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ABSTRACT 
 

 This study reports the results of a comparison of differences in salary, interview 

experiences, and contract negotiations for male and female superintendents. Other variables of 

interest include educational attainment and educational experiences. 

The study participants (N = 161) consisted of practicing superintendents from four 

regions of the United States. The study was conducted in two stages. First, the participants 

completed a questionnaire reporting selected demographic and professional variables. Second, 12 

male superintendents and 12 female superintendents participated in a semi-structured interview. 

The independent variables were gender, educational attainment, and educational experiences in 

administration at the school or central office level. The dependent variable was salary level. 

The major findings were as follows: There were no major differences in salary for male 

and female superintendents when they have similar educational attainment and educational 

experience. There were some differences for male and female interview questions. Females were 

asked more questions about leadership style and mobility. Male candidates were asked more 

vision questions that pertained to the direction and future of the school system. There was no 

significant difference for males and females in contract negotiations. The findings have practical 

implications for future studies and for practice.
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CHAPTER 1 

INTRODUCTION 

The position of school superintendent has existed since the mid-1800s when many large 

cities decided to hire someone to manage the multiple school buildings throughout the city 

system. Superintendents were in charge of the day-to-day operations of all school buildings 

throughout the system. School superintendents created the change from the early days of 

schoolmasters to school house managers. By 1860, 27 cities had school superintendents (Glass, 

1992). 

In 1909, Ella Flagg Young became the first woman superintendent of the Chicago 

schools. After achieving this accomplishment, Young believed that in the future more women 

than men would be in executive positions in educational systems. Young felt that education was 

a woman’s natural occupation and that women would no longer be satisfied with secondary roles 

instead of leadership positions (Blount, 1998). This achievement by Young was the emergence 

of what Hansot and Tyack have called the “golden age” for women school administrators. From 

1919 until 1950, women held 10% of all superintendent positions across the nation (Blount, 

1999). Starting in 1950, numbers dropped drastically for women in leadership roles. With the 

rise of educational leadership as a distinct profession, women (teachers) became the workers, and 

men (administrators) became the managers (Keller b, 1999). 

The shift to male domination of leadership positions began at the end of World War II 

with a government bill that paid for the education of returning veterans. This bill, coupled with 

the desire to find jobs for veterans, created a huge movement to hire males in educational 
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leadership. During the next 25 years, school administration became a male-dominated position, 

with women disappearing from the ranks of leadership (Blount, 1999). This period came to be 

known as the “Normalization of the Superintendency.” During this period, the rules, practices, 

and behaviors came into effect to make the superintendency a male dominated position and 

leaders were trained in the ways of bureaucratic maintenance. The percentage of female 

superintendents fell drastically from 9% to 3% during this period (Glass, 1992). More 

specifically, this caused the number of female county superintendents to drop from 718 in 1950 

to 366 by 1970 (Blount, 1998). During the decade of the 1970s, the percentage of female 

superintendents continued to decline. 

Title IX legislation helped to slow the trend of male dominance in the superintendency; 

however, the school consolidation period of the 1970s cost many women superintendents their 

positions. The purpose of the consolidation movement was to develop higher salaries for 

administrators and consolidate the tax base for the purpose of increasing funding. When the 

smaller systems consolidated, many women lost the superintendent position to men and took 

secondary administrative roles with the consolidated system. This caused a major decrease in the 

number of female superintendents (Blount, 1999). 

Today the United States school superintendency is the most gender-biased executive 

position in the country (Bjork, 2000). Men are 40 times more likely to advance to the position of 

superintendent of schools than are women (Skrla, 2000). As they did in 1900, women still 

comprise 70% of all teachers in the United States, which should be a key factor for the migration 

into administrative leadership, but women only hold 20% of all executive level positions in 

public school systems across the country. Of the 2,262 superintendents nationwide who 

responded to the 2000 AASA survey, only 297 were female (Glass, Bjork, & Brunner, 2000).  
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The high school principalship has been known as the “gateway” to the superintendency. 

At some point in their career, 71% of all superintendents have been high school principals (Chan, 

2001). Studies have shown that males hold over 80% of all principal positions in high schools 

across the nation. Women hold administrative positions, but do not gain the same background 

leadership experience that has proven important to gaining the superintendent position. The 

majority of female superintendents have followed a different path to gain the superintendent 

position. Rather than the high school principalship, female superintendents have often served as 

central office personnel, such as curriculum and resource directors, after they leave the 

classroom as a teacher (Grogan, 1996). Differences in the career paths may exist because men 

and women have different educational priorities. Theorists believe that males are more 

concerned with job security, perceptions, and political issues, while women are more interested 

in student achievement, teacher development, and building meaningful relationships (Shakeshaft, 

1989).  

In July 2001, Marilyn Tallerico and Suzanne Tingley surveyed 175 superintendents. Of 

these superintendents, 71% stated that the superintendency is in a state of crisis. The 

participating superintendents believed the process of choosing superintendents must improve in 

terms of both the procedures for searching and interviewing potential candidates as well as 

candidate negotiations (Glass, 2000). The increasing pressure and responsibility of the 

superintendency, along with the lack of longevity in the job have created unattractiveness for the 

leadership position. This has created a smaller candidate pool. 

Hodgkinson (1999) argued that we need more demographic information and an increased 

understanding of gender issues of the superintendency. In fact, only in the last 20 years have 

there been significant studies about women in the superintendency (Tallerico, 1999). Several 
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state departments, college departments of education, and state politicians have identified the lack 

of research concerning women in educational leadership roles, specifically superintendents 

(Manuel, 2003). 

 

Statement of the Problem 

Males make $1.00 for every 77 cents a female earns and have a 40 times better 

opportunity of gaining the position of school superintendent during their career than do women 

(Skrla, 2000). With the retirement of the baby boomer generation, the 1990s and 2000s could be 

a time for addressing and overcoming gender-bias in educational leadership. The American 

Association of School Administrators Report of 2000 suggested seven reasons why women are 

struggling to gain superintendent positions (Glass, 2000). 

1. Women are not in positions that traditionally lead to the superintendency. 

2. Women are not gaining credentials for the position in preparation programs. 

3. Women are not as experienced in system wide management as men. 

4. Women are not interested in the superintendency for personal recognition. 

5. School boards have proven, throughout history, a reluctance to hire women  

superintendents. 

6. Women enter the education profession for much different reasons than men. 

7. Women enter educational leadership later in their careers. 

Several of these reasons have also appeared in other educational research in other studies. 

Research also shows that some of these seven reasons from 2000 are also changing, as women 

pursue educational leadership positions in larger numbers (Glass, p. 82). 
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Significance of the Problem 

 One of the most disturbing leadership issues in public education is the small number of 

women at the highest levels of a profession dominated by women as teachers and elementary 

level administrators (Keller a, 1999). Assuring that male and female superintendents with equal 

educational experience and years of leadership experience earn similar salaries is important 

because of gender equity legislation and guidelines that have become more important since the 

1970s. It is a legal obligation in our professional society to dismiss all gender bias for pursuing 

and gaining leadership positions. Beyond legal considerations, educational leaders have an 

ethical responsibility to hire the best leaders. 

 More women than ever before have begun to seek leadership roles in American public 

schools (Brunner, 2001). Eliminating gender bias in hiring yields a broader “talent pool” of 

leaders from which to choose. This provides broader thinking and much needed diversity in 

leadership styles. Educational leaders have a tremendous impact on young people, and 

opportunities to compete in leadership roles can have a tremendous impact on the development 

of female students. Young females need to see accomplished women in leadership positions for 

encouragement, because modeling is an important component in the educational development of 

youth and also provides tremendous impact and encouragement for student pursuit of excellence. 

Women who enter the field of educational leadership do so because they feel they can make a 

difference for children and be change agents for the processes of education and student learning 

(Edson, 1988). 
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Assumptions 

 1. The information on the web pages was accurate. 

 2. The respondents responded honestly to the interview questions. 

 

Purpose of the Study 

 The purpose of this study was to examine and compare differences in salaries, and 

interview experiences for male and female superintendents. Variables of interest include gender, 

educational attainment, and educational experiences. 

 The study was needed because, subsequent to the Title IX legislation in the 1970s many 

women have acquired superintendent positions. However, there is little, if any, research 

examining whether women receive salaries equal to men. The study findings may provide 

direction for board members and female candidates as they engage in contract negotiations in the 

future. The study results could be helpful to boards of education as they work to improve equity 

issues in hiring practices. 

 

Research Questions 

The study was responsive to the three broad research questions: 

1. Do male and female superintendents with equal educational background and 

educational experience earn similar salaries? 

2. During the interview process, do male and females report similar experiences? 

3. When competing for the superintendency, do men and women report different 

experiences in contract negotiations? 
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Theory 

Andocentric theory has been defined as the elevation of the masculine to the level of the 

universal and the ideal and honoring of men and the male principle above women and the 

female. This perception creates a belief in male superiority and a masculine value system in 

which female’s values, experiences, and behaviors are viewed as inferior. Many theorists believe 

that androcentric bias is the major factor in why women struggle to obtain leadership positions in 

education while they continue to dominate the core teaching of education (Shakeshaft, 1999). 

Theorists argue that the traditional model of educational leadership promotes the male 

gender stereotype in these roles and discourages the hiring of females (Shakeshaft, 1999).The 

stereotype of males as the “breadwinner” and females as the “nurturer” has strengthened 

androcentrism as a value system. This value system relies on the belief that women must be in 

charge of children and household duties as a primary function; therefore, the female perspective 

of leadership is secondary to the perspective of males. Also, some theorists maintain that the 

number of hours required per week, including night obligations, discourage women from 

pursuing these positions (Shakeshaft, 1989, p. 95). Consequently, women often get stuck in 

dead-end jobs and lose the opportunity for advancement. 

 

Operational Definition of Terms 

The following information provides the operational definitions that were used during the 

course of this study: 

Androcentrism--A male value system that views the male perspective as superior to the 

female perspective. 
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Bargaining power--The power that a job candidate has when competing for a job, usually 

based on education, experience, and skill level. 

Benefits--Components of a job that make the job attractive and aid in negotiations when 

attracting candidates 

Chief Academic Officer--A position created in educational leadership that is second in 

command behind the superintendent. The main function of this position is the academic success 

of students. 

Collaboration--The ability to work as a group or team to improve the core business and 

the good of the group. 

Conceptual change--Changing of the basic concepts of an organization or structure. 

Contract negotiations--Discussion between the employer and the employee to determine 

salary and benefits to be hired into a position. 

Cultural change--The changing of the culture of an organization or structure. 

Demographics--The make-up of an organization based on gender, ethnicity, and welfare. 

Level of educational attainment--Masters, Educational Specialist, and Doctorate are 

levels of educational attainment that are also known as extended degrees. 

Equality--Everything being equal. The same opportunity for the same pay with the same 

support regardless of race, gender, or background 

Gender equity--The opportunity for a female to pursue and obtain the same position as a 

male, based on ability, experience, and knowledge. 

Leadership experience--Experience in the area of leadership with employees and decision 

making. A supervisory role in any organization. 
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Length of contract--When employed, part of the contract negotiations is to provide 

security for the employee and the employer by determination of the number of years on the 

contract. This provides job security and stability.  

Practicing superintendent--A superintendent that is on the job, as a superintendent, at the 

time of participation. 

Salary--The monetary amount that is agreed on by the employee and the employer when 

a position is obtained. Salary is the major component of employment negotiations. 

Structural change--the change in the traditional structure of an organization to improve 

the strength of the organization. 

Study participants--A group of people used in research to clarify and prove research of a 

study to make determination on the findings of the study. 

Theorists--Researchers who develop theory based on research conducted. 

Title IX--The federal mandate adopted in the 1970s that has had a major impact on all 

gender equity issues, leadership, and the ability for women to compete in a male dominated 

world. 

Value system--The system of values and beliefs that are at the core of any group or 

organization. 

 

Limitation 

The participants consisted of a national sample examining differences in the salary level 

and negotiation processes for male and female superintendents. Being a national study, there 

may be variance between different regions of the nation. 
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Researcher Positionality 

 The researcher is a high school principal at Jefferson County High School in Louisville, 

Georgia. Jefferson County has a student population of 1,020 students and a faculty and staff of 

111 employees. The researcher has been the principal at Jefferson County for 1 year. 

 The researcher has had the opportunity to be a public school educator and administrator 

for 26 years. The researcher spent the first 19 years in public education as a high school biology 

teacher and basketball coach, working in the states of Texas and Georgia. He moved into the area 

of high school administration in 2001 as an assistant principal at Southeast Whitfield. After 3 

years as an assistant principal, the researcher had the opportunity to apply and become the 

principal at Southeast. The researcher served in that position 5 years before moving to Jefferson 

County. 

 The researcher is on the Board of Directors of the Georgia High School Association and 

on the Executive Committee of the Georgia Association of Secondary School Principals and the 

National Association of Secondary School Principals. He has been a presenter at state and 

national conferences for all three associations and was a presenter at the national conference for 

the National Association of Secondary School Principals in San Diego, California, in February 

20, 2009. 
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CHAPTER 2 

REVIEW OF RELATED LITERATURE  

Introduction 

 The superintendency position is the most powerful position in public education, and 

research shows that men dominant this powerful position. Historically women make up the 

majority of the workforce in education so why the lack of women superintendents? Why do men 

dominate this powerful position? Several authors have identified many reasons why women are 

not in top level administrative and superintendency position (e.g., Adkinson, 1981; Berman, 

1999; Bjork, 2000; Brunner, 1999; Glass, 2000; Grogan, 2000; Keller a, 1999; Tallerico, 2000). 

 The remainder of this chapter consists of a review of literature closely related to the 

researcher’s hypothesis that male and female superintendents receive different salaries and have 

different experiences during the interview and negotiation processes. The chapter is organized as 

follows: history of the superintendency, differences in salary, interview experience, and contract 

negotiations. 

