kind of learn how to get along with other people.”

Rosa told the story of how these values guided the conduct of her life. The story
was about how grateful and appreciative her neighbors were when she left them a note

alerting them she had accidentally hit their car with her car door:

I get home and I opened my door, I was just about to grab my backpack, I had the
door like semi-open. A gust of wind just caught my door and slammed into the car
next door. The car I knew was like relatively new to my neighbors. I could have
just like cut and ran out; he would have never known it was me. And I was like |
have to hold myself accountable basically, so let me tell him, let me leave him a
note, let me find out who he is so I can pay for his damages. If I were in that
position, I would want somebody to be that honest with me. So, it’s things like
that, but it’s not like to say it’s not challenging. I could have cut and run, he would
have never known, but again, it’s just personal accountability to me.

As a senior officer in the U.S. Army, | had many opportunities to talk to soldiers,
specifically NCOs, about what it meant, from my perspective, to be a soldier and an
NCO. I focused on the acronym DELTAS: discipline, exercise, leadership, trust,
accountability, and standards. It was imperative that soldiers and NCOs understood,

beyond the importance of living the U.S. Army values, the need to always be held
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accountable and responsible for their actions, consistent with their oath of office, the
soldier’s creed, and the NCO creed.

A “living by a code of conduct” incident occurred during Rosa’s deployment.
Rosa was awakened in the early morning hours by one of her soldiers who showed her
that a soldier from another unit was passed out in the female latrines. When Rosa
approached, the soldier was unresponsive. Rosa realized that she had passed out from
drinking alcohol, something that is strictly prohibited when deployed. Rosa’s initial
concern was for the soldier’s safety, health, and well-being. Rosa used this as an
opportunity to teach the soldier about accountability and responsibility as a soldier while

deployed:

So, I used that as a . . . She wasn’t one of my personal soldiers, but she was in the
base. So, I didn’t approach her chain of command. I directly as a soldier . . . [ use
that as a teaching point, and I was like, “You know what, you need to be held
accountable for your actions, but I want to use it as a teaching point for you. So,
don’t let this happen again,” and yeah.

Although the soldier was not formally and officially disciplined, Rosa ensured
that the soldier had learned her lesson and understood that in the U.S. Army there is
compassion and caring by senior officers. Through her mature approach to the situation,
while demonstrating her adaptability and compassion and enforcing the U.S. Army
standards, Rosa was able to mentor and teach the soldier without having to follow the
formal procedures that could have resulted in the soldier being sent home and discharged
from the U.S. Army.

Rosa saw Puerto Ricans as people whose values were “very family-centric, also,
lively, fun, loving community, very outspoken. . . . We have pride in our heritage.”

Family was critically important to Rosa, as she was apart from her nuclear family for her
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initial seven years of life. Family shaped the person Rosa is today, from her early
experiences with her grandparents to her experiences in the United States with her mom
and her stepdad.

Of the U.S. Army values, Rosa identified loyalty, duty, selfless service, and
personal courage as the ones “most important” to her. Of these four, loyalty was the value
that stood out. Loyalty to the U.S. Army mission and people and loyalty to her family and
other people were, to Rosa, the “bond that | do not like to break down at all.” Further,
Rosa identified “teamwork” as a value not in the U.S. Army values but “something that’s
very big” for her because “this is something, a point that I love about the Army.” For
Rosa, the importance of teamwork was based on the fact that in the U.S. Army you can
meet and engage with people from various cultures, experiences, and backgrounds, and

you have to learn how to work with them towards a common goal and a mission:

Just because in here, and this is something, a point that I love about the Army, that
you get to meet people from all over the world, which is very interesting, maybe
because I get to see other cultures, how other people live and interact, and you
just got to learn, you’ve got to learn to work with other people in here.

The most significant contention between personal values and U.S. Army values
for Rosa was the conflict between the U.S. Army value of “duty” and her personal
“family” value. Rosa recognized that she took an oath of office that required her to have a
sense of duty and meet mission requirements, where she may have to be away from her

family for an extended period:

So, the whole notion of you have raised your right hand to support and defend the
Constitution of United States and that’s your call to duty. But then there is that
pull from your family, so that’s basically like the challenge that you have.
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Overall, Rosa’s values, personal and Puerto Rican, were congruent with the U.S. Army
values.

Values were the cornerstone in Rosa’s growth and development as a soldier and
as an officer. “Leading by example” served as the guiding principle for Rosa, who
wanted to ensure that she modeled what it meant to be a soldier, an officer, a Puerto
Rican, and a woman. As a woman, Rosa strongly felt that “you have to almost work like
twice or three times as hard just to be able to earn that basic respect.” Rosa had to deal
not only with stereotypical gender roles but also the issues of being young and being a
minority. In her mind, Rosa thought that to overcome these stereotypes, “everything is
like as perfect as you can get it to get that respect from people.” The Hispanic machismo
culture and the U.S. Army male-dominant culture were two acculturation challenges that
Rosa dealt with constantly and consistently throughout her professional life. The
“offhand” comments, the innuendos, and the subtle biases were the societal,
environmental, and cultural experiences that Rosa had to deal with throughout her life
and her career. To overcome and reconcile these acculturation issues and experiences,
Rosa was aggressive in taking the initiative, in executing her duties to standard, and in
establishing a positive reputation and work ethic, founded upon her values. Being an
example and leading by example facilitated the overcoming of these challenges. Rosa

explained:

I guess was just always maintaining that leading by example. So, it’s always like,
sometimes, especially when I was younger, I always set very rigid rules for
myself, and sometimes I’'m like, “Oh my God, I’'m young. [ want to like live a
little bit more outside of the boundaries.” But now like because I recognize that
I’m a leader so it’s something. [ know always, even though you might not notice
it, like eyes are always on you. So, it’s like I need to act right basically.
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Reflection. Rosa had a deep set of personal values, such as respect, independence,
pride, self-sufficiency, and self-determination. The influence of her grandmother and her
great-grandmother were very strong in her development, her values, and her confidence.
Rosa was very proud of the Puerto Rican cultural heritage. During her acculturation into
the U.S. Army and throughout her professional career in the U.S. Army, Rosa had to
consistently deal with the stereotypes, misconceptions, and misunderstandings of being a
Puerto Rican, a woman, and an officer.

Rosa was deeply guided by a set of values that served as her “code of conduct.” In
addition, loyalty was the principal value that guided her life and conduct. Rosa loved the
Army, the camaraderie, and the culture. The U.S. Army values were congruent with her
personal and Puerto Rican values. She aspired to be a good leader, make a difference, and
improve herself. The command of two languages and speaking both without an accent
were an acculturation and a value point of pride for Rosa. She consistently strove to be
“perfect” in all she did to gain the respect of others; as she said, she had to overcome “the
big three”: being a Puerto Rican, being a woman, and being a U.S. Army officer, plus

being a minority and being young.

Alfonsa

Alfonsa is an energized, enthusiastic, and positive individual. Her values, as
exemplified by passion for life, her fabulous sense of humor, and her contagious laughter,
were without parallel. Alfonsa had a love for life, love for her U.S. Army life, love for
Puerto Rico and los Puertorrigquefios, and love for those whom she was honored to work
with and serve. | was looking forward to this interview, as | knew it would be full of

laughter and funny stories.
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Alfonsa was very proud to have been born and raised in Puerto Rico. She had an
associate’s degree, a bachelor’s degree, and a master’s certificate in various disciplines.
As to her personal life, Alfonsa casually said, “Been married a couple of times. Had a
couple of kids. Have some grandkids.” Her military career began when she joined the
U.S. Air Force as a member of the U.S. Air National Guard and the U.S. Air Force
Reserve, where she served as a medic or, as Alfonsa called it, “an LPN [licensed practical
nurse] without a license.” Alfonsa was among the first 50,000 reserve service members
mobilized and deployed to Kuwait before Operation Iragi Freedom in 2003. She wanted
her stripes (enlisted ranks) and joined the Air Force to be like her father: “My daddy has
stripes in the National Guard [in] Puerto Rico.” After service as an enlisted airman, she
received a commission in the U.S. Army in the medical service field. Alfonsa’s civilian
career was just as rich as her military career; she worked as a high school teacher and as
an emergency medical technician. Alfonsa happily stated, “I’m telling you | have had a
wonderful life.” For Alfonsa, “Nothing really bothers me.”

Joining the U.S. Army. Alfonsa’s military career started as an enlisted airman,
and later in her career she received a commission in the U.S. Army in the medical service
field. As a member of the U.S. Army National Guard, Alfonsa deployed to the Middle
East in 2005 for back-to-back deployments working in the preventive medicine field. Her
career in the U.S. Army was primarily in the civil affairs and psychological operations
career fields. In 2009, Alfonsa deployed to the Horn of Africa to provide civil support
and assistance. Alfonsa was very happy to return to Puerto Rico, the island she so dearly

loves, to engage with, help, assist, and support the Puertorriquefios in need, through
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various U.S. Army exercises and operations designed to execute military training

missions while aiding and assisting the Puertorriquefos:

So, then what we did is when the OSD [Office of the Secretary of Defense] rep
came down here, we talked to him. We’re like, “Ooooh, you have a CA [Civilian
Affairs] battalion right here. Instead of you having to travel here, this is a great
training opportunity. Let us. We will do all the community engagement. We will
visit every single municipality in Puerto Rico, every single NGO
[nongovernmental organization]. We’ll assess the needs and help the community
build the applications so that you can decide who’s gonna fix it.” And at the same
time, we have some capabilities here on the island that will benefit better by
actually doing something real than to go to JRTC [Joint Readiness Training
Center] or NTC [National Training Center] and pretend and then the travel costs.

The “real world” training opportunities for the joint, multifunctional, and
multicomponent forces enhanced the readiness of the service members and units, while
facilitating the community engagement to gain the trust, confidence, and the hearts and
minds of the Puerto Rican people. One advantage that Alfonsa and her soldiers had was
the Spanish language skills and abilities required to engage the Puerto Rican

communities, so they could communicate and accurately identify their needs:

Yes. And we have the language, and we have the skill. Because people think that,
“Oh, well, I can just go and talk to this person and see what they can do.” No,
because we manage the expectations. We make sure that we’re like, “We’re just
here.” See what’s out there and see if we can help you. We tell them about the IRT
[Innovative Readiness Training] program. So, it’s been great. It’s been great. We
actually find some great training opportunities. And even if you find like, “Okay,
there’s this road. Okay, there’s this road.” We can probably find a concrete unit to
come and do it, but we also could use the Headquarters element. The C2
[Command and Control] we can rig up transportation. So, we can add.

Alfonsa joined the U.S. Air National Guard followed by the U.S. Army National
Guard because she wanted “stability, security, secure job stability, and also pride.”
Alfonsa wanted to be a part of an organization where she could feel and experience the

deep sense of pride that her dad experienced as a member of the U.S. Army National
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Guard in Puerto Rico. Pride was the value, the driving force, and the primary reason
Alfonsa was so compelled and moved to serve in uniform.

Based on her lived acculturation experiences, Alfonsa talked about “her nation”
when referring to the United States, and when she talked about “her country,” she was

referring to Puerto Rico, which was based on the context of how these terms were used.

Because the way that we feel as Puerto Ricans about Puerto Rico, about our
island, about our flag, and our national anthem is we’re Puerto Ricans. This is our
country. This is where we’re from. But, the United States is our nation. So yes,
we’re Americans. But we refer to people from the United States as Americans,
even though we’re also Americans. But that’s not a distinction. So yes, this is my
island, but if it’s not my little country . . . even though it’s not a country, then what
it is? Is it a state? No, it’s not my state.

Alfonsa affirmed that she was “loyal to my nation [the United States].” The
United States is “who I serve. That’s the nation that gave me the opportunities to be what
| am today. That’s where my loyalty lies.” As a Puerto Rican and an American, | found
her distinction and use of the terms “nation” and “country” to be very interesting, since
Puerto Rico is not a sovereign nation nor a country; Puerto Rico’s political status is that
of an unincorporated territory of the United States. A “nation” is “a community of people
composed of one or more nationalities and possessing a more or less defined territory and
government” (Nation, 2019). A “country” is the land of a person’s birth, residence, or
citizenship; a political state or nation or its territory” (Country, 2019). An unincorporated
territory has certain rights and certain benefits. For example, Puerto Rico is not subject to
federal income tax (a benefit) and the Puerto Rican people cannot vote in federal
elections (not a benefit).

Being in the U.S. Army presented challenges for Alfonsa, such as “not everybody

knows how to separate business and pleasure.” What resulted in these situations, as

248



Alfonsa maintained, was losing “friendships over that because duty now becomes more
important than pleasing somebody.” Further, Alfonsa believed these situations arose
more in Puerto Rico than in the United States because in Puerto Rico soldiers have a
closer relationship with each other, as neighbors, friends, or close family members. |
think that is also driven by the Hispanic importance of the “collectivism” value where the
individual’s needs are secondary to the collective’s or group’s needs.

The greatest reward for Alfonsa of wearing the uniform of the United States was
serving the people of Puerto Rico, where she utilized the many years of training,

education, and experience for the greater Puerto Rican good:

Well, right now, it’s [greatest reward] gonna be this: . . . I just know this mission
is, . . . I get to come back to my island and work on something that the Army
trained me to do to benefit the community. I can’t believe it. And this is probably
gonna be my last assignment. This is the best way to finish my military career.

The gratefulness expressed by people she served, and the high level of kindness extended
to her when in uniform, could not be equaled by any other experience she had had.

Value (Puerto Rican): Pride. Proud to be a Puerto Rican first, followed by being
an American, Alfonsa thought, was “the best of both worlds,” where “we share some
common culture, the language, even the food, that a lot of these other countries in Latin
America have, but we do get the dual benefit of also being an American.” Alfonsa found
it difficult to define being a Puerto Rican woman, but she commented, “We’re loud,
we’re demanding, we’re strong-willed. No filters, usually. So, we have the discipline.”
These qualities served Alfonsa well in her duties and responsibilities in the U.S. Army:
“We want to do what we want to do when we want to do it.” This statement exemplified
the level of pride, independence, strong personality, courage, confidence, and strong-

mindedness that best described being a Puerto Rican woman for Alfonsa. Alfonsa decried
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that being a Puerto Rican woman had its limitations in the development as a U.S. Army
soldier, that being getting the respect and dignity you deserve in the conduct of your day-
to-day functions. Occasionally, Alfonsa explained, asserting yourself was perceived as
being aggressive, especially in an environment where women, regardless of ethnic
background, may not be given the respect and dignity provided to any human, like in the

U.S. Army:

Yeah. Let’s see. So, you give some instructions. You give a task, and they don’t
want to do it. They don’t want to do it when you tell them that it’s due. And I’'m
like, “This one’s due.” And they don’t even want . . . They want to ignore you,
and I’'m like, “Look. Either you answer, or I’'m just gonna do it for you, and I'm
gonna do it my way.” Then they don’t like that. “Oh, well, you did it my way.”
Well, I told you that you needed to do it to a certain day, certain way. You didn’t
do it. Then I’'m gonna do it for you, and I’m gonna do it my way. And if you don’t
like it, then you can talk to my boss. So usually everywhere I go, my boss gets
talked to. Sometimes. But they like that because they’re like, “No, that’s good.”

Alfonsa quoted a colonel who advised her, “If you’re not pissing somebody off, you’re
not doing your job.” Alfonsa said, “I’m glad I’m a Puerto Rican female.”
Acculturation: English language proficiency and Puerto Rican accent.
Alfonsa believed that English language proficiency and/or having a Puerto Rican accent
could affect the Puerto Rican female soldier’s ability to acculturate and to grow and
develop in the U.S. Army. This was due to the lack of understanding that may exist

between two people and the unwillingness of either party to ask for clarification:

It is because, if you cannot understand somebody—and I’ve got to tell you,
because they’re standing on the other side. You’re like, “Okay. If he’s very
difficult to understand somebody, it is very difficult.” There’s not a subtle way to
say, “State clearly, or say it again.” Somebody is going to get offended. Somebody
is going to get their feelings hurt. They’re going to take it the wrong way. It is not
meant to be that way. It’s like, if you hear the operational language of the Army, it
is English.
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Alfonsa believed that it was the responsibility of those with an “accent” to make
themselves understandable when they acculturated into a new culture, and she

acknowledged that English was the operational language of the U.S. Army:

It is our job to recognize that, at least when we start off, that we need to be able to
make ourselves be understood by the audience that we’re talking to. A lot of
people, when they’re starting, it’s difficult and then they get discouraged with
that, but whose fault is that? How do you think that? I know in Puerto Rico, they
used to have the English school. I don’t know if they still have it, but that still
doesn’t make you proficient. I have an accent, but I look at my accent now like it
was 20 years ago and it’s not the same.

Alfonsa was deeply concerned and sensitive to the fact that in U.S. Army units in
Puerto Rico, soldiers and their leadership were speaking Spanish to conduct U.S. Army
business rather than English. If she was present when that was happening, Alfonsa
stopped the conversation to ensure that everyone was included, even if they did not speak

Spanish:

I try to be very conscious to change the conversation to English, because like |
said, the operational language of the Army, it is English. We can all know
Spanish, but if there’s one person in the room or nearby that doesn’t, that is not
fair, because this person could be considered into the conversation. Maybe now,
we’re losing some valuable insight, because we are excluding somebody.

Alfonsa ensured that everyone was included in the conversation in the conduct of U.S.
Army business, whether their primary language was Spanish or English.

Speaking Spanish when addressing Spanish-speaking soldiers was something that
| did whenever | could address them. | intended to establish immediate rapport and
enhance the trust between us, while making them feel comfortable and understood. | was
very sensitive to those soldiers present who did not speak Spanish to ensure | switched

back to English to include them in the conversation. At times, we would joke around and
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would say that “we were talking about them,” a general feeling that people have when
someone is speaking in another language in front of them.

Values (personal, Puerto Rican, and U.S. Army). A value, for Alfonsa, was
“what’s going to dictate how you act every day.” Further, “it’s what motivates you to do
things a certain way.” Among Alfonsa’s personal values, which she learned from her
parents, “family’s number one.” Caring for, caring about, and taking care of the family
was Alfonsa’s top priority. Commitment, integrity, cooperation, teamwork, and self-
respect represented her other personal values. Because these values were so important,
Alfonsa summarized this importance by stating, “I value life.” For Alfonsa, values were
life and remained constant. “I think behaviors change, but values, . . . if these are your
values, they won’t change.”

For Alfonsa, personal values were importance because “I think that’s what builds
your character.” And, “it [values] will drive how you perform.” In describing what she
meant by “builds your character,” Alfonsa related the story of her dad enrolling his two
daughters in Tae Kwon Do classes so they could learn how to “take a punch.” He wanted
to ensure that they would be prepared to respond to a situation where they may have to

take a punch, whether physically, emotionally, or mentally:

So, it builds your character. So, for example, when I was little, my dad put me and
my sister in Tae Kwon Do classes since we’re 7 years old. He didn’t really want
us to learn how to fight. He wanted us to take a punch. He’s just like, “I want you
to be able to take a punch, so that way you can get up and run away.” That was his
thinking. “So, I’'m not creating a bully. I just want you to be strong. I want you to
not be a victim, to be able to take it.” So kind of something like that. It just builds
your character.

Alfonsa used this self-defense lesson with her children, to ensure they were never

victimized. Further, this lesson not only taught her children to defend themselves, but
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also taught them confidence, endurance, tolerance, strength, and self-reliance, “because
sometimes fear can lead to accidents.”

Pride in “our culture, our history” was Alfonsa’s most important Puerto Rican
value. Alfonsa stated, “We’re history-learning versus history-resented, like the people in
the United States.” From her experience and education, Alfonsa embraced “our heritage”
that is deeply founded upon the culture and the history of Puerto Rico, from the Taino
Indians to today. The culture was influenced by three unique cultures, the African culture,
the Spanish culture, and the Taino Indian culture. The combination of these three cultures
was manifested in the music, food, customs, and traditions, which were deeply seeded
within the Puerto Rican culture and served as a very strong sense of pride and happiness.
“We’re just Puerto Ricans. We really mix all cultures.” The family was an important
Puerto Rican value. Alfonsa stressed the importance of the mother in the family: “We’re
more matriarchal than we are patriarchal. Here [Puerto Rico], you really marry into the

wife’s family.” The importance of these Puerto Rican values for Alfonsa was highlighted:

Because that makes us who we are, and that makes us special and unique than
some other cultures. Right. We’re very open. We’re very friendly. We’re very
welcoming to anybody. So, we’re always there to lend a hand. And like I said,
what I like most is our embrace of all the cultures that we have that make us who
we are versus trying to go to one group. Even on the survey that you have, they
always put, “White, black.” They don’t ever have “Other.” And sometimes I’ll do
more than two, or I’'ll do . . . Because I'm like, “Well, I don’t know.” They always
say, “Y tu abuela donde esta?”’ [ And your grandmother, where is she from?] So,
you have a little bit of everything. So, why not “Other”?

Alfonsa’s values were influenced by her faith and her religious practices.
Although a Catholic, Alfonsa also celebrated the traditions of the Santeros (worship of
saints). Highly influenced by her grandmother, Alfonsa and her children practiced some

of the traditional rituals and ceremonies associated with the Santeros:
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So Santero. So even though we go to church . . . We go to Mass. We also go to the
ceremony con los tambores, los guiros, el santo. And then we, as kids, would run
behind the cars. But that was it. That was what was supposed to happen. So, |
grew up in that. And New Year’s, you burned the incense throughout the house,
and there’s still all these little ceremonial traditions that come from the religion
that I still do. Because hey, if it isn’t broken, we’re not gonna fix it. And then you
move to the United States, and sometimes people see that. They’re like, “Oh,
that’s witchcraft.”

And I’'m like, “Dude, it’s not. It’s culture. Alright. This is how our Africans did it,
and we still practice the religion that came from Nigeria in Puerto Rico.” I was
like, “Y’all don’t have it, so don’t tell me.” It’s just culture. This is how we grew
up. So, I like that.

Highly influenced by her parents and her grandmother, Alfonsa not only embraced the
history, the heritage, and the customs and traditions of the Puerto Rican culture, but has
ensured that her children and probably her grandchildren will continue to value and
appreciate what it means to be Puertorriquefios.

After learning the U.S. Army values during her U.S. Army officer basic course,
Alfonsa discovered that personal courage and honor were the cornerstone of her U.S.
Army lived acculturation experiences. Personal courage, for Alfonsa, represented the
ability of an individual “to take a punch,” the development of self-confidence, and the
feeling that “I can do anything” I set my mind to do. Further, Alfonsa said, “I don’t get
scared easily anymore.” Alfonsa was neither intimidated nor shy, as she was at a younger
age, unless it impacted what she called “the three F’s, family, food, and funds.”

Honor was the pride Alfonsa felt as a Puerto Rican and as an American—pride for
the country and her nation and pride in the service uniform she wore. Having a sense of
teamwork and “camaraderie” were values that Alfonsa felt needed to be added to the U.S.
Army values, as these values represent the level of cooperation, collaboration, and

compromise required to achieve all the mission requirements:
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Which it goes with the teamwork, cooperation, you speak the same language, you
can tell the same story, you sit on the bar and stuff where you share the war stories
that brings us together even with retirees. That’s something that they should
highlight actually. You go deploy together. You come back together. You become
your own family with your unit.

This teamwork also went beyond the U.S. Army’s mission requirement, as it
applied to the service members’ ability to establish lifelong friendships. Building these
relationships and connections was essential to the accomplishment and fulfiliment of any
mission task requirements. One of the unique qualities and aspects of serving in uniform
was the opportunity to build that teamwork and that camaraderie with those with whom
you serve, which is unlike any other experience. After being retired for over 4 years, |
can honestly attest that camaraderie is the one and only thing | miss about being in
uniform, and which I cannot explain to others. It is truly a sacred lifelong bond that
extends beyond your time in uniform to what we call in the U.S. Army “soldiers for life.”

Alfonsa explained the high level of consonance (congruence) between her

personal and U.S. Army values by emphasizing how they complemented each other:

Well, the honor, of course, goes with pride. The integrity goes with . . . yeah. You
got to have integrity. . . . Duty goes with your family values. You have a duty to
your work, but you also have a duty, responsibility to your family to put them first
and make sure that they’re okay. I’'m married, I have kids, but you’ll figure it out.
I’m just gonna do whatever I want to do. So that’s being true to that sense of
responsibility, I guess, is the better way to say it. The selfless service, again, that
goes . . . to family. Your family both in the military and your family at home and
your friends, the family that you create outside of your home. Like [a friend], she
asked me, “So do I have anybody here in Puerto Rico?” And I’'m like, “Not really.
I got my family.” So, it’s like I got all my family here, all my aunts, all my
cousins. So, we’re always together. We have friends, but we’re there.

Alfonsa described the consonance between her personal and Puerto Rican values
and the U.S. Army values, “It’s hard to separate. . . . [Yet], it was to be personal first,

before you can uphold to it in the Army.” For Alfonsa, her personal and Puerto Rican
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values and their congruence were the foundation from which the U.S. Army values were
built; “you can’t have one without the other.”

Reflection. In Alfonsa’s mind, the best way to be Latinx was to be a Puerto
Rican. For Alfonsa, being a Puerto Rican woman meant to be loud, energetic, and happy,
and being a soldier in Puerto Rico meant she could give back to the people. As a U.S.
Army soldier, Alfonsa was in a position to plan and execute missions that would help the
Puerto Rican people, and “it is a great feeling to be home after serving away from Puerto
Rico for so many years.” Alfonsa’s optimistic approach to life facilitated her
acculturation lived experiences, where she maintained her Puerto Rican cultural roots
while engaging and learning the U.S. Army culture.

Also, she was committed to helping the island of Puerto Rico, by planning and
executing the Innovative Readiness Training missions, where assets from the Department
of Defense are utilized to provide medical, dental, engineering, water purification,
logistics, and other support to the Puerto Rican people as part of the post-2017 Hurricane
Maria recovery.

Alfonsa described values as the principles that dictate how you act and behave
and that drive your performance. Alfonsa’s personal, Puerto Rican, and U.S. Army values
were congruent, with personal courage as the one value set apart from the others. After
21 years of service, Alfonsa intended to stay in the U.S. Army until retirement, as the
U.S. Army provided the stability, benefits, leadership opportunities, and motivation to
selflessly and honorably serve. Alfonsa emphasized that although English was the
operational and official language of the U.S. Army, many soldiers in Puerto Rican U.S.

Army units spoke Spanish during duty hours. Today, as a U.S. soldier serving in Puerto
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Rico, on behalf of her nation, the United States, her priority was her “country”—~Puerto

Rico and its people.

Postinquiry Autobiographical Reflection
Themes

Life changing experiences. What a life-changing experience! Connecting with,
engaging in conversation with, and developing rapport with 10 incredible Puerto Rican
female citizen-soldiers has been a life-changing experience. The level of trust, the level
of confidence, and the relationships developed with the participants were beyond my
expectations. From our conversation and our exchanges, 1, as a researcher, was able to
develop the highest level of respect, understanding, and appreciation for their
extraordinary acculturation stories, “lived, told, retold, and relived” (Huber, Caine,
Huber, & Steeves, 2013). These 10 women were strong, determined, passionate, and
courageous citizen-soldiers who overcame several acculturation traumas, obstacles, and
difficulties, personally and professionally, to prove to themselves and others the
magnitude of their strength, courage, abilities, and capabilities.

As a researcher, | have the highest level of respect, compassion, admiration, and
appreciation for the participants’ personal and Puerto Rican values and how they have
incorporated the U.S. Army values into their lives. They truly represent the lived U.S.
Army acculturation experiences of the Puerto Rican female citizen-soldier. In this
research study, the contributions of the participants found through their narratives (e.g.,
“clues”), impact the research puzzle of how Puerto Rican female citizen-soldiers explain
the value congruence between their personal, Puerto Rican values, and the U.S. Army

organizational values, during their lived acculturation experiences.
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My life-changing experience, throughout the data collection process, was
characterized by acknowledging and recognizing that my lived U.S. Army acculturation
experiences differed greatly from those of the participants. The many acculturation
traumas, obstacles, difficulties, impediments, and barriers these Puerto Rican female
citizen-soldiers experienced and overcame in their pursuit of becoming a soldier during
their U.S. Army acculturation experiences were beyond comprehension. To this end,
these obstacles and traumas included, but were not limited to, the lack of support from
family and friends; losing friendships; mental, physical, emotional, and psychological
duress; experiencing (subtle, to some) discrimination and racism, sexism, marianismo,
and machismo (at home and in the U.S. Army); and the impact of their Puerto Rican
accents and lack of English language proficiency. The ways these Puerto Rican female
soldiers developed and generated a high level of self-confidence, self-reliance, self-
assurance, courage, and strength during their U.S. Army acculturation were admirable
and commendable.

Learning and listening to these stories generated an array of emotions for me,
which included anger, denial, sadness, frustration, elation, joy and happiness, and
celebration. Unequivocally, | am deeply honored, humbled, and privileged to have met,
engaged, conversed with, laughed, and celebrated the values and the acculturation
experiences of these bold, strong-willed, strong-minded, and strong Puerto Rican women
in uniform.

Acculturation. For all but one participant, the acculturation strategy identified
was integration. With integration, an individual values maintaining the heritage culture

while also establishing and maintaining a relationship with the host culture (Berry, 1997).
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The one participant who did not identify integration as their acculturation strategy, did
not identify an acculturation strategy. She identified “assimilation” as her acculturation
strategy because “I took that new information and experience that the U.S. Army
provided me and just incorporated them into my existing ideas.” It is evident from her
statement that she meant to say “integration” rather than “assimilation,” as integration is
about incorporating the traditions, customs, and values of the host culture while
maintaining the values, traditions, and customs of the heritage culture. All in all, the ten
participants identified integration as their acculturation strategy.

Participants’ resonant threads. Reflecting upon my own U.S. Army
acculturation experiences and matching them with the participants’ acculturation
experiences relative to their values and values congruency, | identified four resonant
threads:

(1) Identity and being (meaning);

(2) Personal determination, strength, and courage (I can do this!) — opportunities
and challenges;

(3) Selflessness and the desire to serve and help others and make a difference; and

(4) Impact of language (English language proficiency and Puerto Rican accent) on
the participant's acculturation experience. These resonant threads are further discussed in
Chapter 5.

My Puerto Rican pride and compassion. The pride | feel and will continue to
feel for these Puerto Rican female citizen-soldiers is empowering, moving, motivating,
and overwhelming. The lived U.S. Army acculturation experiences of these Puerto Rican

female citizen-soldiers brought the highest level of empathy and compassion | could ever
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experience and feel. Being sensitive and mindful of these emotions and experiences
brought forth into practice my listening skills and counseling skills. A high level of
concentration and attentiveness that included not only verbal skills and nonverbal skills
challenged me to a new level of comprehension, understanding, and compassion.
Although I could not relate to some of the experiences they shared with me, | felt
compelled to positively display my understanding, compassion, and empathy. Some of
these experiences were centered on their experiences as women in a male-centric culture
(Puerto Rican culture) and male-centric institution (U.S. Army).

Narrative inquiry’s commonplaces. My relationship with the participants, the
location of the interviews, and the time of the interviews provided the backdrop for setting
the conditions for a thorough and comprehensive interviewing experience that resulted in
detailed, thick, deep, and rich narratives. Capturing the lived U.S. Army experiences from a
“commonplace” perspective (sociality, temporality, and place) provided the context and the
environment to gain an appreciation and understanding of the participants’ lived U.S. Army
acculturation experiences. The sociality commonplace included the numerous relationships
the participants had with fellow recruits, peers (battle buddies), seniors (ROTC instructors,
drill sergeants, superiors, and supervisors), subordinates (Soldiers), family members,
friends, and other influencers. The temporality commonplace included various stages of the
soldier development process over time, from recruitment, to the individual and collective
training, to the assignment to a unit, and to overseas deployments. The place commonplace
included the locations where soldiers execute their training activities, administrative
functions, educational experiences, deployments, and interactions and engagements with

others—in Puerto Rico, in the United States, and in international countries.
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My personal and professional development as a soldier in the U.S. Army
incorporates sociality, temporality, and place “commonplaces.” My professional
development as a soldier included my training experiences (sociality, temporality, and
place commonplaces) as a cadet in the ROTC program at Marquette University, my
initial officer training at the officer basic course at Fort Lee, Virginia, my Army War
College experiences at Carlisle Barracks, Pennsylvania, and my worldwide experience at
CAPSTONE. My U.S. Army career assignment experiences (sociality, temporality, and
place commonplaces) were varied and extensive, but specifically my general officer
assignments included assignments in Anniston, Alabama, to Fort Bragg, North Carolina,
to Kuwait, to Irag, to San Antonio, Texas, to New Orleans, Louisiana, to Haiti, and back

to Fort Bragg, North Carolina.

Justifications

To ensure that answers are given to two questions—“Who cares?” and “So
what?”—Clandinin (2013) stressed the importance of the study’s justification, personally,
practically, and socially. Personal justification refers to the process of how I justify the
study based upon my own lived experiences within the U.S. Army context, the tensions |
experienced, how I resolved those tensions, and how | developed the research puzzle
(Clandinin, 2013). Likewise, the value and the significance of how the study may affect,
adjust, and modify current practices address the practical justification. The social
justification is driven by what Clandinin (2013) referred to “theoretical justification, as
well as social action, and policy justifications” (p. 37).

Personal justification. Being who | was, who | am, and who | am becoming are

essential to the proper execution of the narrative inquiry study. First, as a Puerto Rican
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man who served in the U.S. Army and USAR for over 35 years, | was interested in
further understanding my own acculturation story/narrative as affected and influenced by
my interactions with the study participants and my own set of personal and Puerto Rican
values. | wanted to reinforce the importance and meaning of my lived U.S. Army and
USAR “integration” acculturation experiences, from when | joined the ROTC program at
Marquette University in 1974 to my retirement from the U.S. Army in 2015. This
“integration” strategy within the acculturation (Berry, 1997) process and experience has
been a positive, ubiquitous, and never-ending process for me.

Combining my personal values and my Puerto Rican values, which | learned from
my parents throughout my upbringing, with the U.S. Army values, which | learned
throughout my “integration” acculturation process, was a positive, growth-enhancing, and
maturing process that allowed me to develop an integrated value system. My
“integration” acculturation experience highlights the combination and incorporation of
both the dominant culture (U.S.) and nondominant culture (Puerto Rico) into my
professional and personal growth and development. Throughout the interviews with the
10 participants, | realized the importance of my lived U.S. Army acculturation
experience, validated my values, and confirmed my integration strategy within my
acculturation experiences.

Second, | was curious to what extent the Puerto Rican values | learned were still
pervasive throughout the Puerto Rican culture and valid for Puerto Rican female citizen-
soldiers. Through the inquiry process, | gained a better understanding of each

participants’ personal and Puerto Rican values, their acculturation experiences, and the
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value congruence processes, which gave me insight into the current Puerto Rican culture,
traditions, customs, and practices.

Practical justification. My practical justification for this narrative inquiry study
and answer to the question “so what?” was focused on four areas:

1. Providing Puerto Rican female citizen-soldiers with a forum to tell their stories
and to make their voices heard and understood.

2. Identifying the personal and Puerto Rican values of Puerto Rican female citizen-
soldiers.

3. Understanding the value congruence between the participant’s personal and

Puerto Rican values and the U.S. Army values.

4. Understanding the participants’ acculturation experiences from Puerto Rico

(heritage culture) to the U.S. Army (host culture).

As | interviewed each participant, | gained the confidence that the stories “lived,
told, retold, and relived” (Huber et al., 2013) by the participants, as presented above, have
given these Puerto Rican women the voice and the forum that others can appreciate,
understand, and celebrate. Further, I hope that senior leaders within the U.S. Office of the
Secretary of Defense (OSD), the U.S. Army, and the USAR will listen to these Puerto
Rican female citizen-soldiers’ voices, so they can understand the significance of their
U.S. Army acculturation process and the importance of value congruence between their
personal and Puerto Rican values and the U.S. Army values, throughout their careers in
the U.S. Army.

Social justification. According to Clandinin and Caine (2013), “a third

justification that is also necessary to consider at the onset of the study is the question of
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theoretical or social justification” (p. 174). Social justification or action includes policy
considerations (Clandinin & Caine, 2013). The present study’s social justification is
guided by the findings that will inform OSD, the U.S. Army, and the USAR leadership
about specific policies, procedures, and practices influencing and affecting Puerto Rican
female citizen-soldiers’ acculturation into the U.S. Army. The following policy and
current practice questions need to be closely considered, addressed and studied: Are the
current U.S. Army policies and practices limiting or enhancing Puerto Rican female
citizen-soldiers’ acculturation process and experience in the U.S. Army? How is OSD
and the U.S. Army monitoring and enhancing the acculturation process of all Puerto
Rican female citizen-soldiers? Is OSD and the U.S. Army leadership aware and informed
of the Puerto Rican citizen-soldiers’ personal and Puerto Rican values and the impact on
their acculturation into the U.S. Army? Are the U.S. Army values all-inclusive and
representative of all citizen-soldiers? Are the U.S. Army values congruent with Puerto
Rican female citizen-soldiers’ personal and Puerto Rican values? How intentional is the
U.S. Army leadership in establishing value congruence and acculturation policies and
practices that informs the U.S. Army Basic Combat Training trainers and leaders on the

understanding of the recruits’ values, value congruence, and acculturation experiences?

Final Reflections

It was a struggle to stay focused on my approved interview questions and protocol
without diverging too much from this line of questioning (which is aligned with the
research puzzle), while wanting to know about the participants’ personal lives (e.g.,
struggles related to marriage, family, children, growth, learning, etc.). It was a challenge

not to want to hear “the rest of the story.” As a researcher, maintaining this sense of
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ethical discipline is critically important. The question remained in my mind: To what
extent is it ethically reasonable to remain true to the research line of questioning while
trying to capture the salient elements of the participant’s story, identity, and lived
acculturation experiences that are beyond the scope and purpose of the present research
study?

Research, from a narrative inquiry perspective, could be limiting. There may be
essential elements of their lived acculturation experiences and story that may not be
aligned with the line of questioning but are critical to the research puzzle and the
wholeness of their narrative and their story. My line of research questioning was seen
through three lenses: (1)values, (2) values congruency, and (3) acculturation, in addition
to the many other factors that affect the development of a participant’s personal and
Puerto Rican values. For example, since family was a consistent value espoused by the
participants, were questions related to the participants’ marital status, their role as single
mothers, and the development of their children relevant to the overall research puzzle?

In addition, in the first interview, | tried not to focus too much on the meaning of
the experiences; that topic was meant to be the focus of the follow-up interviews. As a
final point, during the interviews | was constantly cognitive of the interview questions
and protocol and followed them to the line, and as | grew more comfortable with the
questions, | became more conversational and allowed the questions to have a natural flow
rather than a structure and formal line of questioning.

Collaboration with participants in the composing and negotiation of the interim
research text was also in the back of my mind as | was interviewing the participants. As a

researcher, | wanted to ensure | had developed the trust and rapport to be successful in
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the negotiations process, a key design consideration for narrative inquiry. The narratives
lived, the narratives told, and the narratives co-composed and co-produced must be
aligned to the point of minimal gap between narratives for each participant.

Overall, these post-inquiry autobiographical reflections allowed me to think about
the importance of my role as a researcher, within the parameters of the narrative inquiry
method (Clandinin, 2013), in building close relationships with the participants to co-
compose and co-produce a complete, detailed, thorough, rich, and deep narrative of their
lived U.S. Army acculturation and value congruence experiences. There is little to no
doubt that the narratives co-composed and co-produced have given me and the readers
“clues” to the study’s research puzzle: How do Puerto Rican female citizen-soldiers
explain the value congruence between their personal/Puerto Rican values (as Puerto
Rican citizens) and the organizational values (as U.S. Army soldiers) during their lived
acculturation experiences? Chapter 5 focuses on the four “resonant threads” (Clandinin,
2013) that ran across the 10 participants’ narratives on values, value congruence, and

their lived U.S. Army acculturation experiences.
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Chapter 5: ResonantT hreads

What is a puzzle? Merriam-Webster defined the noun puzzle as “a question,
problem, or contrivance designed for testing ingenuity [or knowledge]” (“Puzzle,” 2019).
Clandinin and Connelly (2000) stated, “Narrative inquiries are always composed around
a particular wonder, a research puzzle,” where “narrative inquiry carries more a sense of
a search, a ‘re-search,” a searching again” (p. 124). The focus and purpose of this study
was to disclose the “clues” to the “research puzzle” of how Puerto Rican female citizen-
soldiers explain the value congruence between their personal/Puerto Rican values (as
Puerto Rican citizens) and the organizational values (as U.S. Army Reserve [USAR]
soldiers), during their acculturation experiences.

Based upon the field text (data) collected, | directed my attention to those lived
U.S. Army acculturation experiences that gave me the greatest insights into the clues that
addressed the research puzzle. From the collected field texts (data), and through the data
analysis process (thematic analysis), | identified four “resonant threads” (Clandinin,
2013)—structured around the three key components of the research puzzle, the
participants’ values, value congruence, and the participants’ lived acculturation
strategy—that gave me insights into the clues that addressed the research puzzle. The
four resonant threads are:

(1) Identity and being (orgullo and familismo);

(2) Personal determination, strength, and courage (I can do this!) — opportunities
and challenges;

(3) Selflessness and the desire to serve and help others and make a difference; and
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(4) Impact of language (English language proficiency and Puerto Rican accent) on
the participant's acculturation experience. Clandinin (2013) defined these “resonant
threads” as “plotlines that threaded or wove over time and place through an individual’s
narrative account” (p. 132). Each resonant thread is explained below with supporting data

(quotes) from the Puerto Rican female citizen-soldiers.