 

Background Information 

Number of Women Superintendents 

 In 1992 the 10-year study conducted by the Ten Year Study of the School 

Superintendency confirmed that it is still true that White males dominate the superintendent 

position across the nation. Only a small percentage of the nation’s superintendents are female or 

minority (Glass, 1992; Grogan, 1996). 
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 The percentage of women superintendents varies across the nation. A study conducted in 

1997 shows the states with the highest percentage of women superintendents include the 

following: Delaware (26%), Nevada (24%), California (23%), Arizona (22%), and Rhode Island 

(22%) (Wolverton, 1999). In Massachusetts women have made great strides in gaining the 

position of superintendent. In 1991 women held only 9% of the superintendents’ positions in the 

Boston area. In 2007 that percentage has expanded to over 40% (Conroy, 2007). There are 

13,728 positions, with only 1,984 of those positions are held by females, making the national 

average 17%. The difference between the Greater Boston school system (40%) and the national 

average (17%) demonstrates a major percentage difference. This would lead to the question: If 

some regions, like the Greater Boston area, is comprised of 40% female superintendents and the 

national average is 17%, how low are different regions across the country concerning gender 

equity in superintendent positions? This shows major discrimination toward females in 

leadership positions nationwide (Wolverton, 1999). Across the nation women have dominated 

the teaching profession with 72% of all teaching positions held by females. The persistent 

shortage of women in the superintendent position, while a variety of other positions in 

educational leadership are dominated by women, is of concern to researchers studying gender 

equity in public education (Keller b, 1999). Three broad factors have a negative impact on 

women’s advancement in administrative leadership: lack of insider status, fewer support 

structures, and an image of leadership that is associated with masculinity (Hoff & Mitchell, 

2008). 
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Professional Variables 

According to the American Association of School Administrators, superintendent 

candidates are expected to be prepared for the position in two different ways: 

1. to have a level of formal training, including eligibility or completion of university 

degrees beyond a Bachelor’s degree and, 

2. have credible prior experience on the job as an administrator capable of handling a 

superintendency. (Grogan, 1996, p. 8) 

 

 Educational background. Women have increased their qualifications and experiences. 

Their aspirations are rising, and their expertise is being utilized inside their own organization.  

In terms of formal training, women feel the pressure to maintain excellent academic 

performance in extended degree programs for leadership. Consequently, although women only 

comprise 25% of all administrators in leadership positions, they make up 53% of all students 

who are enrolled and obtain degrees from doctoral programs in education (Glass, 1992; 

Wolverton, 2000). Only 41% of practicing male superintendents have obtained the doctorate 

degree (Wolverton, 2000). However, 28% of females who obtain the higher leadership degrees 

do not pursue leadership positions. More broadly, women have higher education degrees, more 

certifications, and more years of teaching experience than their male counterparts (Anderson, 

2000). This is a factor that contributes to women’s delayed entry into administrative leadership. 

The tendency to be super-prepared before they pursue positions delays their entrance and 

climbing of the career ladder. Many times women are tapped for a leadership position rather than 

pursuing the position (Hoff & Mitchell, 2008). 
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Women believe that they can have excellent qualifications and still not be able to 

compete with men for the superintendency (Polleys, 1999). Therefore their career aspirations 

typically fall short of the superintendency. Instead, women see themselves in support roles 

(Bonuso & Shakeshaft, 1982). Manuel and Slate (2003) argue that positive cultural and social 

experiences help to develop the attitudes and desire to pursue positions. In fact, four variables are 

important in the development of female leaders: work experience, academic success, role 

models, and perceived encouragement. Once women gain leadership positions they often have a 

major impact on curriculum development and student learning (Glass, 1992). 

 

Educational experiences. Men and women exhibit early involvement in leadership 

activities that promote leadership qualities. Involvement during the high school years in 

leadership of groups is evident for both. Women tend to develop social leadership skills 

involving yearbook, newspaper, student council, and volunteer groups. Males tend to develop 

leadership skills through team sports (Crabb, 1996). Paths to leadership tend to become 

unbalanced after the years of education have been completed. 

Men are more likely than women to move from the teaching to administration field even 

when the teacher’s desire for promotion and credentials are considered (Joy, 1998). It has been 

documented for years that the pathway to the superintendency is through the position of high 

school principal. The dominant female pathway to the superintendency is through the position of 

elementary or middle school principal and then to the position of Curriculum Director. Women 

who pursue administration generally pursue the elementary positions. 

The high school principal position has long been seen as the “training ground” for the 

superintendent position. Because many high schools are large enough to be small communities, 
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and with extracurricular activities and graduation requirements creating situations that provide 

experience in dealing with parents and controversial issues, it has created confidence in the high 

school principal as an immediate superintendent candidate (Blount, 1999). There are 1,200 

people in the high school and the principal is like the mayor of the community. They have to 

keep the place running, put out fires, and educate the students, while being visible at all 

extracurricular and community activities (Grogan, 1996). Men have dominated the high school 

principal position, which has created networking opportunities to strengthen male mentorship 

that helps create these relationships into the superintendency (Keller b, 1999). Women have 

generally migrated to the elementary and middle school administrative positions when they enter 

administration. The numbers of elementary teachers who are female compared to males has an 

impact on the number of females entering administration through the elementary experience. 

A NASSP study conducted in 1995 determined this portrait of female superintendents: 
(a) being 50 or older when receiving their first superintendency, (b) had been a principal 
nine or fewer years, (c) being in their current superintendency three or fewer years, (d) 
having ten or more years of central office experience, (e) have earned an undergraduate 
degree in elementary education or the humanities, and (f) have earned a graduate degree 
in educational administration. (Clark, 1995, p. 35) 
 
Sixty percent of male superintendents have entered the superintendency through the high 

school principalship. Less than 25% of female superintendents entered the superintendent 

position from being a high school administrator. However, more of the women have been 

assistant superintendents or in central office positions. Forty-five percent of female 

superintendents have been in central office roles, compared to less than 30% of the males ever 

being in a central office position other than superintendent (Wolverton, 2001). 

It might be concluded that instead of pursuing high school principalships or assistant 

superintendent positions in preparation for the superintendency, these potential female applicants 

are purposely stopping career pursuit at one of the mid-level career rungs (Wolverton, 2001). 
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One of the main reasons that women, as well as men, are stopping at the mid-level central office 

position is a safety factor. These administrators are safe in a leadership position and are hesitant 

to lose that security by becoming a superintendent. With the average tenure of superintendents 

being only 5.5 years, many candidates do not want to pursue a job that could mean a move to 

another school district or state (Pascopella, 2008). With the number of women in central office 

and directors positions, the “safety factor” has a direct impact on women pursuing the 

superintendency. The Executive Director of the American Association of School Administration 

stated, 

We have this pipeline of assistant superintendents that are primarily female, and there is a 
shortage of superintendents because they are not going into the position because of 
security. I have always maintained that women are culturally well prepared for the role 
because they are more collaborative and lean toward bringing more people together, 
which are skills that are crucial in being a good superintendent. (Pascopella, 2008, p. 2) 
 
 
 

Aging Profession 

 Today’s school superintendents are older. The mean age of school superintendents is 

higher than any time in history, at 55 years old. In the past, many superintendents started in the 

profession at around the age of 40 after being a teacher for about 5 years, an administrator for 8 

to 10 years and then a central office administrator about 4 years before becoming superintendent 

(Pascopella, 2008). The typical retirement age of superintendents was in their late 50s. Paul 

Houston, AASA executive director stated; “I was really surprised that the average age went from 

51 to 55 in five years. We have a rapidly aging profession and superintendents are not staying in 

the position for longer than a few years because they are nearing retirement” (Crabb, p. 12). 

Superintendents today lack the wisdom from experience that others who have been in the top 

position for over 20 years have. The re-generation of the older superintendent has created a 
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situation where the amount of new ideas and energy generated by younger superintendents is 

reduced (Pascopella, 2008). 

 Across the country, school districts face a struggle to attract and retain talented school 

leaders. The demands of the position with increased accountability and long hours deter many 

potential leaders (Hoff & Mitchell, 2008). Included in these issues is an aging workforce of 

experienced leaders who are retiring at a high rate. School systems are reporting shrinking 

applicant pools at a time when turnover rates are increasing at a much higher amount. A 

leadership crisis is on the horizon which will challenge the education profession to think 

differently about school leadership and filling leadership roles (Adams, 1999; Cooper, Fusarelli, 

& Carella, 2000; Hoff & Mitchell, 2008; Normore, 2004). This crisis creates opportunities for 

women to gain the superintendent position. 

 

Lack of Research Concerning Women in the Superintendency 

 There is a lack of research regarding why women are unable to obtain and maintain 

leadership positions on a par with men (Grogan, 1996; Keller a, 1999). Most of the existing 

literature concentrates on the absence of women rather than the contributions that women have 

made. Furthermore, most of the research has been conducted with male participants (Crabb, 

1996). 

 Research on the superintendency reflects a strange demographic consistency. Research is 

done almost exclusively by men about men concerning on-the-job experience.  

The “machismo factor” focused mostly on the interest and achievements of men, 
confined women to stereotypical areas or defined women by their relationships to men, 
focused on men as the subjects of research but generalized their findings and their models 
to women, and valued male characteristics more highly than female characteristics. 
(Crabb, 1996, p. 13) 
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Therefore, there is still not much information about women’s perspectives and ambitions 

concerning the role of superintendent, how women perceive and experience their work, and their 

relationships with colleagues (Bell, 1998; Blount, 1995; Shakeshaft, 1987). The public continues 

to wonder what women superintendents’ perceptions, perspectives, and thoughts are because 

historically women’s views have been ignored in research on the superintendency (Blount, 1995; 

Shakeshaft, 1987). There has been very little research conducted that studies the strength of 

women in the superintendent applicant pool. The research that does exist focuses on the growing 

demand for qualified educators to fill the role of superintendent. However, the problem of 

qualified females being passed over is not being addressed (O’Connell, 2000). There is an 

alternative view of this shortage that plagues many states. There are leaders in systems already 

that are capable of filling the void of qualified educational leaders. Women educators are a key 

to resolving the declining supply of qualified superintendent candidates, but improvement will 

not be made until certain policies and practices are improved (Tallerico & Tingley, 2001). 

Grogan (1996) stated that the superintendency is not a well-researched leadership position in the 

United States and there is minimal effort, on the state and national level, to recognize and take 

measures to improve the problem. There is no doubt that there is some equalization occurring in 

educational leadership. Does this movement reflect equalization or just a trend after 2 decades of 

good intentions? It is hard to dispute the facts demonstrating minimal advancement for women 

inside the profession (Crabb, 1996; Robertson, 1993). The most negative form of discrimination 

is the assignment of leaders to responsibilities that underutilize their productive capacities. There 

must be less concern for fitting in and more concern for the skills, accomplishments, and focus of 

leaders (Crabb, 1996; Peitchinis, 1989). 

While there are still barriers, educators believe that women are having an easier time than 
in the past obtaining the top spot. As school systems face more pressure to perform 
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because of standardized testing and No Child Left Behind legislation, school boards are 
increasingly looking to candidates with strong backgrounds in curriculum and instruction. 
Women hold most curriculum specialist positions on central office staffs. (Silverman, 
2002, p. 1) 
 

Changes taking place support the opportunity for women in administrative leadership. A new 

governance structure, modified leadership practices, and a new emphasis on accountability create 

more opportunities for women. Vacancies in educational leadership are increasing at a time when 

more women than men are enrolled in leadership programs. This is a great time to reactivate and 

create new gender equity strategies (Logan, 1998). 

 

History of the Superintendency 

Androcentrism is defined as, the practice of viewing the world and shaping reality from a 

male perspective that leads to sex discrimination. It has been crucial in shaping the history of 

educational leadership and the superintendency (Bem, 1993). Education has been unique 

throughout history because reality has been shaped by a male perspective in a field where over 

60% of the professionals are female. Throughout history the challenges for women in 

educational leadership have developed from androcentrism. 

The cultural debate about sexual inequality must be reframed to address not male-female 

difference but how androcentric social institutions transform male-female difference into female 

disadvantage. Society must move away from debating whether men and women are 

fundamentally different and concentrate on how to eradicate androcentrism (McManus, 1999). 

Suffrage efforts at the turn of the century boosted women into the role of school 

superintendents and educational leadership. In the early 1900s, superintendents were chosen 

through county elections (Blount, 1999). Because many of these county districts had corrupt 

male superintendents who used dishonest financial and administrative practices, women began to 
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be elected to these superintendent positions. The victories of these female superintendents 

produced administrations of honesty, integrity, creditability, and success (Funk, 2004). In 1909, 

at her appointment to the Superintendency of Chicago City Schools, Ella Flagg Young, a 

prominent female in the history of school superintendency stated, 

Women are destined to rule the schools of every city. In the near future we will have 
more women than men in the executive charge of the vast educational system. It is a 
woman’s natural field, and she is no longer to do the greatest part of the work and yet be 
denied leadership. It will be my aim to prove that no mistake has been made and to show 
critics and friends alike that a woman is best qualified for this work than a man. (Funk, 
2004, p. 1) 
 

The quote of Ella Flagg Young shows a boldness and confidence to be a great superintendent and 

educational leader. The quote also shows some frustrations and challenges that females faced in 

the early 1900s. Part of the quote stated “and I will prove that no mistake has been made by 

appointing me superintendent,” demonstrates the pressure applied to female educational leaders. 

Female leaders had to meet great challenges from the beginning of their tenure as educational 

leaders just to prove their capability as educational leaders. 

In 1915, growing concern of male organizations about the popularity of female elected 

superintendents prompted men’s groups to address concerns about elected instead of appointed 

superintendents. David Snedden, Commissioner of Education, Massachusetts, headed a 

movement of male superintendents to present rationale for appointed superintendents. Snedden 

stated, 

The time has come when throughout the country educators should go on record as to the 
fundamental soundness of the system of a popular election for educational executives. It, 
of course, should be recognized that, up to a certain level, a system of popularity make 
work fairly well. Few people would argue that an engineer or the superintendent of a 
water supply system should be chosen by popular vote. It ought to be equally difficult to 
argue that an expert educational administrator should be chosen, the same as an architect 
or an accountant. (Blount, p. 84) 
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What was failed to mention was why this particular time was appropriate to encourage appointed 

superintendents. Most suffrage era critics of elected superintendents discouraged discussion of 

gender explicitly as a factor in this movement toward appointed superintendents. 

By 1930 nearly 28% of the United States superintendents were females. In 1909, 5% of 

the superintendents in the United States were female compared to 28% in 1920. This shows a 

significant increase of 23% in 11 years. However, to regain the strength of the superintendency, 

the male superintendent groups staged an effort to have superintendents appointed instead of 

elected because they argued that an appointed superintendent would be an expert in the field 

instead of a politician (Tallerico, 2000). The voters across the nation did not see the political ruse 

involved and agreed to the appointment of superintendents. People who were set up to appoint 

superintendents were all men; therefore women began to disappear from the superintendency. By 

the mid-1940s the percentage of female superintendents was back down to 7% (Blount, 1999). 

Male political groups did not make mention of what the appointed superintendent 

movement would do to the women superintendents of the nation. When appointed 

superintendents became the policy for choosing leaders, women held nearly 40% of all 

superintendent positions. From the point of this change of policy on, the percentage of women 

superintendents had a continuous percentage drop throughout the next 4 decades. The appointive 

system effectively halted women’s progress into school leadership positions (Blount, 1998). 

Women rarely received an appointment to be superintendent because they tended to be excluded 

from the male political networks responsible for placing most superintendent candidates (Blount, 

1998). 
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Factors Influencing Access to the Superintendency 

Consolidation of schools: City and county superintendents. Throughout the history of the 

superintendency, research has shown the differences of males and females in the superintendent 

position. An important issue that has impacted gender equity throughout history is the city/ 

county school superintendent. Even during the peak of percentage of women superintendents an 

inequity continued to exist. Male superintendents dominated the city and local school system 

superintendent positions while women were destined to be elected and appointed superintendent 

in the less prestigious county systems (Bem, 1993). With data collected by Jackie Blount, several 

patterns developed to show the attainment of the superintendency at the county and city level. 