Thread #1 Identity and Being (Orgullo and Familismo)

The participants’ sense of identity and development of their personality is driven
by their explanation and the meaning of the experience of being a Puerto Rican, being a
Puerto Rican female, and being a Puerto Rican female Citizen-Soldier, during their
acculturation and value congruence experiences. Likewise, pride (orgullo) and familismo
played a significant role in the participant’s acculturation experience into the U.S. Army,
for they served as the foundation from which participants’ personal and Puerto Rican
values were learned, developed, and instilled. The overall participant’s personal and
Puerto Rican values include integrity, honesty, loyalty, selfless service, familismo, pride
(orgullo), collectivism, simpatia, culture and heritage, and respect and self-respect. The
following personal and Puerto Rican values were in consonance with the U.S. Army
values, respect, integrity, loyalty, and selfless service. Duty, as a U.S. Army value, was
in contention with familismo, a personal and Puerto Rican value, during their
acculturation experience.

Acculturating into the U.S. Army culture from Puerto Rican culture was first
manifested by the participant’s pride (orgullo) of being a Puerto Rican (identity) and
what it means to be a Puerto Rican. Wanda asserts, “I believe if you were born in Puerto

Rico you are different than everybody else. We have our own way to feel life, our own
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way to do stuff. I'm really proud of being Puerto Rican.” Wanda stresses the sense of
independence and uniqueness of what it means to be Puertorriquefios. Delia expressed
the same level of orgullo of being Puerto Rican, “We are very proud to be Puerto Ricans.
I'm very proud to be raised and born in Puerto Rico. We are very proud to be Puerto
Ricans and the flag, and the national anthem, and the family.” As Delia explains, the
pride of being a Puerto Rican is about family, culture, traditions, and other symbols of
patriotism. This orgullo and this sense of who they are as Puertorriquefias facilitated
their acculturation process while attending the U.S. Army’s Basic Combat Training,
which was for some their first predominant full-time exposure to the American culture.
Being a Puerto Rican for Alejandra meant being able to live by her Puerto Rican
values and work ethic within the U.S. Army, and the impact being a Puertorriquefia has
on those she serves, “makes me feel good to be a Puerto Rican and proud to be a Puerto
Rican.” Rosa expands on that feeling, because for her it is all about the orgullo (pride)
she has about the Puerto Rican history and heritage. The significance of preserving the
Puerto Rican heritage, language, customs and traditions, no matter where you are,
whether you are in Puerto Rico, in the United States, or deployed globally, was critically
important to Rosa. For Tita, it is a blessing to be Puerto Rican, “Well for me to be Puerto
Rican goes beyond that pride. I'm very proud of the culture that I'm in. We're a people
person. We are very blessed. We're very blessed with the island that we live in.” For
Judy, it is an honor, “For me to be Puerto Rican, I think it's an honor.” The pride
(orgullo) of being Puertorriquefias is exemplified by the feelings of honor, satisfaction,
and the blessings, as felt and expressed by the participants throughout their acculturation

into the U.S, Army. To this end, the value congruence explained by the Puerto Rican
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female Citizen-Soldiers was centered on the consonance (harmony) between their
personal and Puerto Rican values and the U.S. Army values, where such values as
respect, integrity, loyalty, and selfless service are understandably aligned.

Victoria throughout her narrative account discussed how her personal values of
integrity, honesty, and loyalty are aligned and in harmony with the U.S. Army values of
respect, integrity, loyalty, and selfless service, when she decided to join the U.S. Army
looking for a way to provide a better quality of life for her son. Further, when she talks
about the way she carries out her daily duties and responsibilities, which are centered in
the integrity of fulfilling these duties, she sees herself (identity) serving as a role model
and example to others. Last, Victoria’s hunger and thirst for knowledge and learning
about how the U.S. Army runs are driven by her desire to ensure that the decisions made
at the higher levels in the organization are based upon the policies and regulations and
not by making stuff up, another example of her loyalty and integrity, two U.S. Army
values. Ivelisse’s and Judy’s respect and selfless service personal values guide them in
the execution of their personal life in and out uniform (school and work). Rosa’s and
Selena’s respect personal value, taught by their parents, guides them in the way that they
serve as role models for others and intercede when others are disrespected or belittled
publicly. These are clear examples of how the participants’ personal values are
congruent with the U.S. Army values, while establishing and defining their identities and
personalities.

Fascinating findings show that the process of acculturation into the U.S. Army for
the participants was enhanced by their experiences as Puertorriquefias while in Puerto

Rico and the feeling and identity of being a Puertorriquefia, meaning strength, power, and

270



might. Victoria states, “Because the Puerto Rican female, we are strong, very strong
woman. But if I compare me with all the females from United States, | think that the
Puerto Rican females, we are more stronger.” For Wanda, it also meant being exclusive,
and being privileged and unique. Selena concurs, “It means being proud, strong. Yeah.”
Judy spoke of the orgullo (pride) she feels about being a Puerto Rican woman, her skin
tone, and proud of fulfilling the requirements to become a U.S. Army soldier, “I'm a
woman, I'm Puerto Rican, Hispanic, my skin tone you can consider it black, and doing
what we do [becoming a soldier], like, way back before that wasn't even possible.”

The participant’s acculturation experiences into the U.S. Army reinforced the
value and the importance of becoming a Puerto Rican Female Citizen-Soldier (identity),
rather than an American Citizen-Soldier. In Wanda’s lived experiences, being a Puerto
Rican female Citizen-Soldier is being proud of her role as a caregiver and a provider for
her family, while overcoming the many challenges associated with being a Puerto Rican
female and a Puerto Rican female citizen-soldier. Wanda prides herself in the person and
soldier she has become because of her U.S. Army acculturation and soldier experiences,
despite her lack of English language proficiency and the many hardships and traumas she
has experienced. Wanda attributes her success to her Puerto Rican female strength of
mind, heart, and body. From Tita’s lived experiences, she recognized that Puerto Rican
women are very challenging and difficult to deal with because of their strongmindedness
and determination, as they will always find how to attain and achieve what they want.

Alfonsa stressed the importance of her identity as a Puerto Rican female Citizen-
Soldier because of the service she can provide to the Puerto Rican people while in

uniform. Returning to Puerto Rico, after being away for a while, as a U.S. Army Citizen-
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Soldier, is a source of pride for Alfonsa. Alfonsa feels that as her career is ending, she
can serve the Puerto Rican people as a soldier, by providing the resources and the support
they need to overcome the 2017 Hurricane Maria’s devastation.

Familismo, a Puerto Rican value, plays a significant role in the development,
establishment, and sustainment of the participants’ identity and personality. Dads,
stepdad, grandmothers, and great grandmaothers are the key entities in the formation of
the participant’s identity and personality, including their personal and Puerto Rican
values.

Dads and Stepdad, as role models, are an essential relationship in the participant’s
lives, as they established their identity. Wanda’s Dad, her role model, taught her about
personal values, and consistently reminds her, “what doesn't destroy you make you
stronger.” Wanda considers her Dad as the key family member that also taught her about
being strong, resilient, and how to overcome any adversity in her life. Because of the
many lessons her Dad has taught her, Wanda sees herself as a rock turned into, “...a
diamond now because it's been polished for many years.” In Selena’s life, her Dad, who
advised her “...you always act with respect,” played a significant role in in her decision
to join the U.S. Army, as he tried to alert her to the challenges he faced as a Puerto Rican
in the U.S. Army, such as, prejudice, racism and discrimination.

Victoria’s Dad, who was very influential in her upbringing and identity, spent
significant time educating them about life, based upon his Catholic teachings, “Well, my
father is very Catholic, so he used to be read the Bible, the histories in the Bible to apply
with the family all the time.” He used his Catholic faith and teachings, as an example

and a metaphor for their children to live by, based on a strong set of values, beliefs, and
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principles. His teachings, along with her Mom’s, extended beyond the faith-based
education, as they taught the kids science and math.

Rosa treasures and appreciate the role her Dad and her Stepdad her played in her
life and in her U.S. Army life. Both have supported her U.S. Army career in the U.S.
Army. Rosa acknowledges that both were very strict with her, but her Stepdad, “He just
always taught me to do what's right, try to be honest, and again, determination just goes
back to being kind of, I guess, adaptability and being able to set my goals and steady
stick with them now.” Rosa believes that the values that her Dad taught her are the
values that have facilitated her time in the U.S. Army, for which she is very grateful.
Rosa admires her Stepdad as he has accomplished many things in his personal and
professional career, “He's a genius in my eyes... So, he was a grounding force in my life.
My Stepdad also encouraged me a lot.”

For Tita, her Grandmother, who raised her because her Mom was a teenager when
she was born, is the one family member with the greatest influence in her life and who
taught her about the “traditional” roles of women in the Puerto Rican culture, “That
female, that ama de casa, the housewife, the one who knows how to cook, who knows
how to cook from scratch. The one who knows how to take care of the children.” This is
the significant role that grandmothers played and to some extent still play today, teaching
the young girls about their traditional responsibilities in the family. She acknowledges
the importance of her Grandmother in her life and feels the need to spend as much time
with her grandmother, after she retires. Also, Tita felt that her family, especially her
grandmother, have sacrificed much when she was away from home, during U.S. Army

training events, assignments, and deployments. Tita concedes that, “I want to be able to
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enjoy her as much as | can before God calls her to the other side. Seeing she was the one
who raised me, so I have to give back.” Giving back to the family and maintaining the
family unity and integrity is part of the family value where the children and
grandchildren, like Tita, feel it is their responsibility to provide for their parents and
grandparents during their later years in life.

Alfonsa, along with Tita, talked about the role that her grandmothers played in
practicing and teaching her about Santeria (worship of saints), an element of the Puerto
Rican culture, practices, traditions, and customs. Alfonsa was highly influenced by her
grandmother (la “Santera,” the one that worships saints), who was not “your typical
grandma,” but, who, through strict discipline and obedience taught her about being strong
and being resilient, as a woman. As Alfonsa admits, “I mean, nobody will mess with
Grandma.”

In Judy’s life, her Dad, her Mom, and her Grandmother were the key family
members that raised her. Yet, Judy readily admits that it was her grandmother, as the
principal individual within her family, who taught her personal values, and served as a
role model and as an example, “so she always taught me how to be, growing up, she
taught me how to be not perfect, but the best version of her grandchild.”

This research thread shows that through their cultural views and orgullo (pride) in
growing and developing as Puertorriquefias, the participant’s identity was enhanced by
the lessons learned about beliefs and values from their Dad, stepdad, and grandmothers.
These personal and Puerto Rican values facilitated their acculturation into the U.S. Army
and enabled the consonance between their personal/Puerto Rican beliefs and values and

the U.S. Army values. Familismo and orgullo, as two Puerto Rican values, served as the
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foundation of the Puerto Rican female citizen-soldiers’ development and maturity process
as they established themselves as Puertorriquefias and Puerto Rican citizen-soldiers

(identity and being).

Thread #2: Personal determination, strength, and courage (I can do this!) —

Opportunities and Challenges

During their acculturation process and experiences, the Puerto Rican female
Citizen-Soldiers consistently acknowledged the importance of the orgullo (pride),
determination, personal strength, and the courage, required to join the U.S. Army, and to
overcome the challenges posed by the U.S. Army’s training and readiness events and the
encounters faced throughout their unit assignment experiences. Judy and Victoria spoke
of the orgullo (pride) of proving to themselves and to others their adeptness and
competence to meet the challenges of joining the U.S. Army and the training required.
Both acknowledged and recognized there were times during the training they wanted to
quit, but the orgullo (pride) of knowing they had within themselves the feeling, “I can do
this,” continued to push them and inspire them to complete the task at hand.

Alejandra’s U.S. Army acculturation experience and story is one of patience,
persistence, perseverance, and pride. Alejandra, who is focused on her personal and
Puerto Rican values, has met all the challenges and obstacles faced before she joined and
after she joined the U.S. Army. Alejandra attributes her success in the U.S. Army to the
pride she feels about being a Puerto Rican woman and, “I am a dedicated Puerto Rican
female.” Victoria’s acculturation experience was all about possessing the inner strength
and character to overcome the U.S. Army challenges. Victoria is also proud that, as a

Puerto Rican women, she can fulfill the same functions and work demands that a man
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can, if not better, as she says, “Las Puertorriquefias tenemos [Puerto Rican women have]
this character, the strong character, | think everyone knows that in the Army.” Delia
agrees you need a high sense of determination required to develop a passionate sense of
purpose needed to accomplish anything in life and specifically the acculturation into the
U.S. Army, “I think that Puerto Rican females, we are very demanding, and we always
have a purpose, that we always try to achieve.”

Victoria emphasized the importance of being an example to demonstrate to others
her inner strength and the courage necessary to join and succeed in the U.S. Army, “Y de
ser un ejemplo para otras personas de que si se puede. De que si se puede y que nunca
permitan que nadie les diga que no se pueda hacer. Porque lo que uno es, uno lo lleva en
uno por dentro.” [And to be an example to other people that “yes, you can.” Yes, you
can and do not let anyone tell you, “you cannot do it.” Because who you are, we have it
all within us.] The belief that the strength and the courage to meet any challenge and
obstacle resides within all of us during the participant’s acculturation experiences was
critical during the challenges presented (past, present, and future) by the U.S. Army for
the participants. For Alejandra it was all about determination associated with wanting to
join the U.S. Army, “Mine was determination, I want this.”

Rosa expressed her hesitation and reluctance during her acculturation onto the
U.S. Army, as, “Oh, my God. I do not know if I am going to make it. I’ll push through.
Whatever it takes. Sleepless nights, and you know. And I got it done.” As Selena
stressed that during her U.S. Army acculturation experience, she discovered that, “I think
we [Puertorriquefias] are more determined.” Ivelisse underscored that what has helped

her through all the challenges and traumas in her life and in the U.S. Army has been her
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sense of who she is, regardless of the fact that she is a woman, “I think that my
development as a soldier had nothing to do with me being a Puerto Rican woman. But it
had everything to do with who | am. I think that what helped me was just who | am. My
values and my determination to finish the things that | start and challenge myself every
day to do better.” Ivelisse indicated that she had the drive, courage, and passion to meet
the U.S. Army training requirements while she was developing the required resiliency
and determination to overcome all challenges, in the U.S. Army and in her life.

Power and strength have been the cornerstone of the participant’s acculturation
experiences into the U.S. Army. The source of the power and strength was expressed
consistently as an inner source, as Victoria asserts, “That’s why maybe inside of me, Y
soy tan fuerte.” [I am very strong.] The evolution of personal strength and power is
closely aligned with the shaping and reinforcement of the participant’s identities as
Puertorriquefias. Victoria states, “No somos el genero debil. We’re stronger. Yes.” [We
are not the weaker gender.] Wanda further highlighted that, “From all this experience, |
had a strength in myself to a point that if I'm not a rock I'm a diamond now because it's
been polished for many years. | think that's what happen to me. | was a rock, | was a
strong rock. Everybody just see my rough sides during that period. Beginning being a
soldier and moving through the military it has been shaped and | noticed.” Wanda,
before she joined the U.S. Army and throughout her U.S. Army acculturation experiences
has overcome many obstacles, traumas, and challenges, requiring significant strength of
mind, body, and spirit.

Tita clearly indicated that being a Puertorriquena is difficult and even harder to

deal with, “Nosotras temenos cojones. Estas mujeres de Puerto Rico no somos facil.”
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[We have balls. These Puerto Rican women are difficult to deal with.] As Ivelisse
articulated, “It means that you have to be strong. To me, you have to be a strong
person.... It's very important for you to have character, stand up for yourself, be strong
on your own and be willing to help others and be helped by others. | just think it means to
do the best you can in the world and show them that a woman can do it.”

The research highlighted that participants expressed that the strength and the
power required during their acculturation into the U.S. Army, was reinforced and guided
by their courage and boldness. During their acculturation experiences, value congruence
between their personal and Puerto Rican values and the U.S. Army organizational values,
courage was not specifically identified as a top value, but, was explicitly recognized
throughout our conversations. Each participant had an experience (challenges, obstacles,
trauma, and difficulties) during their acculturation into the U.S. Army that exemplified
the value of personal courage, which is in consonance with their personal value of
courage. Further, the participants demonstrated the highest level of adaptability,
flexibility, and resilience throughout their U.S. Army acculturation experiences.

Being a single Mom and leaving her son behind to pursue the challenge and the
opportunity offered by the U.S. Army took a significant amount of courage for Victoria.
As she stressed, “Lo hago, lo hago, no queria dejar a mi hijo solo de pequefio, like a
single Mom, it's like, ‘Oh my God, | don’t want to be far, lejos de mi nene.” Y si me di
cuenta que si estaba en el lugar correcto, eso era lo que me faltaba en mi vida.” [Do I do
it, do 1 do it, I did not want to leave my young son, like a single Mom, it’s like, ‘Oh, my
God, I don’t want to be far, far from my son.” And I noticed that | was in the right place

(U.S. Army), that was what was missing from my life.] In addition, the courage that
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Victoria experienced during her acculturation relative to learning a new language, “Single
Mom aprendiendo, learning English, sin entender lo que era bien, como funcionaba el
ejército. Lo hice y sigo aprendiendo, y sigo en las lucha y representando la mujer
Puertorriquefia female, de que se puede progresar en un ambiente distinto al que
crecimos.” [Single Mom learning, learning English, without understanding what was
right, how the U.S. Army functioned. 1 did it and I keep learning, and | keep fighting and
representing the Puerto Rican female that you can progress in a different environment
from the one you grew up.] Several participants, as will be discussed below, experienced
tremendous difficulties relative to their English language proficiency and Puerto Rican
accent.

Alejandra’s acculturation experience and life experiences have been highlighted
by her courage and her perseverance. Experiencing tremendous resistance from the
moment she expressed her desire to join the U.S. Army to today have been at the
forefront of Alejandra’s acculturation experience. Resistance from her Dad, Mom and
friends, the lack of opportunities being offered by the U.S. Army, and her pursuit of
English language excellence have been at the forefront of her courage and her
persistence. Alejandra continues to persevere through these and other challenges to
demonstrate to other Puertorriquefias they can do it, because of their inner strength and
determination.

For Delia, Victoria, Alejandra, and Wanda, courage has been essential to deal
with their lack of English language proficiency and Puerto Rican accent and how they
were perceived and treated by others. Wanda, as a subordinate soldier to an officer, had

to assert herself to gain the respect from the officer, as she was consistently humiliated by
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the officer because of her accent. As Tita states, “Without knowing the language, you're
in your 20's, early 20's without knowing the language, it takes a lot of courage to do that.”
The research shows a strong narrative among all participants that highlights courage. To
this point it took a lot of courage for these participants to deal with the insinuations, the
biases, and the subtle discrimination that persist within the U.S. Army because of the lack
of English language proficiency and Puerto Rican accents. This is not particular to
Puerto Rican females, as other non-English speakers deal with this lack of respect. This
is where Rosa has had to assert herself and address those demonstrating the lack of
respect by advising them she will not tolerate this “nonsense.”

Alfonsa’s personal courage is a value she learned from her Dad, who enrolled her
sister and her at an early age in Tae Kwon Do classes so they could learn to fend for
themselves, if needed. As her Dad would stress to Alfonsa, he wanted them to “take a
punch” and not necessarily engage in a fight with others. Within this line of thinking,
Ivelisse stressed, “Because | think it's a really important characteristic in life. You have to
have the courage to say what you need or speak your mind and tell somebody that they
need to do this or that.” Ivelisse learned to appreciate the personal courage value during
her acculturation into the U.S. Army as she discovered the consonance between her
courage value and the U.S. Army’s personal courage value, as did many of the other
participants.

Last, it takes personal courage to leave your family, a Puerto Rican value and an
indispensable support entity, to fulfill the duties of a soldier during a deployment into
combat at a foreign country. The many aspects of combat, combined with the movement

into a foreign country with different customs, language, and tradition, and engaging with
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soldiers from other units, demands exceptional courage, valor, and audacity. These
combat experiences serve as another aspect within the acculturation process where Puerto
Rican female Citizen-Soldiers must adapt to and familiarize themselves with the U.S.
Army value of duty, which may be in contention with the Puerto Rican value of

familismo.

Thread #3: Selflessness and the desire to help others and make a difference

Consistent with the Puerto Rican (and Hispanic/Latinx) “collectivism” value, the
Puerto Rican female Citizen-Soldiers exemplified and demonstrated their connection and
alignment with the need to be selfless in the service of others and their desires to help and
provide for others, especially the Puerto Rican people, during their acculturation
experience into the U.S. Army. The participants were mostly concerned about providing
a better quality of life for others, which included families, friends, fellow soldiers, and the
Puerto Rican people.