Women attained numerically and proportionately more county (intermediate) superintendencies. 

Hundreds of women served as county school superintendents during this century. County or 

intermediate school superintendents typically enjoyed less prestige, lower salaries, and less 

control of building-level school affairs. City superintendents enjoyed the prestige and high 

salary, along with an environment of complete control of the school system (Blount, 1998). 

 

Deterrents for women. The women’s movement of the early 20th century gave 

encouragement and a certain excitement to many that supported the equalization of women in 

America. Equality in the political, intellectual, professional, and social arenas finally seemed 

within reach as the women’s movement gained momentum in some professional and business 

groups (Grogan, 1996). As the women’s movement won political victories, a backlash of vicious 

personal attacks had a tremendous impact on any gains that were made to give women equal 

opportunity (Banks & Hall, 1997). 
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Foes of the women’s movement began to undermine the movement with a powerful 

weapon, by questioning the femininity of independent, well-educated women. It is leading 

women away from matrimony and childbearing (Blount, 1998). Educated women were accused 

of what eugenicists called “race suicide.” By not becoming wives and mothers, in the 

conventional fashion, and the decrease of child birth rates to the White middle-class, opponents 

of the women’s movement blamed this decline in population on the well-educated, self-

sustaining women (Pavan, 1988). As women became more independent of the typical female 

roles and less dependent on the husband, the divorce rate began to increase and changed 

dramatically the “normal” middle-class family. The threatened male groups of the early 20th 

century labeled this issue as a “masculinity crisis.” Men worried about retaining their traditional 

control over reproduction, the economy, and the public sphere (Duppert, 1921; Skrla, 1998). 

These attacks were particularly effective when aimed at female educational leaders. By 

the 1920s and 1930s women had enjoyed almost 15 years of teaching as professionals. The 

majority of female professional educators were single women. The “masculinity crisis” and 

critics of the women’s movement created and developed the practice of sexually stigmatizing 

women who defy narrowly defined gender roles. This stigmatization labeled individuals as 

sexually deviant, creating environments where deviant persons are not tolerated and punishing 

these individuals through social, legal, and economic measures (Blount, 1998). 

Women in the superintendency have faced an incredibly complex and difficult situation. 

How can a woman be identified as “in charge” without being identified in negative or 

unfeminine ways (Shakeshaft, 1987)? Many female leaders believe that it is difficult to 

demonstrate competence as a woman among men, but that the bigger challenge is to exercise 

leadership. Sociolinguists believe that women are in a double bind. Everything they do to 
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demonstrate assertiveness risks challenging their femininity in the eyes of society. Everything 

they do to fit expectations of how a woman should talk risks undercutting the impression of 

competence they make on society (Tannen, 1994). Cultural expectations in education are 

compatible with masculinity and when women demonstrate authority, it is not always perceived 

positively by the community or media (Bell, 1998). 

This belief system about women leaders, women’s roles, and stereotyping female leaders 

has stayed in place for close to 100 years. The core of this belief is the same core belief that was 

established by male groups in the early 1900s when they attempted to change the appointed 

superintendent policies back to the elected superintendent policy. The belief that women in 

leadership roles, living alone, causing “race suicide,” unmarried, and not cowering to male 

dominance in decision-making was weakening the structure of society by weakening the family 

unit (Marshall, 1993). With the number of women teachers advancing in the education 

profession and becoming leaders, women administrators became the main target of gender 

attacks. A hurdle that women have learned to negotiate in gaining the superintendency is to 

remain feminine while functioning and competing in a masculine-dominated environment. It is a 

role that women are becoming more comfortable and successful in mastering (Keller, 1999). 

Prospective leaders already exist in the educational system and all that is needed is to remove the 

obstacles and deterrents in the path of women. These emerging leaders can be a resolution to the 

shortage of qualified educational leaders, but policies and practices must be improved (Tallerico 

& Tingley, 2001). 

Oppressive gender practices are generally not intentional acts of oppression. These acts 

are invisible to the oppressors because they are disguised in the notion of going about business as 

usual. So many administrative practices which have largely been a feature of a male world have 
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been associated with administration. Women bear the burden of disrupting a norm if they present 

themselves differently. Success cannot be achieved by female leaders by pitting themselves 

against forces that are established and engrained in a society (Davies, 1994). 

 

 Fallacies of gender equity. Since the early 1950s, there has been much reorganization of 

school systems across the nation. In 1950 there were over 3,000 intermediate school systems. By 

1990 that total had dropped below 1,000 intermediate schools (Blount, 1998). This has had an 

impact on the number of female superintendents, because as the intermediate school systems 

were reorganized, these superintendents lost jobs or were moved into another position other than 

superintendent. Also increasing the depletion of women superintendents was the doubling of the 

local school systems. With the male domination of the local systems, which were appointing 

superintendents, the percentage of women superintendents quickly plummeted to 3% (Blount, 

1998). 

The changes and reorganizations of school systems in the second half of the 20th century 

have caused some false assumptions in the history of the superintendency. It is assumed that 

females have never held a high percentage of superintendent positions. This is not correct, 

because research shows that in the first part of the 19th century women held a high percentage of 

superintendent positions, especially elected positions. Until World War II and the goal to 

reorganize school systems across the country women were making steady gains in the number of 

superintendents holding positions. 

Part of this false assumption is that gender equity movements of the present society have 

caused an increase in female superintendents for the first time in the history of public education. 

First, this shows a lack of knowledge in society of the history of the superintendency and public 
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education. “The Golden Age of Females” was from 1910 through 1940 in the early part of the 

19th century. Second, statistics show that there is not a significant increase in female 

superintendents across the nation. The percentage has stayed close to the same over the last 20 

years. The number of females in leadership positions and central office positions has increased, 

but no significant increase in female superintendents has been detected. In the media rich society 

of today there is more attention to the issue of gender equity but significant change has not 

occurred (Pavan, 1988). 

Society also has developed another false assumption about women in the 

superintendency, believing that the decline in women superintendents has happened for a long 

period of time throughout the 19th century. Research shows that the decline of women 

superintendents happened rapidly and recently with the reorganization of school systems. As 

stated earlier, based on the research, the early part of the 19th century saw an increase of women 

in educational leadership. A great example of the prominence of women in public education in 

the early 1900s is in the writing of Thomas Woody. In his book A History of Women’s Education 

in the United States he stated, 

Everywhere they were demonstrating their capacity as teachers; and in some places they 
were becoming superintendents and principals of schools. Because of their prominence in 
this, their first great public profession, it came to be generally recognized that they should 
have a voice in the control of school affairs. (Blount, 1998, p. 11) 
 

A century earlier this could not be said about women in education because men handled all 

aspects of the child’s education. In the early 1900s women dominated the teaching profession 

and were beginning to show serious interest in educational leadership positions. Women were 

hired into the teaching profession in the beginning because the salaries could be reduced, it was 

an expectation that women work for less salary than men. The growth of women in the teaching 

profession was the first successful occupation that females had outside the home. As women 
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became more successful in the profession of teaching they sought more opportunities to lead in 

education. Teaching had become a women’s profession controlled by men (Blount, 1998). 

 

Studying the Superintendency 

In 1886 the process of studying the school superintendency annually began. A group of 

National Education Association executives organized the first group to study the 

superintendency. These yearly reports were called the superintendent yearbook, up until 1923. 

George Strayer, a professor of educational administration at Teachers College at Columbia 

University, created an every decade report called “The Status of the Superintendency,” which 

has become vital in studying the history of the superintendency. The issues include demographic 

information, issues facing superintendents, and educational concerns (Pascopella, 2008).  

In researching the history of the superintendency there are distinct changes in the 

philosophy of this role in leadership. The changing philosophy of the superintendent role shows 

a relationship with the role of women acquiring the superintendent position. In 1880, while 

addressing the National Education Association, Charles Frances Adams addressed the audience, 

concerning the superintendency and stated, 

The superintendency has three evolutionary stages. First there was the schoolhouse with 
straight rows of desks, the map, the teacher, and the outhouse. The teacher was basically 
trained but not to educate children. Second, by the 1840s and 1850s the work of the early 
superintendents had given way to the structured schools into huge educational machines, 
like mills. In these schools the organization was perfect and the educational machine 
works like clockwork. Adams contended that in the 1900s the superintendency would 
move into a third stage of change. The superintendent of the future will be a scholar who 
uses the scientific method to improve schooling and education. (Blount, 1998, p. 57) 
 

Adams had no idea how correct he would be and this change in roles of the superintendent in the 

1900s displayed the strengths of the female superintendent. The female superintendent was more 
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of an educator to nurture and improve the education of students. Male superintendents played the 

role of manager and supervisor of employees.  

Author Mary Wollstonecraft wrote a book in 1798 titled, A Vindication of the Rights of 

Women. The book became the roots of the early 20th century feminist movement because the 

book outlined the ways that the author believed women were relegated to second-class citizens 

because of their sex and other characteristics that included a lack of education. The book outlined 

the need for education of females to gain independence and gain respect in society. Many women 

were interested in furthering their education because they had been school teachers and realized 

that education could empower them (Tallerico, 2000). 

A major event that created the change necessary for women educators to progress and 

become independent leaders was the invention and development of “teacherages.” Josephine 

Corliss Preston, Washington State School Superintendent, in 1913 offered female teachers an 

even better opportunity to begin in the teaching profession. Her own struggles as a beginning 

teacher, when she had to board around with different families and stay different places in the 

community, motivated her. Preston believed that women needed their privacy and a place to plan 

and think. Her vision led her to create and develop “teacherages,” which provided homes for 

single teachers who moved away from home and could not live with parents. On a limited 

income and with a lack of knowledge about a community this initiative became a major 

influence and advantage for females to pursue the teaching field. This was a major barrier for a 

single female going into teaching and when this barrier was dissolved it seemed to open the 

floodgate for young professional teachers. Teachers nationwide awarded Josephine Corliss 

Preston by electing her as the President of the National Education Association (Blount, 1998). 
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How Women Gained Access to the Superintendency 

The women’s suffrage movement, of the late 1800s and the early 1900s, had the most 

impact on sparking the emergence of women school administrators. There are two major factors 

that had the largest influence on the gain for women administrators. First, the quest for women’s 

rights had triggered the larger movement of organized women’s groups. Many of these groups 

were very involved in educational leadership and the teaching profession for women. These 

groups became active in supporting women in educational leadership. The Women’s Christian 

Temperance Union (WCTU) was one of the first women’s organizations to make women in 

educational leadership as a national political platform to pursue. Joining with the National 

Education Association (NEA) and other powerful organizations the women’s movement 

attracted political attention on a national level. Second, suffrage had given women power at the 

ballot box. For the first time women were able to affect the political process directly, which 

made male dominant groups have to take notice and recognize women as a political factor for the 

first time (Blount, 1998). 

Around the turn of the century, women superintendents begin to increase rapidly and by 

1913 there were 495 county superintendents, 112 city superintendent positions, and females 

gained the state superintendency in four states. When women first won suffrage and then in 1920 

won full suffrage they saw their power increase drastically (Pavan, 1998). Women’s 

organizations became a strong voice for the professional woman and education organizations 

showed the strength for support of women in educational leadership because there were over 1 

million women public school teachers.  

The county school superintendent position became a position that many women were able 

to obtain. In researching the requirements and expectations put in place in the early 1900s for the 
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county superintendent position it confirms the lack of support for gender equity in educational 

leadership. It is true that during the period of the early 1900s women obtained the county 

superintendent level more than any time in history. The county superintendent position was 

much different than the city superintendent. 

The county superintendent seat was created to assist the state superintendent in 

overseeing the distribution of state funds to counties. This position did not evolve from a school 

system where educational leaders worked to improve the education for students. County 

superintendents were more duty based as compliance officers and financial state supervisors. 

Once again, women once again saw themselves in support and assistant roles in public education. 

These positions were definitely not the pinnacle of decision making and leadership. When 

reviewing the research of the early 1900s in public education, the rise to the superintendency for 

females was through the county superintendent seat. In 1909, there were three times more female 

county superintendents than there were local and city superintendents. This should translate into 

another factor for gender-bias in educational leadership throughout the history of public 

education. On the surface it appeared that women were gaining strength and success in obtaining 

the superintendent position. However, underneath the surface (job title) it was not an impact and 

decision-making position (Blount, 1998). 

The biggest growth period for the responsibilities of the county superintendent seat took 

place from 1900 through the mid-century of 1950. During this period, county superintendents 

began to take more responsibilities and aggressively pursued more responsibility at the state 

level (Funk, 2004). County superintendents assumed the role of deciding zoning lines for 

districts, distribution of state funds to districts, and the major responsibility of training and 

recruiting teachers. As the roles and responsibilities changed, so did the political strength of the 
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position (Tallerico, 2000). County superintendents were making major decisions concerning 

budgets, teachers, and zoning, which translated into political power. The political power obtained 

through the county superintendent seat suddenly made that position attractive to male 

superintendent candidates. The GI Bill implemented after World War II and these political power 

changes caused a gender shift in the county superintendent seats before 1950. Women 

superintendents developed and created the strength of the county superintendent seat and then 

once it held political power and attractiveness male power groups began to seek the county seat 

(Blount, 1998). 

 

Impact of Title IX 

 Congress added the Title IX legislation to the Title VII legislation of the Civil Rights Act 

of 1964. Title IX was added to the legislation in 1972 and was implemented to address 

employment and educational discrimination toward women based on sex discrimination 

(Grogan, 1996). 

 The government made an impact in enforcing this legislation by stipulating that any 

institution receiving federal money could be denied those funds should institutional practices be 

found in violation of Title IX (Blount, 1998). With the looming threat of losing federal funding, 

institutions moved swiftly to comply with Title IX legislation, which drastically changed the 

opportunities and outlook for women pursuing professional degrees. 

 There were many important changes that occurred with the implementation of Title IX 

legislation. Graduate and professional schools dropped quotas limiting the number of women 

admitted into these programs. In 1972, when Title IX was passed women earned 11% of all 

doctorate degrees. In 1982 women earning the doctorate degree had increased to around 40%. 
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This is a 400% increase which had a tremendous impact on women as leaders (Blount, 1998). 

Undergraduate programs also enrolled more women students than ever and started the trend that 

led to more women graduates than men graduates by the early 1980s (Bank & Hall, 1997). 

 Women’s participation in sports programs increased drastically after Title IX in both high 

school and college. The success of Title IX in opening athletic opportunities has also created 

pathways for women in the educational leadership profession. Young women have become more 

involved in athletics and are using that experience to develop a career in education and coaching. 

Coaching experience has traditionally been a stepping stone position for future school 

administrators. These opportunities have helped young women to be well poised for career 

advancement in leadership (Blount, 1998; Tallerico, 2000). 

 

Recent History in Superintendent Salaries 

Salary negotiation is one of the most important and intense areas of the job search 

process. A major factor in determining the salary for the superintendent is based on the scope of 

the position, and how much pressure and responsibility the position entails (Wolverton, 1999). 

Does gender have a unique effect on superintendent salaries above and beyond income related 

factors such as local resources, state contributions, and job performance (Meier & Wilkins, 

2001)? Recent studies of men and women’s earnings report that the gender gap for salary 

earnings is closing. 

In 1960 women superintendents earned on the average 61% of what a male in a 

comparable leadership position earned. Over the last 40 years that gap has narrowed and, in 

2002, women earned 77% of what a male in the same position earned (Willinger, 2002). This 

represents an increase of 16%, over a 40-year period. When evaluated in dollar figures men 
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appointed to the superintendency were paid an average of $7,450 more than women on the 

average superintendent salary (O’ Connell, 2000). 

In a study conducted in 2006 by The Educational Research Service, the findings were 

even more different than in 2002 concerning salaries of women and minority superintendents. 

The 2006 study found that women and minority superintendents are now making more salary 

than their male counterparts. Women superintendents now earn $155,574 per year on average. 

Male superintendents now average $146,500 per year in earned salary. This is a difference of 

approximately $9,000 per year (Hollingsworth, 2006). 

 

Reasons for changes in salary amounts for females. Females were traditionally, 

undervalued in the workplace. Did these facts reflect society’s undervaluing of the work of 

women relative to the traditional work of males (Singer, 2005)? The under valuing of women in 

the workplace has changed as women make their place in executive and leadership positions. 

This changed, to some degree, with the passage of acts such as The Equal Pay Act of 1963. This 

act prohibits unequal pay for equal work performed by men and women. The Equal Pay Act of 

1963, Civil Rights Act of 1964, and Title IX legislation helped to revolutionize the American 

workplace (Meier & Wilkins, 2001). However, even with the advances and legislation that have 

improved things for women in the workplace, sex-based work discrimination still persists (Meier 

& Wilkins, 2001; Tallerico, 2000). The attitude that males deserve more in salary than females 

because they carry the burden as the “breadwinner” has persisted even after legislation 

revolutionized the workplace (Wallin,1999). However, recent superintendent salary information 

would argue that this attitude in society has changed. 
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The study provides evidence of a drastic change, in a short period of time, for the 

improvement of women superintendents. There are some other factors that would cause this 

improvement for women other than society taking steps to solve the problem. Women are 

emerging as competitive candidates in bigger suburban school districts and are obtaining these 

jobs with larger student populations. Therefore, it has caused a shift in the average salary 

earnings of males and females. According to the study the size of the school district has a greater 

impact on superintendent salary than other variables such as gender, educational level, and even 

years of experience (Hollingsworth, 2006). Therefore, location of the school system plays a key 

role in the amount of income by the superintendent. Larger cities and suburban school districts, 

with large populations equal higher yearly earnings for the educational leader (Funk, 2004; 

Grogan, 1996). 

 

Factors that increase superintendent salaries. Years of experience did not show a 

significant increase in salary for superintendents. The study by The Educational Research Study 

showed that a superintendent with a decade of experience only made 4% more than a typical 

first-year superintendent. Location and student population are the main factors in salary 

(Pascopella, 2008). 

Although this is an issue at the national level, the possibility is very strong that the issue 

of salary persists at many different levels from region to region throughout the nation. Because 

of the differences in the cost of living throughout different areas of the United States, it is 

difficult to compare salary differences from one area to another. For example, a superintendent in 

the Mideast states from Maryland and Delaware to New York make on average $136,231, which 
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is very different from the $100,802 that their counterparts make in the Rocky Mountain States 

(Hollingsworth, 2002). 

It is obvious that the size of the school district has a tremendous impact on the salary of 

the superintendent. The size has an effect more than any other variable of salary. In a study 

researched in 2006, superintendents who were leading districts of 25,000 or more students made 

on average $184,928. Superintendents who led districts that had 2,500 or less students had a 

salary on the average of $103,388, which is a marked difference based on population 

(Hollingsworth, 2006). Salary is a major reason that many superintendents will leave suburban 

and rural systems to become superintendents in large school systems. Increased salary earned by 

superintendents in large systems, due too, taking on the additional responsibility can be seen as a 

status symbol in educational leadership (Brunner, 1998). The facts are also disturbing concerning 

large systems across the nation. Of the 15 largest districts across the nation, only 1 is under the 

leadership of a woman. Joan P. Kowal, of Palm Beach, Florida, heads up the Palm Beach County 

school system, which serves 144,000 students (Keller b, 1999). Research also shows that 67% of 

all small school systems across the nation have female superintendents (Eakles, 1995). It is also 

important to note that; more than half of all women superintendents oversee school districts with 

fewer than 3,000 students, and 25% oversee districts with less than 900 students (Silverman, 

2004). In many cases, the lower salaries and increase in hours lead women to refuse the 

superintendent position of a small system. Expert and master teachers are not applying for 

superintendent positions in small systems because of the low salary and high demand (Freeman, 

2003; Funk, 2004). 

 Education mirrors other professions with women in leadership positions. In the business 

world, 46% of the work force is women; however, only 11% of females are in executive 



 

36 
 

positions in business (Keller a, 1999). So why be concerned about women in educational 

leadership, when these percentages mirror other professions across the nation? Because, in no 

other profession have women had the impact on the history of that profession that females have 

had on the education of our nation. Unlike business or other professions women are not 

newcomers to the business of education (Tallerico & Tingley, 2001). 

 

Improvements in Gaining Position but not Increase in Salary  

In Massachusetts, women have made great strides in gaining the position of 

superintendent. In 1991, women held only 9% of the superintendents’ positions in the Boston 

area. In 2007, that percentage expanded to over 40% (Conroy, 2007). However, when studying 

the salaries and compensation packages for women, these still lag behind the male 

superintendents. In the Boston area school systems, men make on average $9,000 more per year 

than female superintendents. The male average salary in the Boston area is $144,000 compared 

to an average salary of $135,000 for a female superintendent in a comparable position. These 

positions are all in the Boston area so all 47 superintendent positions are comparable in size, cost 

of living, and job pressure. However, only two women in the Boston area are among the 

superintendents who will make $100,000 or less. Female superintendents in the Boston area all 

fit within the median of average salary in the Boston area. 

When looking at the percentages of superintendents in the Greater Boston area it is not a 

reflection of the national average. Nationwide, the average number of female superintendents is 

about 17% of 13,000 superintendents. The Greater Boston area has increased the percentage of 

female superintendents from 18% to 40% in the last 5 years but, gender equity for salary 

amounts has not increased at the same pace (Conroy, 2007). 
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Positions Created to Promote Women 

 Creating positions to promote women in leadership has been a topic for researchers. 

Pavan (1996) stated: 

The entire job structure needs revamping. Jobs should be redesigned, include a job 
description and a list of competencies, and new jobs should be developed to close the gap 
between different internal labor markets. Job rotation, project management, and 
decentralization will add strength to the profession and society. (p. 15) 
 

Positions in educational leadership have been created to promote women. The emergence of the 

number two position in school systems, the Chief Academic Officer (CAO), was created for 

women in leadership. This brings a new dynamic to the central office, a school leader completely 

focused on academics. However, this is a “second place” position in salary and status that many 

women see as a dead end position where they could be stuck on the professional ladder 

(Mathews, 2001). The attitude still exists that men are more deserving of the higher salaries for 

superintendents. After World War II, as more men entered leadership positions, it became 

standard to raise the salary because it was a way men could afford to stay in education and 

continue to be the breadwinner for the family (Blount, 1998). There is still a competitive 

advantage for men in high positions compared to women (Conroy, 2007). Organizations need to 

become involved in improving the quality of life by decentralizing power and opening 

opportunity channels (Pavan, 1996). 

 

Leadership Style and Impact on Salary 

The position of superintendent has changed over the past several years to a much more 

diversified position. Many researchers believe that these changing roles benefit the leadership 

styles of women. Men have always used the “command and control” method of leadership. 

Women tend to lead with the “command and collaborate” method of leadership (Keller, 1999). 
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The command and collaborate method seems to be much more effective in today’s educational 

leadership arena. If the public and educational demand is for a leadership style that is a strength 

for women, then why are women still paid less than men in the superintendent position (Pavan, 

1999)? Will this improve the ability for women to negotiate for the competitive salary? 

Women prefer and tend to behave in terms of an alternative feminine leadership model 

characterized by cooperativeness, collaboration, lower control for the leader, and rationality in 

decision making (Johnson, 1990). Gender-based positions are constituted in various ways by 

images of how leaders are expected to look and behave (Weedon, 1987). Men can push the edges 

much more than women leaders can. Women cannot really imitate male leadership styles. Most 

female leaders feel if they were to use the leadership style that men do they would be seen as a 

“pushy broad” or worse (Grogan, 1996). A continued lack of respect and appreciation for female 

leadership has created and instilled an attitude of male dominance that has supported difference 

in salary based on system size and location (Tannen, 1990). These jobs with higher salaries have 

attracted many male applicants and have had an impact on a female’s ability to compete for the 

position (Pavan, 1988). Paul Houston, of the American Association of School Administrators, 

stated, “Five years ago I thought it would take another five years for women to take their place in 

educational leadership, now I think it will take another ten” (Keller a, 1999, p. 2). 

Six successful women superintendents identified vision, passion, commitment, integrity, 

knowledge, family support, mentors, and stamina as the key ingredients to becoming a successful 

superintendent that is marketable at a national level (Pankake, 2000). Many school systems are 

now seeking community input in redirecting the role of the superintendent. Communities are 

searching for superintendents who have more of a philosophy of “power with” rather than 

“power over” to nurture the community (Simms, 2000). This also makes women more 
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marketable, which should increase the opportunity for increased salaries (Negroni, 2000). The 

“focus on children” attitude makes women much more attractive in leadership. Women have a 

real sense of what other people feel, women use this to build people up and nurture. Women are 

team builders that bring people together and create positive attitudes (Skrla, 1998). These 

qualities should drive the demand for female superintendents higher. 

In 1993, the American Association of School Administrators (AASA) produced a 

pamphlet, Professional Standards for the Superintendency, which showed a marked change in 

the terms associated with the superintendency. The eight standards included the following: (1) 

leadership and district culture, (2) policy and governance, (3) communications and community 

relations, (4) organizational management, (5) curriculum planning and development, (6) 

instructional management, (7) human resources management, and (8) values and ethics of 

leadership (Grogan, 1996). 

 

Interview Experiences 

Women employ more strategies to overcome gender barriers to pursue superintendent 

positions than men. To obtain superintendent positions women submitted more applications, had 

more interviews, and were more persistent than men. Women used 13 different search strategies 

in pursuing leadership positions, while most males used the networking procedure as their main 

source of reference to pursue and research potential positions (Pavan, 1988). In a study 

conducted in 1996, 82% of women interviewed had personally experienced gender bias or felt 

that it existed in the pursuit of a position (Crabb, 1996).  

Women face discrimination in pursuing the superintendent position. Most of this 

discrimination happens during the screening and interview process. Data show that the 
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opportunity to gain the superintendent position greatly increases when females can make it 

through the screening process and initial interview with school boards (Lougheed, 2000). 

Women possess the ability to be successful leaders but obviously get “hung up” during the 

interview process. A lack of political savvy also hinders a female when following the process to 

pursue the superintendent position. This is an interwoven barrier that needs more research in 

studying male dominance in these positions (Barrios, 2004; Hill & Ragland, 1995). 

 

Female Barriers in Obtaining an Interview 

 Even though there are many qualified women candidates for superintendencies, school 

boards are not ready to select significant numbers of women candidates for educational leaders. 

School boards have been composed mostly of men who have eliminated women from the pool of 

applicants except for token representation (Blount, 1997). Researchers believe that school boards 

for many years have ruled out women from application pools to minimize the viability of female 

candidates (Blount, 1997; Pavan, 1988). 

The role of the superintendency is socially constructed. It is established, constructed, 

enacted, and produced throughout society and creates a tremendous barrier for women 

administrators during the pursuit of the position (Skrla, 1998). A career-minded superintendent 

focused on innovation and mobility dominated the image of a superintendent. These images 

created for society were of a successful male administrator (Carlson, 1972). Women interviewing 

for a position face a “catch 22.” Everything they do to showcase assertiveness and their ability 

can be threatening to male-dominated search committees and everything she does to fit the 

characteristics of a female allows questions about her abilities to lead (Tannen, 1994).  
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Appropriate lifestyles enter in as factors in superintendent interviews for both males and 

females. School boards want to hire someone who is safely married. Perhaps communities 

believe they are safer with married leaders than they are those who are unmarried, male or 

female. Single administrators, especially females, have been asked why they are not married in 

interviews (Grogan, 1996). Single women believe they are immediately under suspicion, 

especially those whom have never been married. Society believes that marriage makes you safe, 

which is not always a fact in this society (Weedon, 2001). Female superintendents who have 

remained single throughout their career had to deal with it in their profession. They stated that 

they felt exposed to immediate suspicion because they had never been married (Grogan, 1996). 

In researching the interview experience for males and females there are some important 

data to consider. The opportunity to interview can be a frustrating experience for females who 

pursue leadership. Women are more likely to receive their first administrative position by 

internal recruitment than are men. Forty-two percent of women report that their first 

administrative experience came through internal recruitment and transfer, while only 26% of 

males obtained their first position through internal recruitment. Men have applied for leadership 

positions at a rate of 72% across the nation. However, women have only applied for these 

positions at a rate of 56%. Applying for these positions does not guarantee that an interview will 

be granted. Interviews are granted for 93% of males and only 81% of females (Barrios, 2004). 

Women are more highly educated for the superintendency, with 53% of women 

superintendents having a doctorate degree, compared to 41% of the male superintendents 

(Wolverton, 2001). This research shows that women are planning and preparing to pursue and be 

ready for leadership positions. Many women believe to compete with men they must have a 

doctoral degree, sponsors, professional visibility, and experience dealing with business issues 
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(Grogan, 1994). Applicants who hold doctorate degrees in administrative leadership have a much 

higher chance of gaining an interview for open positions. Men who hold a doctorate degree in 

leadership make application for position an average of four times before being hired, while 

women with doctorate degrees make an average of 18 applications before being hired. The 

interview process is a barrier for women but these percentages show there are serious equity 

issues in obtaining the interview (Pavan, 1988). 

Experiences identified as barriers for women seeking to become superintendents are 

gender discrimination, family responsibilities, lack of mobility, and mentors through networking 

(Pavan, 1998). Preconceived ideas about what qualified applicants should look like has an 

influence on school boards and search committees about women and competing for the 

superintendency (Tallerico, 2000). 