Before Alejandra joined the U.S. Army, she was mostly concerned about finding
ways to help other people. She would participate in events and activities that were part of
the Family Readiness Group (FRG) in her husband’s unit. Alejandra shared two stories
of how she was committed to helping soldiers and their families in need. In one case, she
provided from her personal resources, the financial and emotional support needed by a
soldier whose wife had cancer. On another occasion, Alejandra working closely with her
husband mobilized the U.S. Army resources to ensure that the soldier was provided the
financial support for his child, whom had a special medical need, by finding the means

and ways to ensure the soldier secured a fulltime position in the U.S. Army.
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Alejandra believes, “I think that I can make a difference. No matter what rank, I
know that we can be special for people.” Alejandra’s selflessness extended to when she
joined the U.S. Army and afterwards, by volunteering to work at the unit to get the
experience for her professional development and to learn about how the U.S. Army runs
and operates at no cost to the U.S. Army. Throughout her acculturation experience to the
U.S. Army, Alejandra is looking for opportunities to serve as a role model and an
example to her subordinate soldiers, regardless of their background. Serving others has
been the guidepost for Alejandra, where she experiences the consonance between her
selfless service personal value and the U.S. Army’s selfless service value.

Alfonsa prides herself in being in a position, as a soldier, to plan and execute U.S.
Army funded training and readiness exercises in Puerto Rico utilizing the U.S. Army
assets, to provide for the Puerto Rican people, after the devastation of Hurricane Maria.
As Alfonsa stressed, “While I'm stationed here, it is very easy to compliment it, because
like I said, I can use my skills. | can use the skills that the Army spent a lot of money
training me on, to better serve my local community.”

Alfonsa is elated by the fact that she can complete her service in uniform in
Puerto Rico, where she started and where she can mobilize the U.S. Army and U.S.
Government resources in service of the Puerto Rican people. This same attitude and
posture were implemented and applied when she deployed to Irag and to the Horn of
Africa, where she was instrumental in providing for the people of those two countries, as
a civil affairs professional, which included building schools and providing for the health

and welfare of the people through medical support. Her dedication and commitment to
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serving the Puerto Rican people is symbolic of her personal value of caring for others
which is in harmony with the U.S. Army value of selfless service.

Tita used her cooking skills, abilities, and entrepreneurial spirit to ensure that the
Puerto Rican soldiers and others were able to experience a little bit of a “home away from
home,” during an overseas deployment. When she deployed, she ensured that she
packed all the necessary ingredients and the cooking devices and appliances to cook a
nice Puerto Rican meal. As Tita recalls, “So when I go to a deployment, I always travel
with a caldero [pot]. Always, and | put the sign, “if you know what this is come and eat.”
Because food connects us, as Puerto Ricans.” She made certain that after she cooked the
meals, she invited anyone and everyone who was homesick or just wanted to have a little
taste of home while deployed to Iraq. She also put up a sign that stated, “If you know
what this is (pointing to the caldero — metal pot), please come and serve yourself.”
During her acculturation process into the U.S. Army, Tita additionally recognized that
there many soldiers that were away from their families in Puerto Rico and other foreign
countries; and she was committed to ensure that she provided the support and help to
those in need by cooking homemade meals. Tita was committed to selflessly providing
for a quality of life for the service members while they were deployed away from home
for a year or longer. The value of selfless service is in consonance (harmony) with Tita’s
personal value of “service to others.”

Selena’s acculturation experience into the U.S. Army was characterized by
personal challenges and lack of respect by some of her peers. She was taught by her Dad,
“...you always act with respect.” Selena applied this personal value when she was

treated by her fellow soldier with disrespect, when she consistently made fun of her
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accent. The fellow soldier, from Mexican background, was hurt during the U.S. Army’s
basic combat training. Selena made it her mission to do all she could to support, assist
and help her fellow soldier, by carrying her crutches and by bringing her food when she
could not walk. Her fellow soldier was astonished as to why Selena was so helpful to
her. Selena responded, “that is what we Puerto Ricans do. We have to support and help
our fellow Hispanic soldiers.” Despite how Selena was treated by her fellow soldier, she
stayed true to the values that her Dad taught her and the value the U.S. Army taught her,
respect and selfless service.

Victoria’s motivation to join and acculturate into the U.S. Army were driven by
her need to provide a better quality of life for her son, by her desire to be role model and
example to other soldiers, and by her desires to make our world a better world. Her
personal values of integrity, honesty, and loyalty served as the guideposts in her pursuit
of finding ways to improve the quality of life of other soldiers, her community, and her
family. Victoria asserts, “The good thing for me is the knowledge, inspire words, so
when | joined to the Army, | joined because | was looking for new opportunities in my
life. Some more experience, more skills like a single mom. And you know, being a single
mom here is like a little rough sometimes. So, | was looking for something else how to
produce more for my son, for my community, for my person to grow up and to offer
more for my Puerto Rico.” Victoria was driven by her personal values and the U.S.
Army values to ensure that the soldiers in her unit and under her supervision understand
the importance of their duty and be motivated to serve beyond the financial, medical,
educational, and other benefits. She is committed to be a role model and example for

those that want to pursue a career of service in the U.S. Army.
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Throughout the research, the essence of acculturation was highlighted. Therein,
acculturating into the U.S. Army have provided the Puerto Rican female citizen-soldiers
with the environment where they can thrive as they create and exploit the opportunities to
be of service to others. Consistent with the Puerto Rican value of “collectivism” the
participants are looking for ways to contribute, make a difference, and serve the greater
good, focused on the betterment of others. All the participants were more concerned,
throughout their acculturation experiences, about the well-being and welfare of others
and not them, which follows their personal and Puerto Rican values, and which were in

consonance with the U.S. Army values.

Thread #4: Impact of language (English language proficiency and Puerto Rican

accent) on the participant’s acculturation experience

An important and noteworthy consideration in establishing a cultural identity
throughout the acculturation process is language. As Schwartz et al. (2006) emphasize
heritage language can be perceived by the host culture, as exemplified by native English
speakers in the U.S. Army, as a “threat” and therefore, may use it to disadvantage the
immigrant people, socially, politically, and economically. In the present study the non-
proficient English speakers in the U.S. Army are the ones at a disadvantage. As
Siatkowski (2007) emphasized “Acculturation is a complex, multidimensional process
involving not only language but also many sociocultural factors...” (p. 319). Language is
a significant and noteworthy factor, in the present study, that highly affected the
acculturation experience of the Puerto Rican female Citizen-Soldiers. Further,
Siatkowski (2007) stressed that acculturation is a multidimensional process that involves

the close interface between two cultures, the change that occurs, at the individual, group,
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and societal levels, due to this interface, and the learning of adaptation strategies by
individuals when embracing new beliefs and practices while sustaining their heritage
practices (e.g., language) and beliefs.

In this research, the participant’s English language proficiency and Puerto Rican
accent affected how they were perceived and received by their peers, subordinates, and
seniors during their initial acculturation experiences at the U.S. Army Basic Combat
Training or ROTC, post training unit assignments, and training and readiness exercises.
These language barriers were manifested at times as prejudice, racism, discrimination,
stereotyping, and lack of respect as Puerto Ricans (minority), including the interaction
with native and non-native English speakers.

Learning the English language has been the most challenging acculturation
experience for most participants. After taking the oath of office and before attending the
U.S. Army Basic Combat Training, Delia and Victoria attended the Defense Language
Institute English Language Center (DLIELC) at Lackland Air Force Base, Texas.
DLIELC provides English Language Education to students sponsored by their respective
Service, to achieve the minimal language proficiency for the student to complete their
required U.S. Army initial entry military training, U.S. Army Basic Combat Training and
Advanced Individual Training. Judy, Tita, Selena, and Wanda met the English language
proficiency requirements by achieving a passing score in the ASVAB (Armed Services
Vocational Aptitude Battery) test. Rosa, Ivelisse, and Alfonsa achieved the English
language proficiency through their academic education. When Alejandra joined the U.S.
Army through the direct commissioning program, she knew little English, except what

she could remember from her schooling in Puerto Rico. To become proficient in the
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English language and continue her U.S. Army acculturation experience, Alejandra taught
herself English and she continues to improve on her English language skills daily.

Chen, Benet-Martinez, and Bond (2008) discovered that for those individuals that
acculturated through the globalization process, acculturative stress resulted from the
natural tension and conflict between their heritage culture and the host culture
(globalization), and when these individuals learned a new language and a new set of
cultural norms and values. Delia, Alejandra, Victoria, and Wanda experienced the most
stress, tension, and challenges, during their acculturation experience into the U.S. Army
when dealing with the English language proficiency and their Puerto Rican accent issues.
Delia shared how conscientious she is of her Puerto Rican accent, how she continues to
struggle with the English language, and how she depends on others for support,
encouragement, and assistance. Delia acknowledged, “I don't want to get rid of my
accent, because that's what defines myself to be different than other people.”

Alejandra and Delia felt that during their acculturation experience that because of
their Puerto Rican accent they are not provided with the opportunities available to other
soldiers within the U.S. Army, meaning they cannot get the career enhancing experiences
that will prepare them to continue to grow, develop, and advance within the U.S. Army.
Alejandra explains, “I think that if you want to work hard, and you want to add
something to an organization, | think that the language shouldn't be a barrier, shouldn't be
an excuse. There's always opportunity to get better in everything, including language.”
Delia concurs with this thinking, as she feels that because of her Puerto Rican accent she

is not given an opportunity for advancement and that she must consistently prove that
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despite her lack of English language proficiency she can perform the U.S. Army higher-
level tasks and responsibilities.

Victoria’s English language proficiency experiences are characterized by her deep
desire to immerse herself in learning English and the frustration associated with how her
fellow Puerto Rican soldiers ostracize her for speaking English when she could speak
Spanish, at the workplace. As Victoria explains, she already knows Spanish and cannot
understand why her fellow soldiers do not want to practice and learn English, which is
the operational language of the U.S. Army. This acculturation process, as experienced by
Victoria, highlights how the Puerto Ricans citizen-soldiers that join the U.S. Army
initially apply the “integration” acculturation strategy for a short period and return to the
“separation” acculturation strategy, when they return to Puerto Rico. To this point,
integration, as described by Berry (1997, 2019) represents the acculturation strategy an
individual or a group values their heritage identity, culture, and values and want to
maintain them and they also value the maintenance of the relationship with the host or
dominant culture. Likewise, separation (Berry, 1997, 2019) represents the acculturation
strategy where the individual or group only wants to maintain their heritage culture
during their acculturation into the host culture.

Although Wanda passed the English entrance exam for the U.S. Army, she related
the story of how she missed her first three days of U.S. Army Basic Combat Training
because she did not understand the guidance and instructions provided by the Drill
Sergeants. Eventually another recruit explained to her what the Drill Sergeants said and
assisted her in getting her back on track. After overcoming many training hardships

Wanda completed U.S. Army Basic Combat Training, because of the sensitivities and
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understanding extended by her English language test proctor and the Drill Sergeants.
Wanda also shared a story about an Officer who was equating Wanda’s conversational
English to a 5-year-old child’s English language proficiency. Wanda stressed to the
Officer that if you could understand me and we can communicate, obviously she was not
a five-year-old child. During the discussion about her Puerto Rican accent and English
language proficiency, Wanda asked the Officer, “how many languages did [the officer]
speak?” To which the Officer answered, “Only English.” Wanda responded by
educating the Officer she spoke two languages and, “If you take my accent as a way of
ignorance, then you are the ignorant.” Wanda explained to the Officer that her accent
was a benefit not a deficiency, culturally. Wanda also reminded the Officer that everyone
in the United States and worldwide has an accent. Consistently with what Wanda
experienced, Victoria expressed about how she felt when Americans listened to her speak
English, “sometimes they make feel like I'm very stupid.”

Wanda admits that she learned English by listening and watching children at a
Child Development Center at one of the U.S. Army installations, during her acculturation
experience into the U.S. Army. Tita learned some insightful guidance, as she
acculturated into the U.S. Army, for those that may not be as proficient in their English
language skills, “You don't need to know any English to go to basic combat training. Just
imitate everybody and say ‘yes, drill sergeant’ and if you don't understand, do pushups.”
That is a way to make it through the U.S. Army Basic Combat Training for non-English
speaking soldiers. Selena’s experience in the U.S. Army Basic Combat Training, after
another Hispanic recruit made fun of her, acknowledged that when asked if she spoke

English at home, “No. Never. My English is Disney, pure Disney channel.”

289



Ivelisse indicated how she has observed, during her U.S. Army acculturation
experience, how Puerto Ricans that speak English with an accent are discriminated
against because they could not speak English well, “it is something that happens to
Puerto Ricans that have an accent, or that aren't so caught up in the language.” Rosa’s
experience is rather poignant. She explained that she has observed in her unit that over
the years, that Soldiers with an accent when speaking English are disrespected,
dismissed, ridiculed, and even attacked. In addition, she has seen others make sarcastic
and snide remarks towards those with an accent or are speaking their native tongue. Rosa
stated that she has confronted those individuals, as a protective action of these soldiers,
and told them, “Nope, you will not be telling me any of that nonsense.” Rosa will not
ignore this behavior and will immediately confront it and addresses it when she sees it
happening.

What has been a challenge for Judy and Ivelisse is their desires to speak and
practice English in the conduct of U.S. Army business at their units during their weekend
battle assemblies in Puerto Rico, as other Puerto Rican soldiers who do not want to speak
English express resentment and even criticize them for not wanting to speak Spanish. In
this research study, language plays an essential role in diverse cultures. Both Judy and
Ivelisse are astonished that the Soldiers assigned to U.S. Army Reserve units in Puerto
Rico conduct U.S. Army business in Spanish. Ivelisse is more frustrated and realizes this
a leadership issue, “So if you look at the leadership and they're like that [speaking
Spanish instead of English in formations], then you're gonna be the same or worse. That's

just the reality of any type of work.”
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To this point, the study reveals that the acculturation experience into the U.S.
Army for the Puerto Rican female citizen-soldiers is highlighted by their involvement
with others’ perceptions, biases, and the nuances regarding their lack of English language
proficiency and their Puerto Rican accent. Within the multidimensionality of the
acculturation experience, language persisted as the most critical factor influencing the
participants’ ability and desire to fully integrate themselves into the U.S. Army culture
and the U.S. culture. The tensions and the frictions experienced by the participants
during their U.S. Army Basic Combat Training and Basic Officer Leaders Course and
throughout their U.S. Army experience are highlighted to underscore how language, as a
cultural artifact (Schein, 2017), has deeply impacted their growth and development.
More importantly, how language has impacted the way they are perceived and addressed
is critical to understanding the explanation and the meaning the participants give to this

U.S. Army acculturation experience.

Summary

The four resonant threads identified above represent the common “plotlines” and
the “themes” identified by the Puerto Rican female citizen-soldiers during their value
congruence and acculturation lived experiences in the U.S. Army and in Puerto Rico.
Identity and being (meaning); personal determination, strength, and courage (I can do
this!) — opportunities and challenges; selflessness and the desire to help others and make
a difference; and the impact of language (proficiency and accent) on the participant's
acculturation experience are the four critical resonant threads (themes) identified and

explained based upon the participant’s acculturation experience and value congruence
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process. The next chapter will focus on interpreting the central findings, conclusions, and

implications and recommendations for research, theory, and practice.
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Chapter 6: Interpretations, Conclusions, and Implications

The purpose of this narrative inquiry study was to understand the “research

puzzle” of how Puerto Rican female Citizen-Soldiers explain the value congruence

between their personal/Puerto Rican values, as Puerto Rican citizens, and the

organizational values, as U.S. Army Citizen-Soldiers, during their lived acculturation

experiences. The central findings of this narrative inquiry were generated from the

participants’ narratives (results), which provided “clues” into the research puzzle. The

narratives and the “resonant threads” provide the foundation for these five central

findings:

1.

Values (personal, Puerto Rican, and U.S. Army) play a meaningful and
significant role in the Puerto Rican female citizen-soldiers’ lived acculturation
experience from the Puerto Rican culture (heritage culture) to the U.S. Army
culture (host culture) and in their decisions to join, stay, and potentially leave
the U.S. Army.

Consonance is the predominant value congruence explanation offered by the
Puerto Rican female citizen-soldiers during their lived acculturation
experiences.

Integration is the primary acculturation strategy employed by the Puerto Rican
female citizen-soldiers as they acculturate from the Puerto Rican culture
(heritage culture) to the U.S. Army culture (host culture).

The Puerto Rican accent and the English language proficiency play a
noteworthy dynamic in the Puerto Rican female citizen-soldiers’ lived

acculturation experience.
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5. The Puerto Rican female citizen-soldiers’ reasons for joining, staying, and

leaving the U.S. Army are varied, diverse, and progressive.

Chapter 6 will first interpret these central findings in context of the scholarly
literature on values, values congruence, and acculturation. This will be followed by four
conclusions for the theoretical work on value congruence and acculturation and
culminates with a discussion and presentation of the study’s implications and

recommendations for theory, research and practice.

Interpretation of Central Findings

The narratives, the resonant threads, and the five central findings offer “clues” on
how Puerto Rican female Citizen-Soldiers explain the value congruence between their
personal/Puerto Rican values, as Puerto Rican citizens, and the U.S. Army values, as U.S.
Army citizen-soldiers, during their lived acculturation experience. The narratives were
presented in Chapter 4, the resonant threads were discussed in Chapter 5, and the four

central findings are discussed below.

Central Finding #1

Values (personal, Puerto Rican, and U.S. Army) play a meaningful and
considerable role in the Puerto Rican female Citizen-Soldiers’ lived acculturation
experience from the Puerto Rican culture (heritage culture) to the U.S. Army culture
(host culture) and in their decision to join, stay, or potentially leave the U.S. Army.

Values played a significant role during the Puerto Rican female citizen-soldiers’
acculturation process. The present study’s narratives and resonant threads suggested that

the Puerto Rican female citizen-soldiers’ personal and Puerto Rican values serve as the
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foundational tenets that guide their acculturation experience as they acculturate into the
U.S. Army culture from the Puerto Rican culture and in their decision to join, stay or
potentially leave the U.S. Army. The narratives and resonant threads identified pride
(orgullo), familismo, machismo, and marianismo as the participants’ principal personal
and Puerto Rican values that highlight the significance and the importance of values in
their acculturation process.

Values represent what Rokeach (1968) defined as ““abstract ideas, positive or
negative, not tied to a specific attitude object or situation, representing a person’s belief
about ideal modes of conduct and ideal terminal goals™ (p. 124). Further, Rokeach
(1979) stated that “values may be thought of as global beliefs about desirable end-states
underlying attitudinal and behavioral processes” (p. 72). The key concepts from
Rokeach’s (1979) definitions are abstract ideas, a person’s beliefs, the conceptualization
of desirable end-states, and global beliefs, as supported by attitudes and behaviors.
Undoubtedly, the participants in this study relied upon their learned personal and Puerto
Rican values and the taught U.S. Army organizational values to navigate the problems
and challenges posed by life, to decide, to act and behave, to develop attitudes, and to
deal with the myriad of people and relationships. Schwartz (2012) believed and
hypothesized that the basic human values are established as a comprehensible system that
informs an individual and guides them in their behaviors, their decisions, and their
attitudes. This value system’s content and structure were directed by the natural conflict
or compatibility between values that individuals experience in their everyday life

decision-making processes (Schwartz, 2012). Values’ conflict and compatibility are tied
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in with the conceptualization of value congruence (Liedtka, 1989), expressed as
contention and consonance, respectively.

Schwartz (2017b) defined values as “characteristic adaptations shared by the
interplay of basic personality traits and the opportunities and constraints of the social and
natural world” (p. 3). Furthermore, Schwartz saw values as “an important aspect of
personality” (p. 18), where every individual has a unique and different set of values, just
like they have a unique and different personality. Throughout the participants' narratives,
specific personality traits are identified based upon their definitions of what it meant to be
a Puerto Rican, be a Puerto Rican female, and be a Puerto Rican female Citizen-Soldiers.
Per se, these definitions drew a direct correlation between being/identity, personality
traits and individual values, as Schwartz pinpointed.

Familismo, a Hispanic/Latinx value, as identified by Holvino (2008), Blancero
and Cotton-Nessler (2017), and Ruiz (2005), represented the most important value
amongst the many identified as a personal or a Puerto Rican values by the Puerto Rican
female citizen-soldiers. In addition, Volpone (2012) used the term “collectivism” like
Hofstede (2010) as a representative of the family, as a critical value within the
Hispanic/Latinx cultures. In this manner, family for the participants is an essential and
primordial source of support, advice, guidance, assistance, and encouragement. One
participant identified her nuclear family as the principal source of support, while her
extended family was not as supportive, especially when she was attempting to join the
U.S. Army. Schwartz (2017a) did not specifically identify familismo as an individual and
national value, but based upon the “benevolent-caring” definition, familismo falls within

the definition, “caring for the welfare of in-group members” (p. 55), as familismo is an
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“ingroup.” Schwartz (2017b) stated, “Most critical are relations within the family and
other primary groups. Moreover, benevolence values emphasize voluntary concern for
the welfare of those with whom one is close” (p. 287). Without question, the participants
are close to their families, as families are the main source of support in their lives.

Orgullo (ethnic pride), started as a personalized “individual” value for the
participants that evolved into a “collective” value as defined by the participants’ Puerto
Rican, Puerto Rican female, and Puerto Rican female Citizen-Soldier identity.
Acculturation is affiliated with the concept of identity, personal and cultural, relative to
immigrant people and the immigration experience (Schwartz, Montgomery, & Briones,
2006). Personal identity “refers to the goals, values, and beliefs that an individual adopts
and holds” (Schwartz et al., 2006, p. 6, original emphasis). Therein, social/cultural
identity underscores the process of how an individual adopts the attitudes, values, beliefs,
principles, and actions of a social group, including society (Schwartz et al., 2006). This
cultural identity change is directly affected by how an individual “contacts and
participates” in the host culture and how well they “maintain” their heritage culture, the
two essential issues Berry (1997) identified as critical to generating the acculturation
strategies.

When defining what it meant to be Puerto Rican (identity and being), the
participants identified orgullo (pride) as a value founded on the Puerto Rican culture,
history, heritage, its physical location, its traditions, its food, its festivities, its language,
and its uniqueness. The participants expressed the highest level of pride (orgullo) for
being born and raised as Puerto Ricans. Pride (orgullo) extends to the feeling of courage,

strength, power, and resilience when defining their identity as Puerto Rican females.
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Some participants highlighted the difficulties people may experience when dealing with
Puerto Rican females, their determination, tough-mindedness, assertiveness, and
expressiveness, and the challenges Puerto Rican females face in two male-centric culture,
Puerto Rico and the U.S. Army. To this end, based upon the participants’ acculturation
experiences, it is critical to acknowledge that being raised in the Puerto Rican male-
centric culture boosted the Puerto Rican female’s abilities to acculturate into the U.S.
Army’s male-centric culture. It is significant to note that none of the 19 values identified
in Schwartz’s (2012) theory of human values is aligned with the orgullo (pride) Puerto
Rican value.

Machismo and marianismo are two key Puerto Rican values that define the Puerto
Rican female’s upbringing experiences and to a certain extent their acculturation
experience into the U.S. Army. Machismo, more than marianismo, was experienced in
the U.S. Army acculturation process. Marianismo is more prevalent in the Puerto Rican
cultural experience and not in the U.S. Army cultural experience. Machismo represents
the importance of the role of males within the Hispanic culture, where male power and
strength is exercised to protect and care for others, even those beyond their immediate
family (Ruiz, 2005, emphasis added). This description of machismo can be applied to the
U.S. Army culture (a male-dominant culture), as it struggles to determine the role women
play within the inner workings of the U.S. Army, specifically, the role women will play in
combat operations. Machismo is aligned with Schwartz’ (2012) “power-dominance”
value.

The collective of the Puerto Rican female citizen-soldiers’ personal and Puerto

Rican values were essential in the decision-making process they exercised when
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considering joining the U.S. Army. Some of the participants stated that their personal
values were validated by the U.S. Army. Others indicated that because their
personal/Puerto Rican values were in consonance with the U.S. Army, they find the U.S.
Army as a place that they fit and belong. The most important study finding was how the
Puerto Rican female citizen-soldiers’ personal and Puerto Rican values guided them
through the opportunities and the many challenges that the acculturation from their
Puerto Rican culture to the U.S. Army culture, as representative of the U.S. culture,
provided them. Because of such U.S. Army values as courage, respect, loyalty, selfless
service, and integrity, they were able to overcome the distresses and the difficulties
associated with joining and staying in the U.S. Army. Values will also be significantly
important as they consider whether to continue to serve in uniform or decide to separate

from the U.S. Army.

Central Finding #2

Consonance is the predominant value congruence explanation offered by the
Puerto Rican female Citizen-Soldiers during their lived acculturation experiences.

Aligning personal/national values with organizational values through the process
of value congruence (Liedtka, 1989) is at the foundation of the present study. Further,
the research study supports the research findings of shared values, people-organization
fit, and value congruence. Value congruence (Edwards & Cable, 2009) “refers to the
similarity between values held by individuals and organizations” (p. 655), where at one
end the individual and organizational values are in consonance and at the other end they
are in contention. Consonance values are values in harmony or agreement, and

contending values are values in conflict or competition. Liedtka (1989) developed a
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value congruence model encompassing the situational interaction between consonance
and contending of individual values and the consonance and contending of organizational
values, resulting in four Quadrants. (See Figure 2.9)

The participants explained their personal/Puerto Rican and organizational value
congruence as in consonance with each other, that is, their personal and Puerto Rican
values are in consonance with the U.S. Army core values. For several participants, they
discovered that their personal values were validated when they joined the U.S. Army and
were taught the seven U.S. Army core values. Their personal values, as learned from
their parents or grandparents, provided them with the guiding principles they utilized to
solve problems and make decisions. These personal values include integrity, loyalty,
selfless service, respect, family, determination, commitment, and dedication. Integrity,
loyalty, selfless service, and respect are four of the seven US Army core values,
signifying a high level of consonance between their personal/Puerto Rican values and the
U.S. Army core values.

The present study’s findings and results underscore the importance of shared
values for individuals, as they generated a sense of personal fulfillment, commitment,
loyalty, and success, and as an appreciation for the organizational mission, vision, and
outcomes and the members at all levels of the organization (Posner et al., 1985).
Throughout the acculturation process, sharing personal and Puerto Rican values with the
U.S. Army’s core values, the Puerto Rican female Citizen-Soldiers established a sense of
dedication and commitment to the U.S. Army and a sense of loyalty for the U.S. Army’s
mission, vision, and outcomes. Consistent with Posner and Westwood’s (1995) findings,

individuals in an organization who experienced a high level of shared values felt a higher
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level of person-organization fit, and higher levels of positive attitudes towards the
organization and their work environment.

Person-organization fit (P-O fit), as defined by Chatman (1989), is “the
congruence between the norms and values of organizations and the values of persons” (p.
339). P-O fit is another outgrowth of the importance and significance of value
congruence between individual and organizational values. As in the present study, the
Puerto Rican female Citizen-Soldiers expressed a high level of affinity to the U.S.
Army’s core values, which led them to believe that they were in the right place, a place
where they belong. Posner (1992) took an additional step by finding that the P-O fit
values congruence generated a positive work environment, positive individual
employment attitudes, and individual demographic characteristics, and individual
differences did not influence personal and organizational relationships. The participants
consistently demonstrated throughout the interview process, a high level of positivism,
enthusiasm, commitment, and dedication to what it meant to be a citizen-soldier in the
U.S. Army. Consistent with what Meglino, Ravlin, and Adkins (1989) hypothesized, the
present study’s participants demonstrated that when their personal values are in
consonance or congruent with the organization’s core values, they are more apt to be
committed to the organization, are more job satisfied, exhibit higher levels of job
performance, and are more likely to stay in the organization (retention).

An area where the participant’s personal and Puerto Rican values were in
contention, rather than consonance with the U.S. Army values, was relative to duty (U.S.
Army value) and familismo (Puerto Rican value). Family is an important entity that

provides the participants with unconditional support, assistance, guidance, and
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encouragement throughout their lives. Yet, this family value is in contention with the
U.S. Army and their organizational values when they must fulfill their oath of office
where duty comes first and, “I will always place the mission first,” as articulated in the
Warrior Ethos. This conflict is underscored by the participants with children and the
difficulties associated with leaving their children for a significant time, whether it is for a
two-week training exercise, a two-day weekend battle assembly, or an extended one-year
plus deployment. To underscore the contention between U.S Army core value of “duty”
and their personal/Puerto Rican value of “familismo” the participants experienced what
Berry (2006/2019) called “acculturative stress.” Acculturative stress is the natural
consequence when an individual experiences the contact between two cultures, which

may cause anxiety, uncertainty, tension, and depression (Berry, 2006).

Central Finding #3

Integration is the primary acculturation strategy employed by the Puerto Rican
female citizen-soldiers as they acculturate from the Puerto Rican culture to the US Army
culture.

Berry (1997) defined acculturation simply as “the general processes and outcomes
(both cultural and psychological) of intercultural contact” (p. 8). Likewise, Sam and
Berry (2010) extended this definition by stating that acculturation “refers to the process
of cultural and psychological change that results following a meeting between cultures”
(p. 472). While the participants did not use the term “acculturation” to explain their
transition from civilian life to military life, they did imply a change occurred in their
lives, mostly, a very positive change, although some participants experienced stress and

tension during their acculturation experience into the U.S. Army. One participant stated
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that joining the U.S. Army was the best decision of her life, another indicated that joining
the U.S. Army was the challenge and the change she was looking for in her life, and
another participant reiterated that joining the U.S. Army was filling the emptiness she
needed to fill since the loss of her Mom.

Siatkowski (2007), after conducting an extensive literature review on the Hispanic
acculturation process, identified four “defining attributes... the interaction between two
cultures (Hispanic and United States); a learning process...; a process involving changes
in cultural beliefs, values, and practices to those of the new culture...; and adaptation to a
new sociocultural context...” (p. 319). The participants in this study during their lived
acculturation process and following the integration acculturation strategy (Berry, 1997)
support Siatkowski (2007) attributes. The participants indicated that as they immersed
themselves into the U.S. Army culture despite their language challenges, the implicit
biases, and the emotional and physical training demands, they experienced the close
interaction between their Puerto Rican culture and the U.S. Army (American) culture.

Further, education, training, and learning were the principal elements of their
acculturation experience, as they wanted to learn as much about the U.S. Army culture,
about the U.S. Army Soldiers, and about soldiering. Integrating cultural values, beliefs,
and practices were at the cornerstone of the transformation and change they experienced,
which generated new values into their value system. Several participants indicated how
their personal/Puerto Rican values were aligned with the U.S. Army values, others
indicated how the U.S. Army values helped them to validate their personal values, and
another participant indicated how she generated a new set of personal values based upon

her learning of the U.S. Army values.
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A concept closely related to the process of acculturation is “adaptation,” where an
individual, in response to the demands of the cultural ambient, will experience change
(Berry, 1997, p. 13). Berry (2008) stated, “Integration... requires non-dominant groups
to adopt the basic values of the larger society, while at the same time the dominant group
must be prepared to adapt national institutions (e.g., education, health, labour) to better
meet the needs of all groups now living together in the plural society” (p. 331). The
adapting to a new language, a new environment, and a new culture, as experienced by the
participants during their integration acculturation process was rather noteworthy, as they
adopted new customs, values, and traditions, engaged and interacted with people from
various cultural backgrounds, with little adaptation on behalf of the U.S. Army to meet
their acculturation needs.

A byproduct of the acculturation process is what Berry (1997) identified as
“psychological acculturative stress,” defined as “a stress reaction in response to life
events that are rooted in the experience of acculturation” (p. 19). The participants’ lived
acculturation experienced is interspersed with numerous “stressful” situations, such as
not understanding the Drill Sergeants when you first arrived at the U.S. Army Basic
Combat Training, not being able to express affection between soldiers, not having the
energy and the drive to complete the training exercises, and not getting along with their
fellow recruits/Soldiers. U.S. Army training experiences are intentionally in creating
stressful situations to ensure soldiers learn about discipline, adaptability, resiliency, and
compliance. As one participant attested, the U.S. Army will break you down so they can
build you back up. Also, the requirements to meet the U.S. Army academic and physical

standards in such things as tactics, patrolling, marksmanship, physical training,

304



orienteering, and many others, add to the stress of the training process and gets further
compounded by the individual acculturation process. Last, the connection, engagement,
and interactions with individuals from various international, socioeconomic, cultural, and
familial backgrounds add another dimension to the acculturative stress experience.

In the acculturation process, while implementing the integration strategy, the
participants developed proficiency in what LaFromboise et al. (1993) called “bicultural
competence,” by understanding, acknowledging, comprehending, and respecting the
values, beliefs, norms, symbols, and customs of two independent cultures. As a matter of
survival and adaptation, the participants during their acculturation into the U.S. Army,
developed competence in the new host culture while maintaining competence in their
heritage culture. An individual must develop bicultural competence in the effective
management of two independent cultures by focusing on these critical functions within a
culture: “(a) knowledge of cultural beliefs and values, (b) positive attitudes toward both
majority and minority groups, (c) bicultural efficacy, (d) communication ability, (e) role
repertoire, and (f) a sense of being grounded” (LaFromboise et al., 1993, p. 403). The
participants, consistent with LaFromboise et al. (1993), established and became highly
skilled in gaining and incorporating into their values system the values and beliefs of the
host culture (U.S. Army); established and maintained a very positive attitude towards
their training and mission requirements; generated, despite the language barriers, an
effective communication strategy with others; and clearly understood their roles, duties,

and functions as soldiers and leaders in the U.S. Army.
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Central Finding #4

The Puerto Rican accent and the English language proficiency play a noteworthy
dynamic in the Puerto Rican female citizen-soldiers’ lived acculturation experience.

In the present study, English language proficiency and the Puerto Rican accent
played a dynamic and critical role in the acculturation process for most of the study’s
Puerto Rican female Citizen-Soldiers. Schwartz et al. (2006) underscored heritage
language can be perceived by the host culture as a “threat” and, therefore, may
disadvantage the immigrant people, socially, politically, and economically. While the
present study’s participants are not immigrants, the language dynamics, based upon their
lived acculturation experiences, as demonstrated by the lack of English language
proficiency and their Puerto Rican accent, affected how they were perceived by those that
were more proficient in English and who did not speak with an international language
accent. As one participant stated, “we all have accents regardless of where we come
from within the United States and outside the United States.” The perception of English-
speaking individuals led the participants to think and believe that they perceived the
Puerto Ricans “as stupid” because of their lack of English language proficiency and their
Puerto Rican accent.

Numerous participants complained about how their lack of English language
proficiency and their Puerto Rican accent diminished their ability to compete for staff or
command positions, professional education, and advancement opportunities. Another
participant specifically stated that she had experienced that because of her accent, people
did not understand her, and therefore, most likely, gave the job opportunity to another

soldier who had no “apparent” accent. One participant, who did not learn to be proficient
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in the English language until after she joined the U.S. Army, consistently felt she is
disadvantaged because of her language skills. She was frustrated because she wants
those in decision-making positions to give her the opportunity and look beyond the
language issue so she can prove her competence, her dedication, and her commitment to
the U.S. Army. One participant indicated that although she had not experienced
discrimination because of the language issue, she had observed how other Puerto Rican
soldiers are discriminated against because of the language issue.

Hence another participant explained that during the U.S. Army Basic Combat
Training, a Mexican American soldier ostracized her because of her Puerto Rican accent.
Last, one participant, who is highly proficient in English and in Spanish, has seen and
observe recently an increase in English-speaking Soldiers being sarcastic, being
disrespectful, being condescending, being humiliating, and being critical of those that
speak with an accent and those that may speak their native language while in the
workplace. She confronted this behavior and advised those who are disrespectful that she
will not be tolerant of this “nonsense.”

The lack of respect for not being proficient in English and having an accent are
ubiquitous within the U.S. Army culture. As pointed by Siatkowski (2007), research
emphasized that “Acculturation is a complex, multidimensional process involving not
only language but also many sociocultural factors...” (p. 319). To this end,
acculturation’s multidimensional process encompasses the many aspects and factions of a
culture that includes the proficiency of a foreign tongue, as in this study, and requires the

respect and the admiration of all within the host culture. Inasmuch, Soldiers must
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understand this process in order to navigate successfully their lived acculturation dual

environments.

Central Finding #5

The Puerto Rican female citizen-soldiers’ reasons for joining, staying, and
leaving the U.S. Army are varied, diverse, and progressive.

An essential aspect of the present study is my argument that the value congruence
process and the lived acculturation experiences of the Puerto Rican female citizen-
soldiers have an impact upon their decisions to join, stay or consider leaving the U.S.
Army. During the data collection process, the interviews, | specifically inquired about
their reasons for joining and staying in the U.S. Army. | did not ask about reasons for
leaving the U.S. Army for them, but, did inquire as to what they thought the reasons
Puerto Rican female citizen-soldiers identified as reasons to leave. Each participant
identified their personal reasons for joining the U.S. Army which some were consistently
aligned with Segal’s (1995) factors that affected the decisions women identified as
reasons to join the military, “the military dimension, the social structure, and the cultural
dimensions” (pp. 758-759).

Mankowski and colleagues (2015) identified the following top reasons for women
to join the military: developing skills, training, experiences. and tuition
assistance/reimbursement. Dichter and True (2015) four reasons women had for joining
the military: “(a) having an orientation toward military service, often from an early age;
(b) seeking opportunities for travel, adventure, and new experiences; (c) seeking
increased access to education, employment, or other resources for economic support; and

(d) escaping from aversive life circumstances” (p. 190). These scholars further stated the
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need for additional research that would specifically study and examine the reasons
women and minorities have for joining the military.

The present study’s participants had varied, diverse, and progressive reasons for
joining the military. Several participants were aligned with Dichter and True’s (2015)
reasons, specifically, seeking opportunities that would enhance their economic situation,
such as educational benefits (Post 9/11 Veteran Education Assistance Act of 2008),
medical benefits, job/employment opportunities, opportunities for adventure and new
experiences, providing for their family, and sustaining a living standard. One participant
indicated the need to have change in life and a change in culture because of her difficult
personal life circumstances (adverse life circumstances). Other participants, quite
different from the scholars indicated the following reasons for joining the U.S. Army:
increased knowledge; skill development; to help people, to contribute to the well-being of
others, and to make a difference; a change in culture and values; seeking excitement and
something different to fill a void in their lives. Of interest was the participant’s need for
stability, security, pride, family atmosphere, a sense of duty, curiosity, values, and prove
to themselves and others of their strength and capabilities.

The consonance (congruence) between their personal and Puerto Rican values and
the U.S. Army core values was critical in their decision to join and to stay serving in the
U.S. Army and also minimizes the potential for separating from the U.S. Army. One
participant saw joining the U.S. Army as “a calling” where she could serve something
bigger and greater than self, while seeking the need for camaraderie. The reasons for
joining the U.S. Army were consistent with the reasons to stay, such as benefits,

opportunities, make a difference, the U.S. Army values, a source of courage and strength,
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selfless service to others, and a source of safety and stability for their families and
themselves.

When I inquired about their perceptions and their assessment as to why Puerto
Rican female citizen-soldiers left the U.S. Army, seven of the ten participants identified
family responsibilities and priorities, and taking care of the family as the primary reason.
Additional reasons identified included: separation from children and being a mother;
feeling discriminated against, marginalized, and excluded and the U.S. Army’s intolerant
to differences; U.S. Army culture of intolerance; lack of support and mentorship; the U.S.
Army male-centric culture and gender stereotypes; seeking opportunities outside the U.S.
Army; wanting to be independent (own business and own boss); and the languages
challenges. These reasons point to the importance of family (familismo), as a personal
and Puerto Rican value followed by the concerns and perceptions about the current U.S.
Army culture (male-centric, intolerant to differences, discriminatory, and exclusion).
Last, English language proficiency along with the Puerto Rican accent plays a significant

role in their decisions to stay or leave their service in uniform.

Conclusions

The three conclusions reached in the present study based upon my interpretation

of the resonant threads and narratives and in response to the research puzzle are:

1) Based upon the Puerto Rican female citizen-soldiers’ understanding of
machismo and marianismo and their ability to see no barriers when given the
chance to be treated as a capable and skillful Soldier to achieve their potential,
they have been able to adapt to their acculturation experience from the Puerto

Rican culture to the U.S. Army culture, both male-dominant cultures.
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2) The Puerto Rican female citizen-soldiers’ acculturation experiences into the
U.S. Army and value congruence experiences are evolutionary processes,
meaning they transition from separation to assimilation to integration and
back to separation acculturation strategies, and the value congruence process
transitions from value contention to value consonance.

3) The U.S. Army is not intentional in implementing acculturation strategies for
all groups and individuals from a non-dominant culture who join the U.S.
Army and is not intentional in understanding the value congruence between an
individual’s personal/national values and the U.S. Army’s organizational

values.

Conclusion1

Based upon the Puerto Rican female citizen-soldiers’ understanding of machismo
and marianismo and their ability to see no barriers when given the chance to be treated
as a capable and skillful Soldier to achieve their potential, they have been able to adapt
to their acculturation experience from the Puerto Rican culture to the U.S. Army culture,
both male-dominant cultures.

The narrative accounts and resonant threads lead me to conclude that based upon
the Puerto Rican female citizen-soldiers’ understanding of and experiences with
machismo and marianismo and their ability to see no barriers when given the chance to
be treated as a capable and skillful Soldier to achieve their potential, they have been able
to adapt (Berry, 1997) to their acculturation experience from the Puerto Rican culture to
the U.S. Army culture, both predominant male-dominant cultures. Machismo represents

the importance of the role of males within the Hispanic/Puerto Rican culture where male
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power and strength is exercised to protect and care for others, even those beyond their
immediate family (Ruiz, 2005). An extension of this representation of the machismo role
in the Puerto Rican culture is the traditional male power dominance and control. It is
interesting to highlight that one participant defined machismo as a male figure in the
family structure that believes that they are the leader of the house; he makes all the
decisions; he is the principal breadwinner of the family; and he has all the authority to do
as he pleases.