 

Cheerleader Syndrome 

Researchers call the treatment of women competing for leadership positions the 

“cheerleader syndrome.” In other words, women are raised to be pleasers, to go out there and be 

nicer, kinder, sweeter, and prettier and you will get ahead and if you do not there will be social 

penalties in place for those who fail to conform (Skrla, 1988). An unnamed pioneer of women 

superintendents stated in 1999, 

Things that we say, things that we do, places we go, all of these things are being 
evaluated. The judgmental factor is definitely out there. You can have a brain and you 
can have viewpoints but you have to be careful in who you express those views to and 
how you express them. To be feminine you have to ride the line and proceed with caution 
during your career. (Skrla, 1998, p. 8) 
 

Women are not selected for administrative positions because of negative attitudes and 

stereotypes (Mertz & McNeely, 1994). Female administrators climb a career ladder that does not 
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reach to the top. Women have been taught that if they remain loyal and remain as an assistant 

superintendent that they will inherit the superintendency when vacated. The reality is that school 

boards and search committees rarely move up from within, especially females, and look for 

existing superintendents or retired interim superintendents while a search is conducted (Kamler 

& Shakeshaft, 1999). 

 In the past, most of the subjects of leadership studies were men, as well as the standards 

of leadership were measured by studies of male leaders. There was no awareness of the effects of 

gender (Tully, 1989). Researchers have determined the myth exists that women leaders are seen 

as less capable than men in leadership. Researchers have concluded that, 

women have a lack of as much experience in team sports compared to what men have 
had, limiting the ability of women to participate effectively in management teams. 
Women are handicapped by their lower status, their emotional outbursts, and their 
inability to match the stereotype of the effective manager, which is one of confidence, 
competence, toughness, and lack of warmth. (Bass, 1981, p. 495) 
 

Women are their own worst critics and rate themselves lower than their male counterparts as 

educational leaders (Barrios, 2004). It is believed by many researchers that women have the 

ability to do so much more in leadership, other than be the “pleaser” cheerleader type. A feminist 

argument also includes the notion that those in power need to give up their exclusive right to 

define what is good, proper, and right (Marshall, 1992). “Leadership in dynamic organizations 

and schools is a shared phenomenon. If we subscribe to the notion that virtually everyone has 

some potential for leadership, schools can be extraordinary places for expanding opportunities 

for leadership” (Restine, 1996, p. 137). Research to examine the different strengths and beliefs 

that educational leaders could bring to the superintendency, is important in choosing a 

superintendent. By focusing on what women see as satisfying in their work, on what they believe 
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they do well, and what they could do in a superintendent position, a clear picture develops of 

what women can contribute to educational leadership (Grogan, 1996). 

 Research conducted in the mid-1990s suggests that women bring nontraditional strengths 

to the superintendency: 

For leadership to embrace women’s ways of doing and knowing, feminist scholars ask for 
a valuing of women’s experiences which may not include a quest for control, for justice 
divorced from care, or for abstracting the issues to be dealt with. We can learn from the 
studies that show how women create different kinds of relationships within an 
organization, even reconstruct the organization itself. (Helgesen, 1990, p. 175) 
 

Women believed that they brought child-centered leadership and school communities working 

together to the superintendency. When asked what their strengths were, the participants’ 

responses fell into three categories: (1) people skills; (2) reflective approaches to administration, 

with focus on instruction; and (3) the offer of alternative perspectives to problem solving and 

making decisions (Grogan, 1996). These strengths and attitudes are highly valued in leadership 

roles. These strengths are highly valued in support roles, such as assistant superintendent and 

director. The question that arises is, are these strengths so valuable to the organization that they 

hamper opportunities for advancement within the organization (Tallerico, 2000)? Women 

administrators could have more value than believed by feminist groups. However, that value may 

be to the administrative team instead of the top position (Skrla, 1998). Women are in vital 

positions with major input on all decision-making in many school systems. Although not in the 

top position, women are in a position of impact and decision making in educational leadership 

positions (Weir, 1999). This conviction of female team members to care and nurture other team 

members in the organization brings real benefit to the education of children in the school system 

(Grogan, 1996). 
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Role of the School Board During the Interview Process 

 In 1968 the National School Board Association published an informational pamphlet, 

Selecting a School Superintendent, which provided clear indicators of what board members 

should be looking for in a superintendent. The authors emphasized planning and evaluation, 

organization, and management of personnel as key factors in an effective superintendent. 

Women have inexperience in fiscal management compared to men. Fiscal matters are a major 

concern and a priority for school board members and administrators (Barrios, 2004). Feminists 

believed that these characteristics had always been associated with males and that females’ 

strengths were not announced as needed characteristics (Grogan, 1996). Culturally defined, 

women have always been viewed as nurturing, relationship building, and quality of life 

facilitators. Men have been viewed as more suited to deal with male-dominated school boards 

and the political influence of the superintendency (Logan, 1998). 

 Skrla (2000) conducted research using three women superintendents. The research stated 

that these women faced gender bias from school board members. These superintendent 

candidates dealt with issues on sex-role stereotypes from board members. These candidates felt 

that board members would act and say things to them that they would not say to a male 

superintendent candidate (Barrios, 2004; Skrla, 2000). 

Previous research performed by Doughty (1980) and Ortiz and Ortiz (1995) supported the 

hypothesis that there is evidence that the racial and gender balance of the school board 

membership is related to the race and gender of who gets hired as superintendent. A study 

completed by Cibulka and Jackson (1992) found that cities that had racially and gender balanced 

school boards are more likely to have a minority or female superintendent (Bank & Hall, 1997). 

Research performed by Marietti and Stout (1994) on 114 school boards in 19 different states 
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found that higher proportions of female majority boards interviewed and hired female 

superintendents than did male-majority school boards (Tallerico, 2000). The same study found 

that compared to boards that select males, boards that hire female superintendents have greater 

numbers of females in other administrative positions in the system (Tallerico, 2000). 

In 2000, a survey asked practicing superintendents how many male and female school 

board members interviewed them for their position. Twenty-six percent responded the board of 

education was all males and another 25% said there was only one female member. Only 3% said 

that they had all women on the board of education (Sharp, 2000). In the process of hiring a 

superintendent most school systems depend on the school board to interview and hire the 

position. 

In the American Association of School Administrators (AASA) report of 2000, 82% of 

women superintendents indicated that school board members do not see them as strong managers 

and 76% felt that they were not viewed as capable of handling district finances (Barrios,2004; 

Glass,2000). These are two crucial areas, as seen by school boards, that would have an impact on 

superintendent selection. 

During the interview process women must overcome and, in some cases, disguise their 

core beliefs, just to compete on an equal basis for the position. Everything they do to enhance 

their assertiveness and demonstrate their authority risks undercutting their femininity. Everything 

women do to fit expectations causes questions about their competency for the position (Tannen, 

1994). Cultural attitudes in education are compatible with masculinity. When women 

demonstrate authority, it is not always perceived well by the community, board of education, or 

screening committee (Bell, 1988). Interviews with superintendent search consultants helped 
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discover that in many cases consultants ignore the request of school board members to only have 

male candidates brought to the table. One consultant stated, 

In my last search if I had only brought males to the table as they requested, the board 
would have not interviewed two of the top three candidates who were women. Two 
females were brought to the interviews and the board selected them in the top three. 
(Tallerico, 2000, p. 15) 
 

The existence of this attitude is a tremendous obstacle and challenge for women pursuing the 

superintendency. Interviews with female superintendent candidates about their experiences in the 

interview process demonstrate the lack of equal opportunity in the interview (Pavan, 1988). 

These women believed they could have viewpoints but they must be careful who they express 

them to as well as how they express them. They felt that a man could say the same thing as a 

female in an interview and it would be perceived as an agreeable viewpoint, but said by a 

woman, the same viewpoint would eliminate her from contention for the position (Grogan, 1996; 

Skrla, 1998). 

 

Lack of Experience, Mentors, and Networking 

Women have concerns with factors they encounter with mentors, networking systems, 

sponsorship, and support systems within their organizations (Barrios, 2004). Lack of mentors 

and leadership experience are major factors that lead to the underrepresentation of women in 

educational leadership. This lack of support and networking opportunity is due to the low 

numbers of women in superintendent positions (Gupton & Slick, 1996). Women generally follow 

a different path to the superintendency than the normal path of being a high school principal. 

This different path can be a major hindrance to females causing them to have a lack of standard 

leadership and administrative experience (Wolverton, 2001). The opportunity to network and 

create mentors has a tremendous impact on the ability to gain a leadership position. To comply 
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with practices of networking and seeking sponsorships can be seen as examples of following the 

“rules” of administrative leadership (Grogan, 1996). More women would be superintendents if 

they had role models, mentors, and a strong advisory network. These things are important if 

women are to challenge and compete against the “old boy’s network” (Bush, 2001; Tallerico, 

2000). As women rise in administrative leadership they find fewer female peers. It is difficult for 

women to achieve positions of power, and leaders with authority without system power are 

powerless (Crabb, 1996). 

The male network in leadership is much larger than the female network. Research has 

reported that a female superintendent experiences isolation and loneliness during her first 

superintendency (Young & Skrla, 2003). In most cases, the male network is somewhat like a 

fraternity that takes care of each other within their network (Funk, 2004; Tallerico, 2000). Search 

committees are usually made up of former superintendents who are male and hold to traditional 

gender values when seeking potential candidates for superintendent openings (Ryder, 1994). The 

female network is more based on performance than brotherhood, so therefore it is more open to 

non-gender networking. This problem is a perfect example of the old cliché of “it’s not what you 

know but who you know.” Networking can be interpreted as taking a hand in a potential 

candidate’s own subjectification. A candidate can adopt a different subject position by 

immersing herself in the world of the decision-makers (Grogan, 1996). 

Many female administrators have a strong opinion that an aspirant needs sponsors and a 

certain amount of visibility that comes from networking and professional organizations. 

Administrators go to state meetings, volunteer to be a presenter, and introduce themselves to 

people and hope they remember them. They deliberately network, and while networking hope 

that someone will remember them as an impressive educator with integrity that they might hire 
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or recommend. Being hired and recommended is the objective of the entire networking game 

(Grogan, 1996). Many female superintendents stated when interviewed, 

Networking is not something that I really like to do. I do believe that is positive 
promotion of yourself, it is just not part of my personality. I don’t like the party chatter 
and mingling but I know these are parts of my job that are going to make me more 
effective, so I make myself do it. (Grogan, 1996, p. 77) 
 
The support for women in leadership through networking and mentorship is not as strong 

and ingrained as the networks for males. Females are still developing and searching for those 

strong role models that will make a long-term impact on young female leaders (Logan, 1998; 

Skrla, 1998). Mentors are important in providing career direction, support, and helping with 

career change (Berman, 1999). Role models who are visible in professional meetings and 

seminars make a tremendous impact on the development and encouragement of young female 

leaders. Women need the support and guidance of other women as they begin to break down 

barriers that lead to a role in educational leadership (Grogan, 1996). Women need a mentor and 

role model who has pursued and gone through the experience of the superintendency (Keller, 

1999). 

The networking issue that creates obstacles for women also leads to the issue of lack of 

leadership experience. Without having the opportunity to gain experience by breaking through 

the gender barriers the issue of lack of experience also becomes a major obstacle (Tallerico & 

Tingley, 2001). Lack of leadership experience has been the main obstacle throughout the history 

of public education and the superintendent position. Successful candidates for the 

superintendency are most likely to have been a superintendent and have had that experience. 

Most current superintendents are White males, so the cycle of experienced leadership continues 

(O’ Connell, 2000). 
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Further research should be conducted concerning networking and mentoring systems 

already in place. These kinds of studies can add to the effectiveness in assisting women in 

administration (Barrios, 2004). Women need connections in and from the workplace. The 

Internet and e-mail add new media for networking and communicating (Glasscock, 1997; Logan, 

1998). Communities of interest on the Internet enable worldwide communication in an instant. 

Electronic networks can be important tools to build a sense of community and networking for 

women leaders. This ability to communicate with one another has helped women develop an 

identity as administrators (Glasscock, 1997; Logan, 1998). 

 

Family Responsibilities and Lack of Mobility 

Another obstacle that women work to overcome is the lack of mobility to pursue 

superintendent positions. A greater percentage of men than women apply for out-of-district jobs 

or jobs that require a relocation of residence (Pavan, 1988). Many times married women have 

professional husbands who have a profession that does not allow the family to be as mobile. 

Therefore, to pursue a superintendent position that requires the husband to make a location or 

professional change can be very difficult. This lack of mobility keeps women with measurable 

experience from pursuing the superintendency. An important determinant for women is at the 

time of their life when they are free of family and personal responsibilities, they are also near the 

last stages of their career (Grogan, 1996). 

In many cases it is a chosen belief that women struggle to juggle family priorities with 

the demand of time being a superintendent. The superintendency can be damaging to a family 

because of the amount of time spent and the stress level (Weedon, 1994). Women are still 
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considered the primary caregivers for children. Many women administrators have an intense 

preoccupation with time management and neglecting the family (Grogan, 1996). 

The data reveals that, at best, a woman aspiring to the superintendency moves back and 
forth between the different discourses, professional and personal, never at any time able 
or willing to abandon completely the practices that have constituted her as partner, 
mother, or homemaker. (Grogan, 1996, p. 110) 
 

Three issues felt by women administrators that caused the majority of tension and stress were (1) 

fear of failing as a mother, (2) responsibility for the maintenance of relationships, and (3) coping 

with household duties (Bank & Hall, 1997). 

 Women have the obstacle of the dominant discourse of mothering that makes a woman 

feel that she is not being a good mother unless most of her time and energy are devoted to her 

children. Therefore, any job that consumes much of her creative energy and extended periods 

away from the family can be seen as a conflict. It is crucial for women to find ways to 

accomplish their work instead of bowing to the pressure or falling apart (Davies, 1994). Data 

from a study in 2004 reveals women’s concerns are limited time for career mobility, career 

aspirations being placed behind family responsibilities, and family commitments being a priority 

to career advancement (Barrios, 2004). 

This is an area in which women of the 1990s and 2000s have shown improvement. They 

are mastering time management to find that crucial balance to accomplish both (Funk, 2000). 

Underneath the conviction to have a career, and make decisions based on that career, is the 

influence of the responsibility to maintain the relationship, which seems to lie at the heart of all 

female considerations when making decisions (Grogan, 1996). 

Twenty percent of all female superintendents report they still place family responsibilities 

in front of career advancement (Archer, 2003). In 1999, 21 superintendents were surveyed about 

their personal lives. Of the 21 superintendents, 7 were single, 6 of those being divorced. Of the 
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14 superintendents who were married, all 14 stated that the support of the spouse enabled them 

to pursue the dream of administrative leadership and their ongoing support was most essential 

(McCreight, 1999). These issues could have an impact on school boards and search committees 

before and during the interview experience. Search committee consultants conclude that 

residency requirements can disadvantage women candidates more than men, given the social 

norm that exists that families move their homes to follow the male, not the female, career 

interests. Men have had this social approval to relocate the family based on profession. Women 

have not enjoyed that same social privilege (Tallerico, 2000). 

 

Dualism 

Women are unable to be seen as an educational administrator. The context by which 

women are bound is the power relations of everyday life (Weedon, 1987). This constitutes the 

male/female dualism in our society. Men and women bring to their professional lives as 

administrators many of the same gender-based expectations that constitute their social lives. This 

concept of dualism affects the outcome and implementation of many women’s positions in 

leadership (Grogan, 1996). Women today are not on their own as educational leaders, but they 

are still in the minority, based on mentorships and networking opportunities. Efforts to 

implement new educational and professional programs are weakened by this gender-based 

dualism. Many female administrators choose not to disrupt accepted patterns and those that do 

are sometimes scarred by the experience (Blount, 1998).  

The traditional bureaucratic model of schools was governed by administrators who 

supervised teachers, students, and staff through goals and procedures determined by the 

administrator. Top-down hierarchical leadership was the pattern for school administration (Lee, 
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Smith, & Croninger, 1996; Logan, 1998). Public perception favored men to better handle 

discipline, community relationships, and political influence (Logan, 1998). These traditional 

patterns of leadership created hurdles that have existed in educational leadership for many years. 

Data gathered in research shows that women educational leaders cannot accommodate 

power structures, career, and personal priorities at the same time if she remains traditionally 

positioned in one or the other (Grogan, 1996). 

 

Discrimination Experiences During the Interview and Hiring Process 

There has not been a great deal of research completed concerning the interview process 

differences for men and women, especially interview questions. Interview questions are an 

important component in the structure and flow of the leadership interview. Most interviews 

conducted are by panels or school boards with a standard set of questions that each candidate 

will be asked within a certain timeframe. However, the research that is available shows that at 

the end of the interview during finishing discussions and during second interviews that same 

structure would not be followed. This allows for gender-based questions concerning family, 

mobility, and leadership style (Crabb, 1996). 

It is unfair to base female leadership strengths on male concepts and theories that are 

developed and judged from a male conscience. Only when women are judged by female-oriented 

research will a true and honest picture be presented (Shakeshaft, 1987). During the interview 

process are males and females viewed differently by the person doing the interview? Both female 

and male leaders value both competency and trust. However, females and males prioritize these 

two characteristics much differently in what they feel is most important. Females place a higher 

priority on competency of the individual in performance of duties, while males see loyalty as the 
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major factor and desirable characteristic for hiring any position (Shakeshaft, 1996). This research 

is important in the interview process, because as research has shown, most Boards of Education 

are dominated by male members. 

One definition of discrimination states that, [discrimination is] judging based on group 

ascription as opposed to individual performance, the tendency to require higher educational and 

experience qualifications from discriminated groups, and the use of biased instruments and 

procedures in the determination for employment (Crabb, 1996). Do these gender equity issues of 

interview experience qualify as discrimination? There must be less concern for fitting into the 

stereotypic role and more concern about the qualifications, vision, and potential of the person 

being hired. The most negative form of discrimination is when women are given tasks and 

assignments that do not utilize all of the skill and expertise that they possess. It is essential that 

the skills and talents of female leadership candidates be explored, discovered, and respected 

during the interview process. Interview committees would say that it is important for female 

candidates to showcase their abilities (Crabb, 1996). The argument can be made that the 

opportunity must also be present for women to showcase these leadership strengths. Suzanne 

Taylor described her own research she had conducted in 1971: 

Half of the school systems studied did not encourage women to train or apply for 
administrative positions. Moreover even though there were no written policies precluding 
women from administrative appointments and very few school systems acknowledged 
unwritten policies, women were still not likely to be appointed principals or 
superintendents. Analysis of the data revealed that the only factor which appeared to have 
any significance on the hiring process was sex. (Blount, 1998, p. 131) 
 

This research, by Taylor, was completed in 1971, just before Title IX legislation was established 

by the government of the United States. Opportunities have increased for women in leadership 

since the Title IX legislation of 1972. Women have gained more opportunities in the last 35 
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years; however some of the gender-based traditional values have been slow to change in different 

regions of the United States. 

Whether the underrepresentation is the result of blatant sex discrimination or a more 

subtle variant where candidates are screened out based on traditional expectations on the part of 

those conducting the interviews, either process eliminates needed candidates for the 

superintendency at a point in history when their presence in leadership roles is crucial (Tallerico, 

2000). 

 

Contract Negotiations 

 Research shows that women make .77 cents per every $1.00 that a male makes in the 

same position. The history of public education and research has shown the diversity in salary 

between male and female educational leaders (Blount, 1998). Length of contract, benefits 

package, retirement package, and expense accounts are areas that are not shown on the base 

salary, but have an impact on the hiring process of a new superintendent. These negotiated 

packages can be a major expense to a school system, and are a tremendous negotiable benefit for 

superintendent candidates. Do women have the same opportunity to negotiate these benefit 

packages? If they do not negotiate, what are the reasons that they do not negotiate these benefits 

(Barrios, 2003)? 

 

Financial Contract 

Should contract negotiation be based on education, leadership experience, and 

knowledge? When researching negotiating methods of males and females, it is clear that males 

have an advantage in the negotiating process and the power to negotiate (Tallerico, 2000). 
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Problems still persist in the workplace and much must be done to remove gender equity. Studies 

show that there are some important issues of equity of contracts that are still not being addressed 

today (Logan, 1998). 

 Research shows that men are able to negotiate with an overall intensity that is not evident 

with female negotiations for the same position (Tallerico, 2000). Many women have taken the 

positions as superintendents without negotiating a contract because they feel the need to accept 

the position as it is offered without negotiation. The attitude of women is to prove themselves 

first, then negotiate once they have proven their worth (Grogan, 1996). Men are just the opposite, 

they immediately negotiate after the interview process and before the hiring process takes place 

(Grogan, 1996; Pavan, 1988). 

 

Length of Contract 

 An area of negotiations that has shown differences between male and females in 

educational leadership is the length of contract. Superintendents now are demanding a multi-year 

contract because the jobs are so stressful and the average life of a superintendent in office is 5 

years (Bem, 1993). Women have not been as demanding as men in discussions of the length of 

the contract. Once again, this is most likely attributed to the fact that women feel the need to “get 

their foot in the door” when being hired for their first superintendent position (Grogan, 1996). 

The average number of years for a contract agreement is different for males and females. 

Research conducted in 1988 showed that males and females with a comparable educational 

background and experience obtained different length of contracts. Males, on average, obtained 5-

year contracts, while females with comparable credentials received 3-year contracts (Pavan, 

1988). This difference in length of contract can be a major strength in implementing system-wide 
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programs and improvements that must be developed over time (Tallerico & Tingley, 2001). 

Therefore, the length of contract is another obstacle for female educational leaders to overcome 

during their superintendency. Time to implement is an important factor in building effective 

leadership and demonstrating positive change in the system (Logan, 1988). 

 

Superintendent Shortage and Power to Negotiate  

 Superintendencies are experiencing high rates of turnover and a declining applicant pool 

(Logan, 1998; Tingley, 1996). More than half of the superintendents are becoming eligible for 

retirement (Bowles, 1990; Hess, 1998; Logan, 1998).The demand for superintendents is going to 

become greater with a predicted 10 to 20% increase in the need for school administrators due to 

increased enrollments (Logan, 1998; NASSP, 1998).  

 In 1998, the National Association of Secondary School Principals conducted a national 

survey of 403 superintendents concerning superintendent and principal openings. Fifty-five 

percent of the superintendents said that there was a severe shortage that would continue to grow 

over the next 10 years. With the hours worked, stress levels, and tremendous responsibilities 

these positions in leadership have become less desirable (Logan, 1998). The opportunity for 

superintendent candidates to negotiate contracts and benefits has never been stronger than right 

now. Men and women have the opportunity to negotiate for benefits and salary that other 

educational leaders before them did not have (Funk, 2004). It will take a change of mindset for 

females to negotiate this position, but through training, education, and mentors, women in 

administrative leadership have an opportunity to create a change in the way female candidates 

view themselves and their value in leadership (Barrios, 2004; Skrla, 1998). 
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 Women administrators have been required to show and use battle models of leadership. 

In many cases women who do not display these characteristics struggle to gain professional 

acceptance (Brunner, 2000). Women have had to demonstrate both male and female 

characteristics in the arena of competition in interviewing and negotiating for superintendent 

positions (Funk, 2004; Tallerico, 2000). 

Carlos Castenada, who studied the training habits of male and female warriors of the 

Yaqui Indians, developed seven “Principles of Power” that apply to females seeking the 

superintendent position (Brunner, 2000). Twelve female superintendents were interviewed about 

the significance of these principles to their experience in gaining the superintendent position. All 

12 superintendents understood the relationship between their position and the “Principles of 

Power.” These seven principles are as follows: Knowing the battleground, discarding the 

unnecessary, choosing the battles, taking risks, seeking retreat, compressing time, and exercising 

power. All of the female superintendents interviewed said that all seven principles were 

necessary in gaining and negotiating for the position of superintendent. These women stated the 

importance of the ability to laugh at themselves, remain patient, be persistent, and improvise for 

any situation. All of the female superintendents believed that the confidence gained from 

implementing these seven principles also helped develop the confidence they needed, which was 

very valuable during the negotiation process, as well as the first year of their superintendency 

(Brunner, 2000). 

 

Differences in Strategic Planning 

In many cases, men do not have the background or skill that women have when pursuing 

leadership positions. What men do well during the interview process and contract negotiations is 



 

59 
 

“sell themselves,” declaring they are ready for the position and can handle all of the grueling 

responsibilities without question. Women are different; with women we have found that they are 

much more “self-analyzing.” Studies show that women will admit they have more to learn and 

some weaknesses going into the position, while men usually do not analyze shortcomings or 

areas to improve (Keller, 1999). Men take this attitude into the negotiating process, which helps 

them because they showcase strengths while avoiding conversations about their weaknesses and 

shortcomings. Women openly discuss improvements needed, weaknesses, and what they would 

like to improve. This is seen as a shortcoming; however, admitting weaknesses, and stating 

strategic planning to improve on weaknesses, should be viewed as a strength (Grogan 1996).  

Men usually follow a course that really does not require a strategic plan. They rely on 

friends, networks, and connections in the profession to be the influencing factors. However 

women develop and follow a much guided strategy in obtaining a position. From the interview 

process through the negotiation process women have shown that planning is important (Pavan, 

1988). 

 

Breaking Barriers 

 Tallerico and Tingley (2001) identified specific actions that could be taken to remove 

obstacles that prevent school systems from recognizing the opportunity to hire qualified females 

and minorities as educational leaders: 

1. Examine discriminatory consequences of resent state policies for administrative 

certification. 

2. Initiate policies that facilitate all teachers’ entry into administrative leadership. 

3. Increase incentives for experienced teachers to move into educational administration. 
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4. Mentor strategically so men, women, and educators of color are all encouraged to 

pursue school leadership positions. 

5. Provide equity training for school boards, administrators, selection committees, and 

others who influence administrative hiring. 

These five strategies have the potential to advance qualified administrators and dismantle 

longstanding tenure and retirement policies that hinder advancement for women. The increased 

emphasis on student achievement and accountability makes an opportune time to break the 

barriers for women as educational leaders (Tallerico & Tingley, 2001). 

 

Summary 

 Glass (2000) reported that the latest American Association of School Administrators 

study suggested seven reasons why females are behind in gaining the superintendent position. 

1. Women are not in positions that normally lead to the superintendency. 

2. Women are not gaining superintendent’s credentials in preparation programs. 

3. Women are not as experienced or interested in district wide fiscal management as 

men. 

4. Women are not interested in the superintendent position for personal reasons. 

5. School boards are reluctant to hire female superintendents. 

6. Women enter the field of education for a different purpose than men. 

7. Women enter education administration too late. (pp. 28-31) 

 The inequality of women is structural. It is embedded in the system, and unless one 

transforms the system of inequality it will persist (Skrla, 1998). Structural change is an ongoing 

project that transforms those who encounter it. The important question then becomes, how does 
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society encourage the leadership and participation of a new generation of women (Skrla, 1998; 

Wallin, 1999)? The probability that women become high school principals and assistant 

principals, which leads to the superintendency, is still far below the percentage for men 

following the same path with the same educational background (Keller, 1999). Men continue to 

dominate the “pathway to the superintendency” positions, which are mostly found in high school 

positions (Grogan, 1996; Tallerico, 2000). 

The low percentage of women employed as educational leaders can no longer be 

attributed to a lack of women’s aspiration to be superintendents. With more women than men 

entering and completing educational leadership degrees, aspiration cannot be seen as a barrier 

any longer (Skrla, 1998). More women are entering the applicant pool than ever before and much 

work remains to be done to draw attention to women as having excellent potential as 

superintendents across the nation (Funk, 2004). A premise of this study is that gender equity 

revolves around issues related to salary, interview process, and contract negotiations. This goal 

will never be reached if women are the only ones willing to change (Lips, 1991). 

However recent studies show conditions that are favorable for advancing gender equity 

and believe that now is the best time to implement and reactivate equity strategies. Logan (1998) 

identified six changes that could collectively increase the opportunity for gender equity in hiring 

practices of superintendents: 

1. Structures that require local accountability for student achievement (Hallinger, 1992; 

Harvey, 1991; Logan, 1998). 

2. The increasing desire for essential leadership skills that promote collaboration, 

consensus building, and empowerment of others (Common & Grimmit, 1992; Cuban, 

1988; Logan, 1998; Murphy, 1995). 



 

62 
 

3. An increasing number of vacancies and a dwindling applicant pool for leadership 

positions have created high-demand for qualified applicants (Brockett, 1996; Klauke, 

1990; Logan, 1998). 

4. Anti-discrimination legislation has fostered an open environment for hiring women in 

non-traditional roles (Flansburg & Hansen, 1993; Gupton & Del Rosario, 1997; 

Logan, 1998). 

5. Women now make up 50% of educational administration program enrollments since 

the mid 1980s (Logan, 1998; Tingley, 1996). 

6. An increase in the percentage of women in the educational administration means that 

more role models and support are available for women (Logan, 1998; Wesson, 1997).
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CHAPTER 3 

METHODOLOGY 

This chapter reports the procedures used by the researcher to accomplish the purpose of 

the study. This chapter contains the study purpose, the study design, study questions, the study 

sample, the instrumentation, data collection procedures, and data analysis procedures. Analysis 

of the data will reveal whether salary, the interview process, and contract negotiations contribute 

to the underrepresentation of women in the superintendency. Also, differences in the type of 

educational attainment and professional experience of practicing superintendents will be 

examined to determine whether these variables contribute to differences in salary level for males 

and females. 