In the U.S. military, men have been the primary source for the execution of
military duties and responsibilities, until recently, where woman are beginning to fill
military combat roles. Segal, Smith, Segal, and Canuso (2016) stated, “the opening of
military roles to American women has been a gradual process, opposed at every stage by
people who argued that women’s presence in the military would interfere with
effectiveness, especially because their integration would degrade unit cohesion” (p. 29).
Further, diversity, inclusion, equity, and accessibility of women to military combat
positions is essential in integrating women into military combat position, and this
integration may enhance and even improve the overall unit performance and wellness
(Segal et al., 2016). Women in the military are critical to overall readiness, combat
execution, and mission accomplishment.

As an outcome of the acculturation process, Berry and Sam (2016) identified
three kinds of adaptation, psychological adaptation, sociocultural adaptation, and
intercultural adaptation. Berry (2017) refers to these three types of adaptation as,
“feeling well, doing well, and relating well,” (p. 25) respectively. Resilience, as an

internal resource within the “stress-coping-adaptation framework” (Berry & Sam, 2016),
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facilitates the burdens associated with the acculturation experience. Based upon the
participants’ narrative accounts, adaptability and resilience provided them with the
internal resources to overcome the negative aspects of the psychological, sociocultural,
and intercultural adaptation.

The positive aspects of psychological adaptation, which are focused on
individual’s mental and emotional wellbeing and health, are best exemplified by the
participants’ sense of strength, courage, and power associated with being a Puerto Rican
and a Puerto Rican female. The sociocultural adaptation process is characterized by how
well the participants learned to adapt to the U.S. Army environmental demands,
characterized by the rules, policies, discipline, and standards of the U.S. Army readiness,
mission, training and educational requirements. Last, intercultural adaptation posed a
challenge to the Puerto Rican female citizen-soldiers, where, “prejudice and
discrimination may develop in all groups following intercultural contact” (Berry, 2017, p.
25).

The participants in the present study experienced various form of prejudice and
discrimination throughout their acculturation experiences. For example, gender bias,
language challenges, lack of opportunities, and disrespect, were amongst the prejudice
and discrimination experiences resulting from the intercultural contact with and
participation in the U.S. Army culture. Again, the participants’ determination,
commitment, and strength helped them understand and overcome the negative aspects of
the intercultural adaptation process. The negative aspects of the three adaptation

outcomes are directly related to psychological acculturative stress (Berry, 1997).
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Berry (1997) defined psychological acculturative stress as “a stress reaction in
response to life events that are rooted in the experience of acculturation” (p. 19). The
tensions, the conflicts, and the pressure that characterizes the acculturation process and
experience are manifested through loss, uncertainty, anxiety, and depression (Berry,
2006). Psychological acculturative stress for the Puerto Rican female citizen-soldiers
was experienced during their upbringing when they learned about their traditional roles
and responsibilities, as a woman, within the Puerto Rican culture. The stress was
generated by the tensions and frictions between the traditional female gender roles,
values and beliefs and the more liberal gender roles, values and beliefs experienced
outside of the family structure.

The adaptation and resilience developed during their upbringing, in dealing with
the family tensions and frictions, facilitated their ability to deal with the exposure to
prejudice and discrimination in the U.S. Army. In summary, | concluded that the
participants’ ability to deal with the “acculturative stress” generated from their
acculturation experience when they joined a male-dominant U.S. Army culture and its
many related challenges were minimized by the resilience and the adaptation skills

developed during their upbringing in a male-dominant Puerto Rican culture.

Conclusion?2

The Puerto Rican female citizen-soldiers’ acculturation experiences into the U.S.
Army and value congruence experiences are evolutionary processes, meaning they
transition from separation to assimilation to integration and back to separation
acculturation strategies, and the value congruence process transitions from value

contention to value consonance.
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Based upon the narrative accounts and the findings, it seems that the acculturation
and value congruence processes for the Puerto Rican female citizen-soldiers into the U.S.
Army was evolutionary and cyclical, where time, place, and relationships (“three
dimensional narrative inquiry space,” Clandinin, 2013) play an important role. Dewey’s
(1938) theory of experience, where continuity, situation, and interaction are foundational,
serves as the structure for the acculturation and value congruence processes and
experiences where the importance of time, location, and relationships are emphasized.
This is very similar and consistent with narrative inquiry’s commonplaces of temporality,
place, and relationality (Clandinin, 2013). There is close connection between Dewey’s
(1938) theory of experience, Clandinin’s (2013) narrative inquiry’s commonplaces, and
the dynamics of the acculturation strategies (Berry, 1997), as it relates to time, location,
and relationships for the Puerto Rican female citizen-soldiers.

Berry (1997) identified four acculturation strategies based upon an individual’s
attitude and behavior or preferences and actions, respectively. Further, these
acculturation strategies are founded upon three key issues: “cultural continuity, contact,
and power” (Berry, 2016, p. 22). Cultural continuity representing an individual’s desires
to maintain their heritage cultural values, norms, and beliefs, during acculturation.
Contact representing an individual’s acculturation desire to establish contact with and
participate in the larger society or host culture. Power representing an individual’s
desires on how to approach the previous two issues. The resulting acculturation
strategies are assimilation, separation, integration, and marginalization at the

“ethnocultural level” (Berry, 2016, p. 22). At the “larger society” acculturation levels the
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strategies are “melting pot, segregation, multiculturalism, and exclusion” (p. 22)
strategies, respectively.

Applying these acculturation strategies to the participants’ narrative accounts, |
speculate that the acculturation experiences are recursive and evolutionary. Meaning that
the acculturation experience and process for the participants, guided by time, place, and
relationships, started at the separation acculturation strategy, followed by the assimilation
acculturation strategy, and ending at the integration acculturation strategy. Each strategy
builds upon the other, as they progress through the acculturation process. Of
significance, those participants that returned to Puerto Rico after either the U.S. Army
Basic Combat Training or the Reserve Officers Training Corps (ROTC) Basic Officer
Leadership Course (BOLC) reverted to the separation strategy, as they separated
themselves from the U.S. Army and American culture and reengaged with the Puerto
Rican heritage culture, except when attending U.S. Army duty (battle assemblies and
annual training). This represents the participants’ cyclical and evolutionary process of
their acculturation experience. For those participants that resumed their service in the
U.S. Army on a fulltime basis continued to exercise the integration acculturation strategy,
unless they returned to Puerto Rico during their time on “active duty” (e.g., AGR [Active
Guard Reserve] Soldiers). Soldiers with a longer tenure in the U.S. Army continued to
apply the integration strategy throughout their acculturation experience. For one
participant, with a different U.S. Army-joining experience, the integration acculturation
strategy was implemented when she moved to the United States from Puerto Rico, where

her acculturation was both into the U.S. Army and the United States.
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Based upon the narrative accounts, some participants vacillated between the
contention value congruence to the consonance value congruence, back to contention and
culminating in consonance. This conclusion is based on the accounts where some of the
Puerto Rican citizen-soldiers joined the U.S. Army with a strong set of personal and
Puerto Rican values and took the time to learn and accept the U.S. Army values. For
others the value congruence process appeared to be immediate, to the extent that they
“validated” their personal and Puerto Rican values through the U.S. Army values.

A dynamic described in the acculturation scholarly literature is related to whether
the acculturation process follows a unidimensional or a bidimensional model (Ryder,
Alden, and Paulhaus, 2000; Shin, Todd, An, & Kim, 2017; Lee, Sobal, & Frongillo,
2003; Flannery, Reise, & Yu, 2001). The unidimensional model of acculturation
emphasized a straight-line movement from the “heritage culture — the culture of birth and
upbringing” to the “mainstream culture — the predominant cultural environment” (Ryder
et al., 2000, p. 49). In this unidimensional movement, an individual abandons the values,
beliefs, norms, rituals, and customs of their “heritage culture” and replaces it with the
values, beliefs, norms, and customs of the “mainstream culture” (Ryder et al., 2000).
This follows the separation acculturation strategy that Berry (1997) described. Itis a
straight-line linear movement from heritage culture to mainstream culture. On the other
end, the bidimensional model represents the acculturation process whereby individuals
retain their heritage culture while concurrently adopting the mainstream culture’s
customs, tradition, values, and beliefs, without compromising either culture (Ryder et al.,
2000). This resembles more of a circular movement between both cultures — heritage and

mainstream. I assert that the acculturation process, based upon the participants’
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experience and their narrative accounts, is neither unidimensional nor bidimensional,
rather it is cyclical and recurrent.

The acculturation experience, consistent with Dewey’s (1938) theory of
experience, underscores the importance of temporality, place, and sociality. Temporality,
in the present study, is represented by the time that the participants spend acculturating
while attending the U.S. Army’s Basic Combat Training or the ROTC BOLC, and by
their decision to return to Puerto Rico or continue their U.S. Army experience in the
United States. Place is represented by where the participants participated in their initial
U.S. Army training experience, in the United States or in Puerto Rico. Also, whether
they remained in Puerto Rico to fulfill their U.S. Army service obligations as United
States Army Reserve (USAR) soldiers or have stayed or moved to the United States and
remained members of the USAR.

The nature of the relationships established at their initial U.S. Army acculturation
experiences (e.g. U.S. Army Basic Combat Training, ROTC BOLC) informed both their
acculturation strategies applied and their value congruence process. Having positive
relationships with peers, subordinates, and superiors during their acculturation
experiences will underscore how well they acculturate into the U.S. Army. Supportive
and encouraging relationships enhances their acculturation experiences, minimizes their
acculturative stress, and boosts their bicultural competence. On the other side, by not
establishing and developing positive, supportive, and encouraging relationships
significantly affects the resulting acculturation strategy they will implement when

acculturating into the U.S. Army.
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Conclusion 3

The U.S. Army is not intentional in implementing acculturation strategies for all
groups and individuals from a non-dominant culture who join the U.S. Army and is not
intentional in understanding the value congruence between an individual’s
personal/national values and the U.S. Army’s organizational values.

The resonant threads and the narrative accounts suggest that the level of
intentionality the U.S. Army implements directly affects the acculturation experience of
the Puerto Rican female citizen-soldiers and others (non-dominant cultures), whom for
the first time are exposed to the U.S. Army culture (a dominant culture). In the
acculturation extant literature, intentionality is not addressed. Yet, | assert
“intentionality” is a critically important factor that impacts the newly recruited citizen-
soldiers acculturation experience, as they are exposed to the dominant U.S. Army culture.
This applies equally to “ethnocultural groups and indigenous people” (e.g., mainland
born Americans) as it applies to “sojourners” (e.g., Americans born in Puerto Rico), and
“immigrants.” Berry (2016) identified “ethnocultural groups, indigenous people,
immigrants, sojourners, refugees, and asylum seekers” (p. 19) as individuals or groups of
people that experience the acculturation process. In this study and based on Berry’s
(2019) descriptions of the “types of groups in plural societies” (p. 35), I would say that
the study’s participants resemble the “sojourners” as their contact is voluntary (i.e.,
joining the U.S. Army) and their migration to the United States is temporary, since most
of them returned Puerto Rico after their initial U.S. Army training.

Berry (2019) further defined these “types of groups in plural societies” based

upon “three dimensions: voluntary-involuntary, sedentary-migrant, and permanent-
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temporary” (p. 35). Voluntary-involuntary represents the degree of “voluntariness of
contact,” the sedentary-migrant variable represents the degree of mobility, and
permanent-temporary variable represents the extent to which the individual or group
selected to remain in the host culture (Berry, 2016, 2019). The importance of these
variables is directly related to the degree of cultural contact and participation between an
individual’s heritage culture and the host culture; the social, cultural, psychological, and
emotional changes that occur during acculturation; and which adaptation strategies are
implemented. The acculturation experience will vary for each of the six groups identified
by Berry (2016) relative to these three dimensions.

My conclusion is that the U.S. Army needs to be intentional in the way
ethnocultural groups, indigenous people, immigrants, sojourners acculturate into the U.S.
Army culture, by understanding the cultural values, beliefs, worldviews, and assumptions
these individuals bring to the U.S. Army. Gaining an understanding during the
recruitment process and assessing each individual recruit’s values will facilitate the
acculturation experience and will enhance the value congruence process, which will

enrich their acculturation experience and ultimate their retention.

Implications and Recommendations

This section outlines the contributions to theory, research, and practice made by
the present study to the extant literature on values, value congruence, and acculturation.
Also, the implications for theory and the implications and recommendations for research

and practice are identified and explicated.
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Implications for Theory

The present study’s theoretical and conceptual frameworks are based on the
theory of basic human values (Schwartz, 1992, 2012), value congruence theory and
model (Liedtka, 1989), and acculturation theory (Berry, 1997). This study contributes to
the support and advancement of certain aspects of these theories. Also, the present study
contributes to the application and advancement of narrative inquiry as a research method.
Last, I will discuss the relationship between Hatch’s (1993) cultural dynamic model and
theory (process) and values, value congruence, time, and the acculturation process.

First, the theory of basic human values and the refinement of this theory
(Schwartz, 1992, 2012) were based on the search for a “comprehensive set of human
values” (Schwartz, 2012, p. 664) that apply to societies globally. Schwartz (2012),
“theorized that basic values are organized into a coherent system that underlies and can
help to explain individual decision making, attitudes, and behaviors” (p. 664). The
present study contributes to the theory of basic human values by reinforcing that values,
personal and national, are critical in the participant’s decision-making processes, in their
actions and behaviors, and their attitudes. The participants’ values were vital and
meaningful when they joined the US Army. In this decision-making process, personal
and Puerto Rican values such as familismo and orgullo (pride) were highlighted by the
Puerto Rican female Citizen-Soldiers. Machismo and marianismo, two noteworthy
Hispanic/Puerto Rican cultural values, played a substantial role in this decision.

Relative to Schwartz’s (2012) theory, the terms orgullo, familismo, and machismo
and marianismo were not identified, as one of the basic human values. Drawing a

parallel with Schwartz’s (2012) basic human values theory, I interpreted “benevolence”
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to include familismo, “power-dominance” to include machismo, and “benevolence” to
include marianismo. Schwartz did not have an equivalent value that specifically
translates to orgullo (pride) but could be related to the “tradition” value. “Tradition”
defined as “respect, commitment, and acceptance of customs and ideas that traditional
culture or religion provides” (Schwartz, 2012. P. 664). “Benevolence” defined as
“preservation and enhancement of the welfare of people with whom one is in frequent
personal contact” (Schwartz, 2012, p. 664). Schwartz's (1992, 2012) theory is supported
by the findings and the conclusions of the present study. Yet, there needs to be a closer
parallel in Schwartz’s (2012) basic human values theory to the orgullo and familismo
individual values and marianismo and machismo Puerto Rican/Hispanic/Latinx values.
The value congruence theory and model (Liedtka, 1989) are also supported by the
results of this study. The value congruence theory and model follow the value
congruence between the personal/Puerto Rican (individual) values and the U.S. Army
(organizational) values. Value congruence, as defined by Edwards and Cable (2009),
“refers to the similarity between values held by individuals and organizations” (p. 655).
According to Liedtka (1989), the individual and organizational values are either in
contention or in consonance. Contention meaning values in conflict or competition and
consonance meaning values in harmony or agreement. The present study results and
findings support the consonance value congruence, where the individual values are in
harmony with the organizational values. Posner and colleagues’ (1985) “shared values”
theory and Chatman’s (1989) “person-organization fit” theories are also supported by the
present study. Consistent with the “shared values” theory (Posner et al., 1985), the

participants explained the high level of consonance between their personal/Puerto Rican
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values and the U.S. Army organizational values. When the participants explained their
acculturation experience into the U.S. Army they identified their personal and
organizational values as being congruent (in consonance), as they experienced high levels
of job satisfaction, personal fulfillment, a sense of commitment, loyalty, and dedication,
and an appreciation for and affiliation with the U.S. Army’s mission, vision, and fellow
soldiers (shared values and person-organization fit).

Berry’s (1997) acculturation theory and model are corroborated by the present
study, where the participants exercised the integration acculturation strategy during their
lived acculturation experience. By applying the integration strategy, the participants
ensured that their cultural traditions, heritage, and history (Puerto Rico) were preserved
as they acculturated into the host (U.S. Army) culture. Also, as part of the lived
acculturation experiences, the Puerto Rican female Citizen-Soldiers experienced
psychological acculturative stress (Berry, 1997) while achieving cultural competence
(LaFromboise et al., 1993).

The present study supports the three primary theories, the theory of basic human
values (Schwartz, 1992, 2012), the value congruence theory and model (Liedtka, 1989),
and the acculturation theory (Berry, 1997), along with other supplemental theories
affiliated with these theories. The substantiated support provided by this study provides
additional credibility and relevance to applying these theories in understanding the Puerto
Rican female Citizen-Soldiers’ explanation of values and value congruence during their
lived acculturation experiences.

Narrative inquiry, as a method, a phenomenon, and research methodology

(Clandinin & Connelly, 2000; Clandinin, 2013), was selected as the strategy of inquiry
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(Denzin & Lincoln, 2005). Staying true to the qualities and features of narrative inquiry
(Clandinin, 2013), this study incorporated the commonplaces (relationality, temporality,
and place), was guided by a research puzzle, focused on the close relationship between
the participants and the researcher, included pre- and post-autobiographical reflections,
highlighted the participant’s social, familial, cultural, societal, linguistic, and institutional
aspects of the participant’s narratives, and positioned the infinite possibilities of narrative
inquiry. The present study offers future narrative inquiry researchers an example of how
to use this method beyond the curriculum development, and the traditional elementary
and high school education application and context to the U.S. military context. Applying
narrative inquiry in this study enhanced the potential to use this qualitative research
method in future qualitative organizational and cultural studies. Finally, this study uses
narratives to highlight the importance and significance of giving an underrepresented
population within the U.S. Army, the Puerto Rican female Citizen-Soldiers, a voice, in a
male-dominant organization and culture.

A significant implication and contribution for theory of the present study is
focused on culture, its elements, and its processes as described by Hatch (1993), in
relation to values, the value congruence process, and the acculturation process. Hatch &
Cunliffe (2013) stated that Hatch’s (1993) Cultural Dynamics Model and Theory,
“explains cultural stability and change as intertwined outcomes of always ongoing
processes of manifestation, realization, symbolization, and interpretation” (p. 193).
These processes, implying dynamic rather than static, link assumptions, values, artifacts,
and symbols. Further, Hatch (1993) when describing the dynamics of the culture process

indicated that, “the dynamic view recognizes both stability and change as outcomes of the
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same processes” and “toward a more complex, process-based understanding of
organizational culture” (p. 661). This understanding for Hatch (1993) emphasized the
connection between the four elements, the importance of the dynamic processes that
connect the four elements, and the recursive and cyclical underlying forces that define a
culture. The present study’s findings highlight the dynamic nature of the development of
the participant’s three sets of values, during their acculturation process into the U.S
Army. As emphasized by Hatch (1993) change is inherent in these processes, as was
experienced and described by the study’s participants during their acculturation
experiences into the U.S. Army.

These cultural dynamic processes are underscored by the relationship between
identity (manifestation), action (realization), image (symbolization), and meaning
(interpretation). The present study highlights the dynamic nature of developing a set of
values based upon the movement (back and forth) between assumptions, values and
artifacts, identity and action.

Schwartz and Bilsky (1990) proposed a “theory of psychological content and
structure of human values” (p. 878), asserting that there is consensus in the scholarly
literature that “values are (a) concepts or beliefs, (b) about desirable end states or
behaviors, (c) that transcend specific situations, (d) guide selection or evaluation of
behavior and events, and (e) are ordered by relative importance” (p. 551). A sixth main
feature was added by Schwartz (2012), “the relative importance of multiple values guides
action” (p. 4). Schwartz (2017b) later added a seventh feature, “the impact of values on
everyday decisions is rarely conscious” (p. 2). Relative to the present study the sixth

main feature (“the relative importance of multiple values guides action”) of what values
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are, as proposed by Schwartz and Bilsky (1990), is most relevant as the three sets of
values that the participants’ identified, defined, learned, and which guided them, provided
the support, and the motivation to make decisions and thus take action. The ongoing
interaction between the values and how the participants made meaning of them and acted
in different situations reflected the dynamic nature of values versus a static set of beliefs,
which guided their decision making.

Consistent with the Social Science Research Council (1954), definition of
acculturation, “as culture change that is initiated by the conjunction of two or more
autonomous cultures. . . . Its dynamics can be seen as the selective adaptation of value
systems, the process of integration and differentiation, the generation of developmental
sequences” (p. 974), Berry (1997) defined acculturation as “the general processes and
outcomes (both cultural and psychological) of intercultural contact” (p. 8). The key word
from the Social Science Research Council (1954) is “dynamics” which is in parallel with
what Hatch (1993) and Schwartz and Bilsky (1990) described within the theories of
culture and values, respectively. During the acculturation process, the participants
experienced a reaffirmation, a validation, and an incorporation of the U.S. Army values
into their personal values. The acculturation process as experienced by the study’s
participants, supports and contributes to the theoretical perspective as described and
theorized by Hatch (1993) (culture), by Schwartz and Bilsky (1990) (values), and Berry
(1997) (acculturation).

Finally, the culture, values, and acculturation theoretical contributions of the
present study are closely related to the conceptualization of the “temporality

commonplaces,” an essential element of the narrative inquiry methodology, as described
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and defined by Clandinin (2013) and Clandinin and Connelly (2000). The temporality
commonplace exposes how studied experiences are lived in “the past, the present, and the
future of people, places, things, and events” (Clandinin, 2013, p. 39). Time is an essential
element when executing narrative inquiry methodology, as narratives, as lived and told
by the study’s participants are highly informed and influenced by experiences of the past
and the present and projected to the future. Consistent with Dewey’s (1938) idea of
continuity, an individual’s growth and learning are influenced by the experiences over
time (past and present) and projected onto the future, along with the current interaction of
experience with others. The dynamic nature of the processes over time associated with
culture, values, and acculturation are evident throughout the narratives as “lived, told,
retold, and relieved” (Clandinin & Connelly, 2000) by the participants during their
acculturation experiences into the U.S. Army is a significant and notable contribution of

the present study to theory.

Implications and Recommendations foFuture Research

The following areas are recommended for future research:

1. Conduct additional research to further understand the difference and similarity
between the personal and national values and value congruence between Puerto
Rican women, other Hispanic/Latinx women, and non-Hispanic/Latinx women
during their acculturation into the U.S. Army.

2. Investigate if leaders of the U.S. Army and Office of the Secretary of Defense
understand the acculturation process and strategies Puerto Rican female citizen-
soldiers (as well as other underrepresented groups and non-American groups)

undergo when they join the U.S. Army.
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3. Study the impact of English language proficiency and personal national accent
during the acculturation process for Hispanic/Latinx female citizen-soldiers and
other non—English-speaking citizen-soldiers.

4. Explore the role values play in developing the personality and identity of Puerto
Rican female citizen-soldiers in the U.S. Army.

5. Examine the difference between Puerto Rican male and female citizen-soldiers’
values and value congruence in their lived acculturation process.

6. Conduct research to differentiate Puerto Rican cultural values from
Hispanic/Latinx cultural values, using Schwartz’s (2012) theory and structure of
basic human values.

7. Recommend the application of mixed methods and/or qualitative research
methods for future studies to explore the present study’s research puzzle.

8. Explore the role of “emotionality” on the Puerto Rican female citizen-soldiers’
value congruence and acculturation process utilizing the narrative inquiry
methodology.

9. Study Puerto Rican female citizen-soldiers that “left” the USAR and how values,
value congruence, and their lived acculturation experiences impacted their
decision-making process.

10. Conduct a comparative study to understand the differences Puerto Rican female
citizen-soldiers born in Puerto Rico and those born in the United States, to Puerto
Rican parents.

The study’s narratives and resonant threads attest to the significance and

importance of personal and national values in the Puerto Rican female citizen-soldiers’
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decision-making process, in their attitudes, and in their actions and behaviors. Additional
research needs to be conducted to explore and understand the difference in individual
values between Puerto Rican women, Hispanic/Latinx women, and non-Hispanic women
in acculturating into the U.S. Army. Further, how do national/cultural values impact the
Puerto Rican female, Hispanic female, and non-Hispanic female citizen-soldiers’
personal values?

Gaining this understanding will give leaders of the U.S. Army and the Office of
the Secretary of Defense an appreciation for the values these individuals bring to the U.S.
Army before they join. Also, gaining this understanding will allow the U.S. Army
leadership to assess how congruent the U.S. Army’s core values are with an individual’s
values. This critical understanding will improve the recruitment process but could also
boost the retention process and minimize soldier attrition for these populations.

As a researcher, | believe that increasing recruitment, increasing retention, and
decreasing attrition would be facilitated by clearly understanding how the U.S. Army
values are congruent (in consonance) with an individual’s values. As Posner (2010),
Edwards and Cable (2009), Cable and Edwards (2004), Meglino et al. (1989), and
Liedtka (1989) have theorized, the similarity (congruency, harmony, consonance)
between organizational and individual values leads to higher job satisfaction, increased
work performance, a positive work environment, and positive work attitudes and
behaviors, which would lead to higher levels of retention.

Based on the findings and results, it appears that the U.S. Army and Office of the
Secretary of Defense leadership do not understand that recruits undergo an acculturation

experience that could critically affect their retention (Zoppi, 2004). An understanding of
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the four acculturation strategies of assimilation, integration, separation, and
marginalization (Berry, 1997) could provide insights into the acculturation strategy these
individuals apply and how this acculturation decision impacts their retention and attrition.
| recommend additional qualitative research on the relationship between
retention/attrition and the selected acculturation strategy for Puerto Rican female recruits,
other underrepresented American groups, and non-American groups.

In the study, I discovered that English language proficiency and national accents
played a significant role in the acculturation process. Studying the impact of these factors
during the acculturation process into the U.S. Army would raise leadership’s awareness
of how people with an accent are being perceived and treated by English-speaking
soldiers. Further, what is the impact of disrespect and mistreatment on the service’s
morale? Treating people with dignity and respect while enhancing diversity, inclusion,
and equity practices is at the forefront of the U.S. Army’s ethical and moral philosophy.
Language plays a role during the acculturation process of non—-English-speaking
individuals, especially when these individuals are being treated as second-class citizens.
As Schwartz et al. (2006) pointed out, language can be perceived as a “threat” to the host
culture, and this threat may be used to disadvantage already disadvantaged people,
socially, culturally, economically, and politically.

With additional evidence and data, the U.S. Army leadership could put into place
policies and directives that would prohibit the mistreatment of those perceived as a
“threat,” either because they are not proficient in the English language or they speak with
a national accent. Because of the significant role language played in the acculturation

experiences and value congruence experiences for the Puerto Rican female Citizen-
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Soldiers, I modified the initial conceptual framework, to highlight the impact and
pervasiveness of language as evident throughout the total acculturation and value
congruence processes, the importance of the integration acculturation strategy, and the
significance of the consonance value congruence. Figure 6.1 is the representational

picture of the modified conceptual framework.

Puerto Rican (PR) Female Citizen-Soldiers
IMPACT OF LANGUAGE

Voices

Narratives

Lived Acculturation Experience
INTEGRATION STRATEGY

ersonal/National Organizational
Values Values
(as PR Citizens)

Theories: Acculturation Theory (Berry, 1997),
Theory of Basic Human Values (Schwartz, 1992),
and Value Congruence Theory (Liedtka, 1989)

Figure 6.1. Modified Conceptual Framework

Schwartz (2012) considered values “an important aspect of personality” (p. 18),
where the uniqueness of people’s personality is correlated to their uniqueness of values.
In addition, Schwartz et al. (2006) indicated that personal identity “refers to the goals,
values and beliefs that an individual adopts and holds” (p. 6, original emphasis). The
narratives co-composed and co-produced in this study were full of personality and
identity descriptions and meanings. The preponderance of these definitions and
descriptions were founded upon the participant’s definition of what it meant to be Puerto
Rican, Puerto Rican women, and Puerto Rican female citizen-soldiers. In those

definitions and meanings, the participants identified personality and identity traits. |
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recommend commissioning a study to understand how personality and identity affect and
impact an individual’s value system or vice versa, and how an individual’s value system
impacts personality and identity.

A comparative qualitative study between Puerto Rican male and female citizen-
soldiers’ values is recommended to gain an understanding and an explanation of the value
congruence differentiation during their acculturation experience into the U.S. Army. Is
there a difference between Puerto Rican female and Puerto Rican male personal and
Puerto Rican values? Is there a difference between Puerto Rican female and Puerto
Rican male personal and Puerto Rican value congruence? And, is there a difference
between Puerto Rican female and Puerto Rican male personal and Puerto Rican
acculturation experiences? In addition, | recommend a study that looks at the difference
between Puerto Rican men and other Hispanic/Latinx men’s values, value congruence,
and acculturation strategies.

Based on the literature review, | found insufficient scholarly literature and
research studies that differentiated between the Hispanic/Latinx cultural values and the
Puerto Rican values. Although Doerfler (2018) identified Puerto Rican values, no
specific studies or research was used to validate the Puerto Rican values. Puerto Rican
values, mostly, are combined into the general Hispanic/Latinx values. Not all
Hispanic/Latinx cultures are created the same, nor do they have the same values, nor do
they have the same social, economic, and political experiences to define their values. |
recommend a study to assess the values of different Hispanic/Latinx nations and
countries, including Puerto Rico. Because of the political relationship and status of the

Puerto Rican people relative to the United States, it is important to acknowledge that
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although Puerto Ricans are American, they have their own culture, customs and
traditions, values, heritage, and history. If Puerto Rico is combined with other
Hispanic/Latinx countries and cultures, Puerto Rico will not have its own identity—an
identity that needs to be respected, maintained, and celebrated.

Scholarly research studies can be conducted utilizing three main approaches,
qualitative, quantitative, and mixed methods. Creswell (2014) described the distinction
between qualitative and quantitative approach, as being “framed in terms of using words
(qualitative) rather than numbers (quantitative) or using close-ended (quantitative
hypothesis) rather than open-ended questions (qualitative interview questions) (p. 4).
Mixed methods refer to the research approach or strategy that collects, analyzes, and
reports results unitizing both qualitative and quantitative approaches. Combining both
approaches can potentially “provides a more complete understanding of a research
problem (Creswell, 2014, p. 4). The present study utilized a qualitative approach to get
“clues” to the research puzzle (Clandinin, 2013).

To provide a more potentially comprehensive understanding to my research
puzzle, I am recommending the application of mixed methods and/or quantitative
research methods for future studies to explore the present study’s research puzzle, of how
Puerto Rican female citizen-soldiers explain the value congruence between their
personal/Puerto Rican values and the U.S. Army organizational values during their
acculturation experience. Possible research question could include: what is difference
between Puerto Rican males and females on the impact of values and value congruence
during their acculturation into the U.S. Army?; what is the difference between the

Hispanic values and the Puerto Rican values using Schwartz’s (2012) theory of human
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values?; and what is the difference between Hispanic/Latinx female citizen-soldiers
acculturation experience compared with non-Hispanic/Latinx female citizen-soldiers?

Emotions were vividly expressed, experienced, and manifested throughout the
data collection process in the field (initial and follow-up interviews). These emotions
were more evident during the initial interviews when | was engaging and connecting face
to face with the participants. During the initial interviews | was able to observe and
capture the emotions expressed by the participants, which may or may not have been
captured by the recordings and the follow-on transcripts.

Emotions are very much a part of the participants’ voices and narratives. I
recommend the exploration and study of the role of “emotionality” on the Puerto Rican
female citizen-soldiers’ value congruence and acculturation process utilizing the narrative
inquiry methodology. Narrative inquiry’s commonplaces of relationality, temporality,
and place lends itself to properly capturing and documenting the emotions expressed and
experienced during the data collection process. Further, narrative inquiry’s
autobiographical reflections provide the right context for me, as the researcher, to express
the emotions felt as I composed the individual participants’ narratives.

The main argument in the present study was that values and the value congruence
(Liedtka, 1989) between personal/Puerto Rican and organizational values during the
acculturation process (Berry, 1997) into the U.S. Army of Puerto Rican female citizen-
soldiers is a significant experience that impacts their recruitment, retention, and attrition
in the U.S. Army. In the sample (participants) selection process | selected Puerto Rican
female citizen-soldiers who are presently in good standing as members of the USAR.

These participants addressed the questions of the impact of values on their recruitment
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into the U.S. Army and the retention in the U.S. Army. The one element that I did not
attend to was the selection of participants who are no longer in the U.S. Army, because
either they separated or they retired from the U.S. Army.

Therefore, | strongly recommend, as a continuation and completion of the present
study to study the Puerto Rican female citizen-soldiers who “left” the USAR (separation
or retirement) and how their personal and Puerto Rican values, the value congruence
between their personal/Puerto Rican values and U.S. Army core values, and their lived
acculturation experiences impacted their decision-making process. Gaining an
understanding of the explanation of this decision-making process would provide further
insights into the congruency of values (contention and consonance) and how the
application of an acculturation strategy (separation, assimilation, integration, and
marginalization — Berry, 1997) informed their decisions to separate or retire.

Last, | recommend that a comparative study be conducted to study and understand
the differences Puerto Rican female citizen-soldiers born in Puerto Rico and those born in
the United States, to Puerto Rican parents. These differences are relative to their
personal/Puerto Rican values, the value congruence process, and the acculturation
process. Specifically, what are the differences in their acculturation experiences and how
does the English language proficiency enhance or worsen their acculturation experiences

into the U.S. Army.

Implications and Recommendations for Practice

The present study offers four implications and recommendations for practice in

the U.S. Army:

335



. Create, identify, and explain U.S. Army organizational values versus the current
individual U.S. Army core values (LDRSHIP).

Review the current U.S. Army (individual) core values to address alignment with
issues of diversity, inclusion, and equity.

. Create functional mentors, sponsors, and role models for Puerto Rican female
citizen-soldiers for career advancement (assignments and promotions), talent
management (acquisition, development, employment and retention), career
advancement, professional assignments, and educational opportunities.
Encourage and persuade the U.S. Army to understand and determine what actions
can be taken to address the Soldiers’ lack of English language proficiency and
national accents impact during and after their acculturation into the U.S. Army
and on retention.

The U.S. Army presently has seven individual core values: loyalty, duty, respect,

selfless service, honor, integrity, and personal courage (LDRSHIP). These values were

established in 1999 as LDRSHIP after reordering the 1997 values (honor, respect, duty,

courage, loyalty, integrity, selfless service). In Field Manual 22-100, Army Leadership:

Be, Know, Do (U.S. Army, 1999), the U.S. Army organizational values were identified as

mission performance, member development, tradition cultivation, and team building

(Jackson, 2001). This field manual was replaced by Field Manual 6-22, Army

Leadership—Competent, Confident, and Agile (U.S. Army, 2006) with no identification

or description of an “organizational” set of values for the U.S. Army. Although the

present study identified LDRSHIP as the U.S. Army’s organizational and individual core

values, | recommend that the U.S. Army leadership identify a set of separate operational
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“organizational” values and define and implement them independently of the individual
U.S. Army core values (LDRSHIP).

The current individual U.S. Army core values need to be reviewed to ensure that
they are aligned with the U.S. Army’s philosophy of treating people with dignity and
respect and that they fulfill the diversity, inclusion, and equity tenets. | do not believe that
LDRSHIP values are all-inclusive or representative of the values of all the citizen-
soldiers within the U.S. Army. The present individual core values need to be scrutinized
to identify the values aligned with the U.S. Army professional ethic of what a
multicultural soldier is as a professional (character, commitment, competence) and what
the U.S. Army is as a profession (esprit de corps, honorable service, trust, military
expertise, and stewardship of the profession).

The creation and establishment of functional mentors, sponsors, and role models
for Puerto Rican female citizen-soldiers to provide them with career advancement
(assignments and promotions) guidance, talent management and development support,
and advice on educational opportunities is highly recommended. | recognize that in the
U.S. Army, there is a voluntary mentorship program, as outlined in the U.S. Army
Mentorship Handbook (2005), supported by an online program where soldiers can
identify a mentor who will attempt to establish a mentorship relationship with them. This
recommendation is based on feedback from the participants, who, for the most part, did
not have a mentor. They expressed concern about the availability of senior officers and
noncommissioned officers who could understand the challenges and struggles they face
as Puerto Rican female citizen-soldiers in the U.S. Army Reserve (USAR). The

participants stated in various formats that they did not know a senior mentor who looked
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like them, talked like them, and understood them, who could provide the advice and
guidance required to secure command and staff positions, who could facilitate their
professional education preparation, and who could help them prepare for career
advancement opportunities.

As the resonant threads and the central findings indicated the Puerto Rican accent
and the lack of English language proficiency affected and influenced the Puerto Rican
female citizen-soldiers’ acculturation experiences into the U.S. Army. From a practical
perspective, the U.S. Army (the present study’s context) must study, assess, and evaluate
the significance, impact, and the importance of language and accents when the citizen-
soldiers join, train, and are employed. Specifically, leaders need to pay close attention to
the manner in which language plays a role in acculturative stress (Berry, 1997), and
bicultural competence (Benet-Martinez and Haritatos, 2005) during the acculturation of
citizen-soldiers into the U.S. Army. In addition, adaptation (Berry, 1997) as a coping
strategy needs to be understood by the leaders and by the citizen-soldiers in the U.S.
Army. Gaining an understanding of adaptation, acculturative stress, and bicultural
competence would provide the leaders with the tools that would complement the current
work on resilience to address the stress, conflict, and tensions that citizen-soldiers

experience in the U.S. Army.

Summary

The meaning and importance of personal, Puerto Rican, and U.S. Army values in
the Puerto Rican female citizen-soldiers’ narratives highlight how these values have
shaped the participants’ lives and informed their decisions to join and stay in the USAR.

Further, these values have guided them through their lived acculturation experiences in
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their personal lives, as citizens of Puerto Rico, and in their professional lives as U.S.
Army citizen-soldiers. The present study’s resonant threads (Chapter 5) and narratives
(Chapter 4) have advanced the conversation and the research on values, value
congruence, and acculturation.

The study provided five central findings that provided clues to the research
puzzle: How do how Puerto Rican female citizen-soldiers explain the value congruence
between their personal and Puerto Rican values, as Puerto Rican citizens, and the U.S.
Army organizational values, as soldiers in the U.S. Army, during the process of
acculturation? These five central findings are, values (personal, Puerto Rican, and U.S.
Army) play a meaningful and significant role in the Puerto Rican female Citizen-
Soldiers’ lived acculturation experience from the Puerto Rican culture (heritage culture)
to the U.S. Army culture (host culture); consonance is the predominant value congruence
explanation offered by the Puerto Rican female Citizen-Soldiers during their lived
acculturation experiences; integration is the primary acculturation strategy employed by
the Puerto Rican female Citizen-Soldiers as they acculturate from the Puerto Rican
culture (heritage culture) to the U.S. Army culture (host culture); the Puerto Rican accent
and the English language proficiency play a noteworthy dynamic in the Puerto Rican
female Citizen-Soldiers’ lived acculturation experience; and the Puerto Rican female
citizen-soldiers’ reasons for joining, staying, and leaving the U.S. Army are varied,
diverse, and progressive. Three conclusions based on these narratives and resonant
threads were identified and explained. Last, recommendations and implications for
theory, research, and practice related to values, value congruency, and acculturation

theory were offered. Advancing the scholarly conversation on Puerto Rican female
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citizen-soldiers through their narratives and voices through the narrative inquiry research
methodology is critical in the U.S. Army and USAR, as the U.S. Army population

becomes more diverse, inclusive, and equal.
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Appendix A: Participant Screening Tool

The following questionnaire will serve as the initial screening tool for my study. Please respond
to the following questions. Thanks! GRACIAS!!!
Luis R. Visot, Doctoral Candidate, The George Washington University.

1. Ethnic Background: o White American o Black or African American 0 Asian American

o American Indian o Native Hawaiian o Pacific Islander o Hispanic or Latino/a o Other:

2. If Hispanic/Latino/a, please check: o Puerto Rican o Cuban o Dominican o Mexican

o Other:

3. Twasborn in (City, State, Country):

4. Thave lived in Puerto Rico since (month/year):

5. Tlived outside of Puerto Rico (location, to and from month/year):

6. My Dad was born in (City, State):

7. My Mom was born in (City, State):

8. Enlisted Only: I joined the U.S. Army in (Month/Year)

9. Enlisted Only: I completed Basic Training (Month/Year):

10. Enlisted Only: I completed AIT (Month/Year):

11. Enlisted Only: Highest PME Completed (Month/Year):

12. Commissioned Officer Only: Commissioned in: (Institution, Month/Year):

13. Commissioned Officer Only: Highest PME Competed (Month/Year):

14. T am assigned to the: USAR: PRANG:

15. My present unit of assignment is:

16. My Military Occupational Specialty (MOS):
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17,

18.

19,

20.

21.

22,

23.

24.

25,

26.

27,

28.

29.

30.

31.

My current rank/pay grade is or was when I retired/separated:

I presently participate in the Army ROTC Program at:

I am a Simultaneous Membership Program (SMP) Participant: YES NO:
I am “prior service” SMP Participant: YES: NO:
Deployments (Location and Dates — Month/Year):

I separated from the U.S. Army on (Month/Year):

If separated from the U.S. Army, years of service:

I retired from the U.S. Army on (Month/Year):

If U.S. Army Retiree, years of service:

My Employer/Employment position:

I speak: 0 English o Spanish o Other:

I read: o English o Spanish o Other:

I write: 0 English o Spanish o Other:

If selected, I am willing to participate in this study by taking part in no more than two (90
minutes each) recorded interview sessions. 0 Yes o No
If selected and interviewed, I am willing to provide timely feedback to the researcher:

o Yes o No

If selected, please contact me by phone or e-mail (circle one).