 

Study Purpose 

 The purpose of the study was to determine if there are gender equity issues in the area of 

salary, interview process, and contract negotiations when accessing superintendent positions 

across the United States. The study will also determine whether there are differences in 

educational attainment and professional experiences, which are the two major areas that 

determine differences in salary level. 

 

Study Design 

The present study is a mixed study, with quantitative and qualitative components. The 

quantitative component consisted of a researcher-developed questionnaire (see Appendix A). 



 

64 
 

The questionnaire was used to gather information from 161 school systems in four different 

regions of the United States. Salaries for all superintendents were analyzed. Experiences and 

educational levels were also examined because these two areas may explain differences, if any, 

in superintendent salaries and whether the “pathway” to the superintendency differs for males 

and females. 

Interview questions were used to further explore participant experiences. Twenty-four 

participants were chosen from the 161 superintendents who completed the questionnaire. 

Interview questions were open-ended and designed to understand the participant’s interview 

experiences, and contract negotiations. 

Qualitative research is best described as a type of educational research in which the 
researcher relies on the view of participants, broad, general questions, collects data of 
words from participants, describes and analyzes these words for themes, and conducts the 
inquiry in a subjective, biased manner. (Creswell, 2008, p. 19) 
 

Once thought to be a questionable and subordinate form of methodology, qualitative procedures 

for gathering and analyzing data are now increasingly recognized as valid and meaningful forms 

of research (Morse & Richards, 2002). 

 

Study Questions 

The research in this study was responsive to three broad research questions: 

1. Do male and female superintendents with similar educational attainment and 

educational experience earn similar salaries? 

2. Do male and female superintendents report similar experiences during the job 

interview? 

3. When competing for the superintendency, do men and women report different 

experiences in contract negotiations? 
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Study Sample 

Study Sample for Questionnaire 

 Questionnaires were sent to 222 superintendents, of which 161 returned useable 

responses. This represented a return rate of 72%. Table 1 assists in understanding how the study 

sample was identified. 

 

Table 1 

Questionnaire Participants by Region, Gender, and Type of School System 
 
Regions Participants Male Female Suburban Urban Rural 
Northwest 49 20 20 12 14 14 
Northeast 57 20 20 12 14 14 
Southwest 59 20 20 12 14 14 
Southeast 57 19 22 14 12 15 
Note. N = 161 
 
 
 

 School systems are represented by the participant. All school systems are represented 

by a practicing superintendent. 

 All urban and suburban school systems are large school systems and all rural systems 

represent small school systems 

 Student population determined designation between large and small school system. 

All systems above 11,500 students were designated as large systems. All systems 

below 11,500 were designated as small systems. 

Appendix B contains the list of superintendents surveyed, the school systems, the region 

and state represented, and the student population of each school system. Student population was 

important because the size of the school system may partially account for variations in salary. 
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Appendix C contains the questionnaire that was completed by the 161 superintendents who 

participated. 

The United States was divided into four regions: Northwest, Northeast, Southwest, and 

Southeast. Five different states within each region were used during the research. States used 

were picked randomly by the researcher. The researcher selected 40 public school 

superintendents per region to participate by answering the questionnaire. All superintendents 

participating in this study were appointed superintendents. In some regions there were areas 

where superintendents were still elected. The researcher only involved appointed participants; 

therefore, all superintendents were asked by email if they were elected or appointed. The 

researcher sent questionnaires to 222 participating superintendents of which 161 questionnaires 

were returned for a participation rate of 72%. 

 

Study Samples for Interviews 

The qualitative portion of the study consisted of five open-ended questions posed to 24 

participants. The 56 superintendents who participated in step 1 of the study (questionnaire) were 

asked via email or telephone conversation to participate in the five-question interview. The 24 

superintendents were selected based on information gained from the superintendent 

questionnaire (Appendix C). Participants were asked to participate based on gender, region, 

educational attainment, years of experience, types of professional experiences, and size of school 

system. Gender was relevant because the study sample consisted of an equal number of male and 

female superintendents. Six participants from each region were necessary for fair representation 

from across the United States. 
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Twenty-four superintendents responded for a participation rate of 52%. Table 2 depicts 

the study sample. 

 

Table 2 
 
Interview Participants and Method 
 
Regions Participants Male Female Phone Email 
Northwest 6 3 3 0 6 
Northeast 6 3 3 2 4 
Southwest 6 3 3 2 4 
Southeast 6 3 3 5 1 
Note. n = 24 
 
 
 

Instrumentation 

 This study relied on two instruments--a questionnaire and an interview protocol. 

 

Questionnaire 

The questionnaire (see Appendix C) was developed using information gathered during 

the review of literature. Male and female superintendents provided information about (selected 

demographic and personal variables, professional information) and responded to a series of 

forced choice questions regarding the interview process and contract negotiations. 

 

Interview Instrument 

 In addition, a portion of the sample participated in a follow-up interview to permit the 

respondent to further elaborate on his or her experiences. Appendix D contains the interview 

questions. The questions were designed to gain knowledge of participants’ experiences in 

contract negotiations and the interview process. The literature cited in Table 3 supported the 
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development of the interview questions. Appendix D contains the interview questions and the 

literature supporting its inclusion on the instrument. 

 

Table 3 

Components of the Literature that Support the Study Purpose 
 
Major components of the interview Relevant literature 
Demographic variables Davies (1994) 

Keller (1999) 
Tallerico (2000) 
Conroy (2007) 
 

Educational attainment Bonuso & Shakeshaft (1982) 
Grogan (1996) 
Polleys, 1999 
Anderson (2000) 
Wolverton (2000) 
 

Professional experiences Bem (1993) 
Grogan (1996) 
Berman (1999) 
O’ Connell (2000) 
Tallerico & Tingley (2001) 
 

Interview process Pavan (1988) 
Tannen (1994) 
Crabb (1996) 
Blount (1997) 
Skrla (1998) 
 

Contract negotiations Logan (1998) 
Brunner (2000) 
Barrios (2003) 
Funk (2004) 

 
 
 

Data Collection 

 All of the data for this study were obtained through three sources: web pages, a 

questionnaire, and individual interviews.
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Web Pages 

Important data were obtained from school system websites. The name, gender, and 

contact information of the superintendent were obtained from the website. The biographical 

information containing the educational attainment, work history, and family information were 

also obtained from the website. The initial contact with the superintendent was made through the 

email address provided on the system website. The questionnaire (Appendix C) was distributed 

and collected via email from the website. 

Important information for this study included the school system size based on student 

population. All information about student population, type of school system, and other vital 

demographics were gained from the school systems’ web sites (Appendix B). The web sites for 

the school systems provided a virtual directory of the school system, which allowed the 

researcher to become familiar with the system. 

 

Questionnaire 

 First, a national sample of superintendents (N = 161) from four different regions of the 

country, and different sizes of school systems completed the questionnaire. Participants received 

and returned the questionnaire by email. Of the 222 questionnaires sent to participants, 161 were 

returned. This represented a 72% participation rate. All 161 questionnaires returned were copied 

and stored by the researcher. 

 

Interview Data 

 The third step consisted of inviting 24 superintendents to participate in an interview. The 

researcher used the questionnaire (Appendix C) to gather information in determining which 



 

70 
 

superintendents would be invited to participate in the interview. Participants who had 

comparable demographic information such as educational attainment, years of experience, types 

of professional experiences, and size of school system were invited to participate. Comparable 

demographic and professional information was needed to determine whether gender equity 

issues exist in salary and contract negotiations. 

 The participants were invited via email communication from the researcher. Those 

agreeing to participate were invited by phone and email, and all interviews lasted from 30 to 45 

minutes per participant. 

A request was made upon approval of the first three chapters of the study to the 

Institutional Review Board (IRB) asking permission to conduct the study. The request included 

the purpose, procedures, and the benefits of the study. 

Throughout the study the researcher approached data collection with the purpose of 

establishing trustworthiness and credibility of the researcher with the participants. During the 

questionnaire phase, the researcher developed a relationship with the participants. This step 

paved the way for the follow-up portion of the study--the interview questions. Using multiple 

sources for data collection ensured the multiple realities and different experiences of participants 

were represented. 

 

Data Analysis 

Data collected from the web pages and questionnaires were compiled and reported using 

descriptive statistics. Responses to the interview questions were transcribed and information 

related to predefined categories were tallied. This approach is consistent with procedures 

recommended by Miles and Huberman (1994).  
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The final step in the data analysis consisted of using the Mann-Whitney procedure to test 

the null hypotheses that salaries for males and females with similar educational attainment and 

experiences are not significantly different. The Mann-Whitney test is a non-parametric 

alternative to the independent t test, which tests whether or not two independent groups are from 

the same population. Assumptions for conducting the Mann-Whitney test are that observations 

are independent and that the independent variable is at least ordinal level. There is no assumption 

of random sampling and normal distribution. Because the data collected are from a convenience 

sample, the Mann-Whitney is an appropriate test of proportions in this study. The Mann-Whitney 

ranks all values of the dependent variable and tests the probability that the mean rank of one 

group is different than the mean rank of the other group. 
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CHAPTER 4 
 

RESULTS 
 

The purpose of this chapter is to report the study results. The first section contains all of 

the personal and professional information for each superintendent (N = 161) who agreed to 

participate in the superintendent questionnaire. The researcher contacted 222 superintendents to 

reach the desired sample number of 161 superintendents. This was a return rate of 72% for the 

quantitative portion of the study. The questionnaire contained personal information, educational 

attainment, career data, and school district information for each superintendent that will be 

beneficial to the findings of the research. 

 

Quantitative Data 

 Descriptive statistics were calculated for gender, age, ethnicity, marital status, 

educational level, career data, years of experience, hours worked per week, number of years in 

educational leadership, career mentor, selection process, and district information. 

 

Descriptive Data 

Gender. One hundred sixty one participants were involved in the study, 82 (50.9%) 

females and 79 (49.1%) males. All were practicing superintendents representing one of the four 

regions of the United States.
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 Age. The median age of respondents was 51 years with a range of 31 to 64 years old. 

Female respondents had a median age of 49.5 years and males had a median age of 51.5 years. 

There was no statistically significant difference in age between male and female respondents, 

U(159)=3,432, Z=0.801, p=.423. 

 

Table 4 

Age of Male and Female Participating Superintendents 
 
 Age 
Gender 30-45 years 46-60 years 61-70 years 
Male 2 57 21 
Female 1 64 17 
Note. N = 161 
 
 
 

Ethnicity. The ethnic background of participants (N = 161) was 85.1% White, 8% Black, 

and 5.5% Hispanic. One percent (1.4) did not indicate a racial category. 

 

 Marital status. The marital status of participants (N = 161) was 78% of the 

superintendents were married, 19% of the superintendents were divorced, and 2% of the 

superintendents were single and had never been married. Of the 161 participants, 34 were 

divorced. Of these divorced participants, 18 were females, while 16 were males. Two female 

participants had never been married. 
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Table 5 

Marital Status of Participating Superintendents 
 
 Marital status 
Gender Married Divorced Never married 
Male 63 16 0 
Female 62 18   2 
Note. N = 161 
 
 
 

Educational level. Eighteen (11.2%) participants held a master’s degree, 81 (50.3%) 

participants held a specialist degree, and 61 (37.9%) participants held a doctorate degree. There 

was a statistically significant difference in degrees held between male and female participants, 

x(2) = 8.315, p =.02. Females had a greater proportion of doctorate degrees and males had more 

master’s degrees (Table 6). 

 

Table 6 

Educational Degrees Attained by Participating Superintendents 
 
 Degree 
Gender Masters Specialist Doctorate 
    
Male 14 41 24 
Female 
Total 

  4 
18 

40 
81 

37 
61 

Note. N = 161 
 
 
 

Career data/years of experience. Career data showing years of teaching before pursuing 

administrative leadership indicate no statistically significant difference between males and 

females in years of experience teaching, t = 0.749, df = 159, p = .455. The mean number of 

years in the classroom for females was 12.3 years before pursuing higher leadership positions, 
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while males had an average of 11.7 years of experience in teaching. Years of school 

administration showed females serving as school level administrators 5.1 years before moving to 

central office positions, while males were in school administration an average of 9.6 years before 

moving to the central office. Females attaining the superintendent position averaged 14.2 years 

in central office positions, while males were only in central office positions 4.5 years before 

becoming superintendent. 

Seventy-three of seventy-nine male superintendents had served as high school principals 

for a percentage of 94%. Females serving as high school principals were 39 of the 82 participants 

for an average of 47%. 

 

Career Mentors: Participants answered questions about mentors for their career in 

leadership. Of the seventy nine male participants, 68 answered that one or more mentors were 

involved in their career in leadership. This was an average of 85% of male superintendents 

mentored. Female superintendents who experienced mentorship during their career were 51 of 82 

for a percentage of 62%.  

 

Table 7 

Career Data of Participating Superintendents 
 
Career data Male Female 
Years of teaching experience 11.7 12.3 
Years as school level administrator 9.60 5.20 
Years as central office administrator 4.50 14.20 
High school principalship 73/79 39/82 
Percentage of high school principals 94.00 47.00 
Experience with career mentor 68/79 51/82 
Percentage of mentor experience 85% 63% 
Note. N = 161 
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 District type/size. School systems were divided into large urban, large suburban, and 

small rural systems. Females held superintendent positions in 16 large urban school systems, 26 

large suburban systems, and 38 small rural school systems. Percentages for practicing female 

superintendents were 20% were superintendents in urban/large school systems, 32% were 

superintendents in large suburban systems, and 47% of female superintendents were leading 

small/rural school systems. 

 Male participating superintendents were leaders of 34 large/urban school systems, 35 

large/suburban systems, and 20 small/rural school systems. Male participants led in 35% of large 

urban systems, 40% of large suburban systems, and 25% of rural school systems. 

 

Table 8 

Size and Type of School Systems that Employ Participating Superintendents 
 
 System type/size 
 Large urban Large suburban Small rural 
Gender F % f % f % 
Male 34 35.0 35 45.0 20 25.0 
Female 16 20.0 26 30.0 38 47.0 
Note. N = 161 
 
 
 

Follow-up emails and phone calls were conducted by the researcher to obtain information 

that was missing from the questionnaire to complete the research for the 160 superintendents 

completing the questionnaire. In some cases, administrative assistants and superintendents’ 

secretaries were used to obtain information on the superintendent questionnaire. 

 

Qualitative Data 

 Of the161 participating superintendents, 24 were selected to participate in a semi-

structured interview. Fifty-six superintendents were asked to participate in the study to get the 
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desired sample of 24. This is a return rate of 52% for the qualitative portion of this study. The 

interview questions were designed to elicit experiences during the interview and contract 

negotiations. The interviews took from 30 to 45 minutes for each participant who was 

interviewed. The interviews were conducted in person, on the phone, or by Skype on the 

computer.  

 

Open-ended Questions 

 The researcher interviewed 24 practicing superintendents of public schools across the 

nation. The interviews were conducted by phone, written interviews, and e mail correspondence. 