Pseudonym: Date:
Non-U.S. Army E-mail: Phone:
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Appendix B: Participant Recruitment Letter

Dear Study Participant,

Greetings! My name is Luis R. Visot and I am a Doctoral Candidate in the Human and
Organizational Learning program at The George Washington University. I am completing my
dissertation under the guidance of Dr. Andrea Casey, Associate Professor in the Human and
Organizational Learning’s Executive Leadership Program. I would like to invite you to
participate in my doctoral research study, “Value Congruence and the Puerto Rican Female
Citizen-Soldiers’ Acculturation Experience: A Narrative Inquiry.”

The purpose of this research study is to understand the value congruence between the
personal/national values and the U.S. Army organizational values during the lived acculturation
experiences of Puerto Rican females Citizen-Soldiers. This study will help me to understand the
unique lived acculturation experiences of Puerto Rican female Citizen-Soldiers who have
navigated the acculturation and value congruence processes within the U.S. Army.

I have identified you as a potential volunteer participant for this study from the screening tool
you completed. Please accept my deepest and heart-felt appreciation for volunteering to partake
in this study.

The following criteria have been established for participation in this study. Participants must be:

e Female, 18 years old and older

e Puerto Rican Citizen — born and raised in Puerto Rico

e Resident of Puerto Rico — have lived no less than fifty percent (50%) of their lives in
Puerto Rico

e An Active member (Citizen-Soldier: Commissioned Officer, Non-Commissioned
Officer, or Enlisted Member) of the United States Army Reserve or the Puerto Rico
Army National Guard, for no less than five years; OR have separated from the U.S.
Army; OR have retired from the U.S. Army
Willingness to participate in the study by partaking in two recorded interviews
Willingness to be a co-researcher by providing feedback on their transcribed
interviews (member check)

As a volunteer participant you can expect to participate in no more than two (2) ninety minute
in-person interview with me. Interviews will help me to learn more about you, your experiences
growing up as a Puerto Rican female, your U.S. Army acculturation experiences, and your value
congruence experiences between your personal/national (as a Puerto Rican citizen) values and
the organizational (as a U.S. Army Soldier) values. You will also have the opportunity to review
the transcripts of the interview, our narrative summaries, and provide your feedback about the
findings prior to the study concluding. I have attached a copy of the potential interview questions
to help acquaint you with the interview protocol. The interviews will potentially be conducted at
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the University of Puerto Rico (Army ROTC Offices) or a USAR Reserve Center or a Puerto Rico
Army National Guard Armory outside normal duty hours during the week or weekend.

Your participation in this study is completely voluntary and even if you decide you want to
participate, you can quit at any time. A copy of the participant Informed Consent Form is
attached for your reference that outlines the terms of agreement and steps taken to protect your
privacy and confidentiality.

If you can participate, please contact me directly at lvisot@gwu.edu or at (813) 713-4989. If you
are unable to participate, please consider sharing this letter with colleagues who may meet the
criteria. We will consider additional participants who are currently in the USAR or the PRANG,
or retired from the U.S. Army, or have separated from the U.S. Army and are available to
participate in the study, if they meet the criteria outlined above.

Thank you for your time and consideration for your participation in this study. Gracias!

R. Vipt

oral Candidate

ufman and Organizational Learning
The George Washington University
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Appendix C: Interview Protocol andQuestions

Informed consent script before beginning interview:

Thank you for agreeing to take part in this study, as a voluntary participant. As the informed
consent form indicated, this study has been designed to minimize risk for you as a participant.
Your interview will be tape-recorded, it will be transcribed by a REV.com (a transcription
service company), and the original recording along with the transcription will be kept in a safe to
protect your confidentiality. You will have an opportunity to review the interview transcript and
the interim research text before the follow-on interview to get your input and feedback. A final
research text (narrative) will also be provided for your review and feedback, before it is
published, as part of my final doctoral dissertation.

If at any point during this interview or after the interview has ended you decide you no longer
want to participate in this study, please let me know. You can stop the interview at any time
during the actual interview session. You can let me know during the interview, or if you decide
afterward, you may request to end your participation in this study via e-mail or phone call
directly to me. As a quick reminder, the purpose of this study is for us, as co-researchers, to gain
an understanding of how you explain your lived U.S. Army acculturation experiences, and the
value congruence between your values and the organizational (U.S. Army) values, as a Citizen-
Soldier and capture the stories related to these U.S. Army experiences. So, the research puzzle I
am studying is how do Puerto Rican female Citizen-Soldiers explain the value congruence
between their personal/national values (as Puerto Rican Citizens) and the organizational
values (as U.S. Army Soldiers), during their lived acculturation experiences?

Do you have any questions about the consent form or your rights as a participant in this study
before we begin the interview? If not, may we proceed with the interview? Thank-You!

1. Participant background Story

Please tell me about yourself. (temporality & sociality)

Please tell me about your family background. (temporality & sociality)

Please tell me about your education background. (temporality & sociality)

Please tell me about your military work experience. (place, temporality& sociality)

Please tell me about your civilian/professional work experience. (place, temporality &

sociality)

f.  What is your current military assigned position? If retired or separated, please tell me
your last position assignment. (temporality & place)

g. Could you please describe your present military duties? If retired or separated, please
describe for me your last military duties. (temporality & place)

h. What is your current unit of assignment, if an active member of the U.S. Army? If
retired or separated, please tell me the last unit of assignment. (place)

i.  What is your rank? If retired or separated, what was the last rank held? (temporality)

j. What is your Military Occupational Specialty (MOS)? If retired or separated, please
tell me your last MOS. (temporality)

k. How did you decide you wanted to join the U.S. Army/PRANG/USAR? Please tell
me about that experience. (temporality and place)

o0 o
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m.

n.

For what reasons did you decide to join the U.S. Army (PRANG/USAR)?
(temporality and place)

Who provided you support, encouragement, and influence in your decision to join the
U.S. Army? Please tell me more about those individuals. (sociality)

If retired of separated, why did you decide to retire or separate from the U.S. Army?

2. Personal values

a.

b.
c.

Can you please tell me what would you consider to be your personal values?
(sociality)

What do these values mean to you?

How important are these personal values? Can you please tell me of a life example
when you experienced the importance of these national values? (place, temporality &
sociality)

How, would you say, you learned these personal values? Please give me an example.
(place, temporality, & sociality)

Can you please tell me the reason these values are important to you?

From whom, would you say, you learned these personal values? (place, temporality,
& sociality)

How would you say these personal values changed, over time? Please give me an
example. (temporality & sociality)

3. National Values

a.

b.
c.

Can you please tell me which Puerto Rican national values do you identify with?
(sociality)

What do these values mean to you? (sociality)

How important are these national values? Can you please tell me of a life example
when you experienced the importance of these national values? (place, temporality,
& sociality)

How, would you say, you learned these national values? Please give me an example.
(place, temporality, & sociality)

Can you please tell me the reason these values are important to you?

From whom, would you say, you learned these values? (place, temporality, &
sociality)

How would you say these values changed, over time? Please describe for me.
(temporality & sociality)

4. U.S. Army Organizational Values

a. Can you please tell me what are the U.S. Army values? (sociality)

b. From whom, would you say, you learned these Army values? (place, sociality)

¢. From your life experiences, can you please give me an example of how these Army
values have served you well in your life, both in the U.S. Army and outside the U.S.
Army? (sociality)

d. Which of these Army values, if any, have not served you well? Please give me an
example from your life experiences. (sociality)

e. Are there any of the U.S. Army values that you think need to be deleted or changed?
(sociality)
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f. If so, which ones and for what reason? (sociality)
g. Any values that you believe the U.S. Army needs to add? Please tell me which ones
and for what reason? (sociality)

5. Value Congruence between Personal National values and U.S. Army organizational values

a. Can you please tell me which, if any, of the U.S. Army values were aligned with your
personal/national values? Please give me an example from your lived U.S. Army
experiences. (sociality)

b. Can you please tell me how you reconciled this lack of value alignment? (sociality)

c. Canyou please tell me which, if any, of the U.S. Army values were not aligned with
your personal/national values? Please give me an example from your lived U.S.
Army life experiences. (sociality)

6. Becoming and Being a Citizen-Soldier (Acculturation)

a. Tell me about your journey to becoming a Citizen-Soldier in the U.S. Army, from
when you joined to where you are today (active, separated, retired)? (temporality,
place)

b. What were some of the challenges you have experienced, so far in your journey, in
the U.S. Army? Please describe them for me. (sociality)

c. How did you overcome these challenges you faced in your U.S. Army journey?
(sociality, temporality)

d. What is the most rewarding part of being a Citizen-Soldier and why? Please give me
an example. (sociality)

e. How has being a Puerto Rican woman helped/hindered you in the U.S. Army? Please
give me an example. (sociality)

f.  What words of advice would you share with other Puerto Rican women aspiring to
join the U.S. Army?

g. What words of advice would you share with other Puerto Rican women aspiring to be
a senior leader in the U.S. Army? (sociality)

Final Comments
Is there anything else you would like to share about your U.S. Army experiences?

Thank you, very much for your time and your responses to the questions. I appreciate you
sharing your U.S. Army experiences with me. I will contact you via e-mail within the next 30
days or so to share the transcripts from the study and ask for your feedback. In addition, please
keep in mind that I will ask to interview you one more time to further discuss your U.S. Army
experiences and the meaning of those experiences. In the meantime, if you have any questions
or concerns about the study or the interview question, please contact me immediately. Thanks!

Luis R. Visot

Doctoral Candidate
The George Washington University
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Appendix D: Informed Consent Form

Informed Consent Form — The George Washington University (IRB #180661)

Title of Research Study: Value Congruence and the Puerto Rican Female Citizen-Soldiers’ Acculturation
Experience: A Narrative Inquiry

Principal Investigator: Dr. Andrea Casey. Associate Professor, Human and Organizational Learning

Key Information:

You are being asked to take part in a research study about how Puerto Rican female Citizen-Soldiers explain the
conflict or harmony between their personal/national values (as Puerto Rican citizens) and the organizational values
(as U.S. Army Soldiers). This page will give you key information to help you decide whether or not you want to
participate in this study. More detailed information can be found on the next pages. Please ask the research team
questions during the consent process and use the contact information on this form to ask questions later.

WHAT IS THE PURPOSE, PROCEDURES, AND DURATION OF THIS STUDY?

The purpose of this research study is to understand the explanation of Puerto Rican females’, as Citizen-Soldiers,
lived U.S. Army experiences as they join and become a Soldier and whether their personal/ national values are in
harmony or in conflict with the U.S. Army organizational values. By doing this study. we hope to learn about how
personal values interact with organizational values and inform the Soldier’s decision to stay or leave the U.S. Army.
Your participation in this research will last about three hours.

WHAT ARE THE REASONS YOU MIGHT CHOOSE TO VOLUNTEER FOR THIS STUDY?

Your participation in this study will provide the researchers with an insight into your lived U.S. Army story. the
importance of your personal and national values and the impact of your story on the recruitment and retention of
Puerto Rican female Citizen-Soldiers. For a complete Description of benefits please refer to the Detailed Consent.

WHAT ARE THE REASONS YOU MIGHT NOT CHOOSE TO VOLUNTEER FOR THIS STUDY?

The biggest potential risk is that someone not associated with the researcher could find out that you took part in the
study or somehow connect your name with the information I collect about you, however the following steps are
being taken to reduce this risk. For a complete Description of risks please refer to the Detailed Consent.

DO YOU HAVE TO TAKE PART IN THIS STUDY?

You do not have to take part in this research. It is your choice whether or not you want to take part. You can agree
to take part and later change your mind. If you choose not to take part or choose to stop taking part at any time,
there will be no penalty to you or loss of benefits to which you are otherwise entitled.

WHAT IF YOU HAVE QUESTIONS OR CONCERNS?

The person in charge of this study is Dr. Andrea Casey. Principal Investigator. If you have questions, suggestions,
or concerns regarding this study or you want to withdraw from the study her contact information is:
acasey@gwu.edu or 703-726-3736. This research is being overseen by an Institutional Review Board (“IRB™). You
may talk to them at 202-994-2715 or via email at ohrirb@gwu.edu if: You have questions, concerns, or complaints
that are not being answered by the research team or if you wish to talk to someone independent of the research team.
If you have questions about your rights as a research subject.
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DETAILED CONSENT FORM
The George Washington University (IRB #180661)

INTRODUCTION

You are invited to take part in a research study being conducted by Luis R. Visot, Doctoral Candidate,
The George Washington University, Human and Organizational Learning, BA in Liberal Arts from
Marquette University, M.Ed. in Student Personnel in Higher Education. and Master’s in Strategic Studies.
United States Army War College.

You are being asked, as a volunteer, to take part in this study because you meet the following criteria,
based upon your completion of the Participant Screening Tool:
e Female, 18 years old and older
e Puerto Rican Citizen — born and raised in Puerto Rico
e Resident of Puerto Rico — have lived no less than fifty percent (50%) of their lives in Puerto Rico
e An Active member (Citizen-Soldier: Commissioned Officer, Non-Commissioned Officer, or
Enlisted Member) of the United States Army Reserve or the Puerto Rico Army National Guard.
for no less than five years; OR have separated from the U.S. Army: OR have retired from the U.S.
Army
Willingness to participate in the study by partaking in two recorded interviews
e  Willingness to be a co-researcher by providing feedback on their transcribed interviews (member
check)

Please read this form and ask me any questions that will help you decide if you want to be in the study.
Taking part is completely voluntary. and therefore, you can quit at any time.

You are 1 of 6-9 people taking part in this study sponsored by The George Washington University,
Department of Human and Organizational Learning.

Your decision to voluntarily take part in this study will not affect the services or benefits provided to you
by the United States Army. If you decide to take part and then change yvour mind you can quit at any
time.

PURPOSE

The purpose of this research study is to understand the whether your personal/national values and the U.S.
Army organizational values are in harmony or in conflict (value congruence) during your experiences
when vou joined the U.S. Army (acculturation), as Puerto Rican female Citizen-Soldiers. Acculturation
refers to the process of how individuals deal with the interaction between two different cultures, in this
case, Puerto Rican culture and U.S. Army culture.

PROCEDURES

The total amount of time you will spend in this study is no more than three hours within a 30 day period.
Please note, ALL of the interviews will be audio-recorded.

L. Describe activity 1 (approximately 90 minutes duration): In this activity, I will conduct an in-

person, open-ended, semi-structured, in-depth individual interviews with the selected participants. The
intent is for the participant to have an opportunity to tell their U.S. Army stories and to explain the
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meaning of these lived experiences. Interviewing serves as the principal way to gain an appreciation and
understanding of those experiences.

2 Describe activity 2 (approximately 90 minutes duration): In this activity, I will conduct a follow-
up in-person, or by Skype/Zoom/FaceTime. or telephonic interview with each participant to review and
discuss the transcripts from the initial interview to clarify. modify, and rectify the transcripts. Further,
specific targeted questions will be developed for each participant to further elaborate and expand on the
original interview. so that I can gain an understanding and the meaning of their lived U.S. Army storics
and experiences.

3. Describe activity 3: In this activity as the study’s participant, you will have the opportunity to edit
and review the final research text.

BENEFITS

Your participation in this study will provide the researchers with an insight into your lived U.S. Army
story, the expression of your voice as a Soldier. the importance of your personal and national values (as a
Puerto Rican Citizen) relative to the organizational values (as a U.S. Army Soldier), and the impact of
your story on the recruitment and retention of Puerto Rican female Citizen-Soldiers.

The anticipated benefit is subjective. Each participant would feel the personal satisfaction that they are
contributing to the collection of voices and stories (narratives) of Puerto Rican female Citizen-Soldiers
that would benefit the present and future Puerto Rican female Citizen Soldiers and the U.S. Army.

The society at large will have an opportunity to understand and appreciate the voices and the stories

of Puerto Rican female Citizen-Soldiers as they acculturate into the U.S. Army in the process of
integrating their personal/national (Puerto Rico) values with the organizational (USAR) values. Further,
the policymakers, leaders, and civilians at the highest levels of the U.S. Army and U.S. Armed Forces
will have a better appreciation for these participants and may consider evaluating the recruitment and
retention policies that may preclude their advancement, assignments, professional development, and
educational and training opportunities. In addition, the U.S. Army would have an opportunity to review
the Core Army Values and determine if they are inclusive of all of their member population.

RISKS & CONFIDENTIALITY
The study has the following risks:

You may feel some emotional stress/discomfort answering the interview questions. You are free to skip
any questions or stop taking the survey at any point. I will ensure that any and all discomfort is
minimized or eliminated.

There is an extremely small chance that someone not associated with the researcher could find out that
you took part in the study or somehow connect your name with the information I collect about you,
however the following steps are being taken to reduce this risk: The data will be managed to protect the
participants’ identities and responses, minimize and eliminate any potential opportunities for violating
confidentiality, and I will institute all means to ensure the collected data is secure and protected from
damage and loss. Specified strategies include, but not limited to. password protection of the computer
where the data resides: at least two sources of password-protected secure back-ups sources, outside of the
cloud storage. OneDrive: digital recordings will be transferred into a password-protected secure digital
file; digital recordings along with manual recorder will be secured in a safe in my residence; locked up
back-up drives will be secured in a safe in my residence: non-disclosure agreemengéomggiﬁ%b% 1
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service company will be secured: properly archive all documents with relevant collected data: and proper
disposal and destruction of all recordings a vear after the dissertation is published. I will use Microsoft
Word or Excel to facilitate the data management and analysis process.

The records of this study will be kept private. Further, participants will be asked to select a fake
name, and that this name will be used on all study materials and interview recordings. In any
published articles or presentations. we will not include any information that will make it possible to
identify you as a subject or you will be identified by your position as a member of the USAR or PRANG.
You have the right to request that your final narrative not be used in any and all scholarly publications
(articles) and professional presentations. Individual narratives will be part of the final research text,
which will be co-composed by the researcher and the participant.

Your records for the study may be reviewed by Dr. Andrea Casey (Principal Investigator). Associate
Professor. Human and Organizational Learning and by departments of The George Washington
University responsible for overseeing research safety and compliance. Dr. Casey’s contact information is
acasev(@gwu.cedu or 703-726-3736.

QUESTIONS

Please contact Luis R. Visot at 813-713-4989 or lvisot@gwu.edu if you have questions, concerns,
complaints, or think you have been harmed. For questions regarding your rights as a participant in human
research call The George Washington University Office of Human Research at 202-994-2715.
DOCUMENTATION OF CONSENT

If you agree to take part in this study. please sign below.

After you sign this consent form, Luis R. Visot will provide you with a copy. Please keep it in case you
want to read it again or call someone about the study. Thank-You!

Signature:

Date:

IRB NUMBER: 180661
GW IRB APPROVAL DATE4' 03/19/2019
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Appendix E: Participants Values

Participant | Personal Puerto Rican U.S. Army
Victoria Integrity, honesty, loyalty Family, education, Loyalty, duty, respect,
working hard, integrity, | selfless service, honor,
loyalty, and humility integrity, personal courage
Wanda Commitment, dedication, Food, family, pride, Loyalty, duty, respect,
loyalty, friendships, selfless gratitude, cultural selfless service, honor,
service heritage, independence | integrity, personal courage
Alfonsa Caring for family, Pride, family, happiness, | Loyalty, duty, respect,
commitment, integrity, culture, our history, our | selfless service, honor,
cooperation, teamwork, self- | heritage integrity, personal courage
respect
Tita Balancing life, justice, Family, food, “el Loyalty, duty, respect,
meaningful work, spirituality, | chinchoreo,” happiness, | selfless service, honor,
service to others pride integrity, personal courage
Selena God, family, respect, honesty, | Patriotism, family, Loyalty, duty, respect,
perseverance, compassion, happiness, pride, selfless service, honor,
creativity/art/passion perseverance integrity, personal courage
Delia Respect, authenticity, Strong family bonds, Loyalty, duty, respect,
creativity, responsibility, pride, culture, food, selfless service, honor,
power and authority, passion for life and integrity, personal courage
ambition, honesty, integrity, religion
independence, cleanliness
Rosa Integrity, respect, Family-centrism, Loyalty, duty, respect,
adaptability, determination liveliness, fun, loving selfless service, honor,
community, outspoken- | integrity, personal courage
ness, pride in our
heritage
Alejandra | Integrity, respect, honesty, Family unity, selfless Loyalty, duty, respect,
courage, commitment, service, religion, selfless service, honor,
loyalty, justice, fairness, courage, resilience integrity, personal courage
selfless service
Ivelisse Loyalty, duty, respect, Family, culture, pride, Loyalty, duty, respect,
selfless service, honor, honor selfless service, honor,
integrity, personal courage integrity, personal courage
Judy Respect, creativity, honesty, Hard work, pride, self- Loyalty, duty, respect,
independence, persistence, belief, risk-taking, selfless service, honor,
dedication, ambition, selfless | ambition integrity, personal courage
service, family
Luis Audacity/courage, Family first, honor and Loyalty, duty, respect,

empowerment, integrity,
otherness, being unstoppable,
trust

respect, pride in my
Puerto Rican heritage
and culture, the greater
collective good,
trustworthiness

selfless service, honor,
integrity, personal courage
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