Three of these interviews were conducted face-to-face. The interviews lasted from a minimum of 

35 minutes to over an hour. The researcher found the superintendents to be interesting, open, and 

interested in the findings of the study. 

 The researcher had the opportunity to interview superintendents from the states of 

Alabama, Georgia, Illinois, Indiana, Iowa, Kansas, Louisiana, Mississippi, Montana, Oklahoma, 

Texas, Washington, and Wyoming. Superintendents interviewed were from 11 small school 

systems and 14 large school systems nationwide. There were three urban school systems, 12 

suburban school systems, and 9 rural school systems. Student populations ranged from 422 

students to 34,500 students within each different school system. Having a diverse sample of 

school system sizes and location was helpful when evaluating the data. Table 8 contains 

demographic data for the 24 interviewees. The interview questions were as follows: 

1. Can you share any experiences that happened during your interview process that 

surprised you? 
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2. Can you talk about your experiences during contract negotiations? Were you able to 

negotiate? Did you discuss benefits and length of contract? 

3. How would you describe your experiences immediately after obtaining the 

superintendent position? (Probing questions were dictated by interviewee response.) 

4. Can you talk about mixing your family and professional obligations? How do you 

make this work with all of the obligations for your time? 

5. Can you talk more about your career path? How did you arrive where you are now and 

what prepared you the most for this position? 

 

Table 9 

Demographics of Open-ended Interview Participants 
 
Participants interviewed Male Female 
Large urban 2 1 
Large suburban 5 5 
Small rural 5 6 
Note. n = 24 
 
 
 
Qualitative Research Question 1 

Can you share any experiences during the interview that surprised you? 

 Participants reported a wide range of experiences that surprised them during the interview 

but also stated that the interviews were as expected in a standard educational interview. Four 

female participants remembered that there were some gender-based questions about decision 

making and leadership style that were asked. None of the male participants were asked any 

gender-based questions or if they approached leadership in a non-traditional way. 
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 Male participants responded that the interview process consisted of many questions about 

leadership style, community leadership, and budgeting. One participant met with community 

leaders during the interview, with the board observing the conversations. A superintendent from 

Anderson, Indiana, stated, “I was surprised with the number of community-based questions 

during the interview.” Given the background, his comment becomes more understandable. The 

superintendent came from a business background and he had worked as a finance comptroller in 

a central office position in Michigan. As he had moved to the “heartland” of Indiana and applyed 

for a superintendent position for the first time without a teaching background, community based 

questions differed for him. 

 Of the 12 male participants, 2 did not interview at all for their positions. Two 

superintendents from Georgia were assistant superintendents within their school systems and 

were called to meet with the board. During the meeting with the school board they were offered 

the position, were told the timetable until they became superintendent, and the contract was 

negotiated all at once at this meeting. They stated that the positions were posted but they did not 

know if anyone ever interviewed for the position. No female participants experienced being 

offered the position without going through an interview process. Even female participants who 

were from within the system were required to go through the same interview process as 

candidates from outside the system. 

 Female respondents shared concerns about questions in the areas of leadership style, age, 

color, and how the process to interview was structured. Seven of the 12 female participants 

responded that questions during their interview asked about their leadership style. They 

perceived that the questions were different because they were female. All seven females asked 

about leadership styles were asked how they would handle leadership situations as a female. 
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Only three of 12 males even fielded a question about leadership style. A female superintendent 

from Illinois was asked about her leadership style as a Black female. She stated that she did not 

see that as a relevant question for the interview. A superintendent from Georgia was asked how 

different her leadership style would be because she was a young female pursuing administrative 

leadership. She was asked why she was pursuing administrative leadership at a young age. A 

female superintendent from Louisiana stated that she had been involved in a superintendent 

interview involving male candidates on one day and female candidates on another day. She 

observed that the female interviews were much shorter than the male interviews.  

 A female superintendent from Mississippi shared some surprising questions during her 

interview. The first two questions of the interview were (1) “Why do you think our school 

system should hire a woman as superintendent”? (2) “Why, being a woman, would you want to 

be a superintendent”? She stated “that was the challenge of pursuing leadership roles as a female 

in North Mississippi during the early 1980s.” 

 

Qualitative Research Question 2 

Can you speak about contract negotiations and the ability to negotiate? Did you have an 

opportunity to negotiate benefits and length of contract?  

The area of contract negotiations for superintendents is important for any superintendent. 

The ability to navigate security in their career based on years, salary, and benefits is very 

important in a society where the average life of a superintendency across the nation is 3.5 to 4 

years. In the area of number of contract years, 6 of the 24 participating superintendents 

negotiated years of contract. The majority of the participants stated that school boards had 

already set the parameters for the first contract but the number of years could be negotiated for 
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the second contract. Four of the six participants who negotiated years were male. Participants 

declared that more and more school boards and candidate committees are posting the years of 

contract on the job posting so candidates know as they compete for the position. The six 

superintendents who were able to negotiate were experienced superintendents coming from other 

systems and all were male. Eight male superintendents received contracts of more than 2 years, 

and 7 of 10 females received contracts of more than 2 years. 

Contract negotiations discussed with school boards were negotiated within three areas: 

length of contract, benefits, and salary. 

 

Table 10 

Participant Experiences with Contract Negotiations 
 
Participants Male Female 
Negotiated contract 4/12 2/12 
Unable to negotiate contract 8/12 10/12 
Contract of more than 2 years 10/12 7/12 
Note. n = 12 
 
 
 
Employee Benefits 

In the area of employee benefits, participants also felt that most benefits were advertised 

with the job posting and were standard to the employee benefits of the system and state. 

However, some participating superintendents were able to negotiate and expand benefits into 

transportation, travel, retirement, and other expenses above and beyond the benefits designated. 

Fourteen of the 24 participants were able to discuss extended benefit packages with school 

boards and systems. Six females and eight males discussed extended benefits above the standard 

school system benefits. All participants stated that they asked about extended benefit packages. 
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During the interviews there was no significant coding or theme that showed a difference in this 

area of negotiation. 

Two participants, both female, were asked to negotiate benefits without including teacher 

retirement or travel. School boards believed that the superintendent should negotiate salary to 

include his or her own expense for these two areas. Both respondents withdrew their names for 

consideration for those positions. These were isolated situations because standard procedure in 

most systems calls for health, life, and retirement benefits as standard benefits for all school 

system employees. However, in the case of many superintendents, benefits such as travel, 

clothing, and additional retirement are areas of negotiation during the hiring process. An obvious 

trend, based on participant responses, is that ability to negotiate additional benefits is much better 

when school systems are pursuing the candidate for the position. 

 

Salary Negotiations 

Salary negotiation is an important negotiation for all superintendent candidates. Four 

participants stated that the salary was posted with the job posting and was posted as a salary 

range. Three participants did not negotiate; they opted to take the amount presented by the Board 

of Education. All three of these participants were female. When asked why they did not 

negotiate, all three stated,” I wanted the position more than the money and felt the need to prove 

myself as a first time superintendent.” One participant also stated, “Being a second choice, I did 

not feel like I was in a position to negotiate for more money.” Seventeen participants did 

negotiate salary for their position. Of the 17 who negotiated, 12 felt they were successful and 

were satisfied with the negotiation outcome. Five participants negotiated but did not have a great 

experience during the negotiations. Four of the five participants who were not satisfied with 
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negotiations were male superintendents. When asked, the female participant was satisfied with 

negotiations regardless of the outcome. Twelve of the 17 superintendents who negotiated salary 

were male candidates. In answer to the question, who initiated the discussion concerning salary 

negotiation?, only one of the seven female participants stated that they initiated the conversation. 

When asked why they did not initiate the conversation, the remaining six female participants 

stated that “they were not secure enough in the negotiation process to initiate the conversation 

and felt that they needed to prove themselves in the position.” It is important for the researcher to 

note that eight females and three males participating in this qualitative study had obtained the 

doctorate degree, which should lead to an increase in salary. The research of this study showed 

that, five of the six participating superintendents who “were not comfortable” negotiating salary 

held the doctorate degree at the time of the negotiations. 

 

Table 11 

Participant Experiences in Salary Negotiations 
 
Salary Male Female 
Salary negotiated 12/12 4/12 
Non-negotiated salary 0/12 3/12 
Satisfied with negotiations 10/12 6/12 
Holding doctorate degree 3/12 8/12 
Negotiated salary/doctorate degree 3/12 8/12 
Note. n = 24 
 
 
 
Salaries 

 Salaries of participating superintendents varied. The variation in salary could have 

several different variables. The region of the United States could have an impact because 

different regions have different costs of living and a different tax base. School districts are 
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different sizes with different student populations. Larger school districts, in most cases, had 

higher salaries because of the additional students, employees, and responsibilities. 

 Educational attainment and educational experience are factors in salary for a 

superintendent. However, these two factors do not seem as important as the negotiation process. 

Table 11 shows the salaries of the 24 participants of this study. When looking at the difference in 

salary of males and females who have earned the doctorate degree, there is a major difference. 

One participant stated that their extended degrees and doctorate degree were never mentioned in 

negotiations. Several participants stated that the educational experience was more valuable for 

gaining an increase in salary than educational attainment. 

 There was a significant salary difference for the 24 male and female participants. The 12 

male participants averaged $18,000 more in salary than the 12 female participants. This is $3,800 

higher than the national average. The American Association of School Administrators research 

completed in 2004 stated that male superintendents averaged $7,200 more in salary than females 

(AASA, 2004). The 9 male participants who held a specialist/master’s degree made $11,000 

more in salary than the 4 females who held the specialist degree. The 3 males with the doctorate 

degree averaged $27,000 more in salary than the 8 females who had the doctorate degree. 

 

Table 12 

Average Salaries for Male and Female Superintendents 
 
Gender Degree Average salary 
Male 
Female 

Specialist $132,281 
$121,250 

Male 
Female 

Doctorate $186,000 
$159,000 

Male 
Female 

Overall $156,140 
$138,120 

Note. n = 24 
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Qualitative Research Question 3 

How would you describe your experience immediately after obtaining the superintendent 

position? 

 Participants responding to this question had similar experiences after obtaining the 

position that showed no relationship to gender-based issues. Participants felt supported after the 

choice for superintendent was determined. Participants all stated it was an exciting and 

challenging time. The main challenge was to get visible in the community and to set in place 

leadership teams to keep the school system moving. Other challenges for superintendents 

moving into the school system were to get the family moved, find a place to live, and meet as 

many people as possible. During this time, both male and female participants felt supported by 

the school board and community. 

 Participants who moved into the community from the outside all had the financial support 

of the school system to move their family into the community and provide temporary housing 

during the transition. The moving process and settling the family were stated as the major 

challenges of superintendents moving into the system. Lifestyle changes for the family, 

delegating time to community activities in a new community, and job transition were the 

challenges for new superintendents moving into a community. 

 Participant responses from superintendents moving up within the system confronted 

different types of challenges. Preconceived ideas, existing relationships, community perception, 

and system expectations were challenging concerns for participants promoted from within the 

system. 
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Pre-conceived Ideas 

Participants felt the challenge of preconceived ideas by the community, co-workers, and 

former superintendents were challenging obstacles. “Being promoted from within can be a much 

larger burden than coming in and having to meet everyone because expectations are for you to 

continue the programs within the school system. This attitude can sometimes cripple new ideas 

and leadership style,” stated one participant. 

 

Existing Relationships 

 Existing relationships with former superintendents and co-workers can sometimes be 

damaged or severed when superintendents are promoted from within. A female superintendent 

from Kansas stated, “I had tremendous support from co-workers and employees because of 

established relationships. When I became superintendent and started making decisions, people 

expected those relationships not to change; it was very difficult to work through those issues. It 

became very lonely at the top.” Many participants had these same comments about the role 

change of taking over as superintendent. 

 

Community Perception 

 Preconceived opinions of the community posed challenges for promoted superintendents. 

Superintendents promoted from within have established relationships in the community they will 

serve as a leader. In many cases, participants felt that they were the most popular community 

choice for the position without realizing the reason for that popularity could cause future issues. 

One male participant was very confident when he became superintendent because he was the 

popular choice of the community. Once in the position, the reality was that popularity became a 
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huge barrier. Community members questioned changes and confronted his leadership with 

questions about change and what was wrong with the way things had been done in the past. He 

was accused of letting the position “change him” as a person. He also shared that it became 

lonely at the top and these were unexpected challenges. Promoted participants were surprised by 

their changing standing in the community and the different attitude and perception of the 

community. All promoted participants stated that if they had it to do over again they would not 

be so blind to the community issues. Because of past relationships they did not feel community 

relationship building would be the challenge that it was as they moved to superintendent. 

 

Board Expectations 

 Promoted superintendents also found that expectations of school boards could cause 

difficulty for them as superintendent. A male superintendent from Georgia stated, “Any time 

there is leadership change there will be differences no matter how smooth the transition. 

Sometimes board members are surprised by change especially when things are going well within 

the system, but change in leadership will always cause some change.” Promoted participants felt 

that they had to make minor changes early in leadership and move slowly with changes to the 

school system. These participants did feel that superintendents moving in from outside had more 

opportunity to be aggressive with change and were more supported by the board when coming 

from outside the system. 

 Participating superintendents did not see these challenges as gender-based issues. They 

believed these were issues of moving up within the system and established relationships that 

caused these leadership issues. 
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Qualitative Research Question 4 

Can you talk about mixing your family and professional obligations? How do you make 

this work with all of the time obligations? 

The 24 participants in this study, male or female, stated that family obligations were the 

biggest challenge in their profession. The balance between family and profession was perceived 

by all participants as an everyday challenge. 

 

Marital Status 

Of the 24 participating superintendents, 13 were married (first marriage), 8 were 

remarried, and 3 superintendents were single. Two of the three single superintendents were 

female, and all three had been married previously. Of the 24 participants, 22 had children. All 22 

participants who were parents said the biggest challenge to the job of superintendent was 

balancing the family obligations with the job. The majority of the superintendents interviewed 

said they were glad that they did not obtain the superintendent position until their children were 

older. One major variance between the male and female participants was the time in their career 

that they pursued the superintendency. None of the 12 males waited to pursue their career in 

leadership because of family or children obligations. Of the 12 female participants, 8 stated that 

the time was right with the family for them to pursue career goals. All eight superintendents had 

professional husbands whose careers took priority over theirs, because of family obligations. One 

female superintendent had followed her husband to five different states during his career, only 

teaching in these states. When her husband retired she pursued school leadership and her career. 

In answering the question, why was it your sacrifice to make? She stated “That is the way it is, I 

felt it was my obligation to the family first.” This finding poses a question: whether stereotypes 
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about male and female roles hinder the female superintendent candidate or whether a deeply 

seated value system holds a professional female to a higher standard for family obligations? 

 

Table 13 

Marital and Family Status of Participants 
 
Marital status Male Female 
First marriage 10/12 5/12 
Remarried 2/12 5/12 
Single 1/12 2/12 
Children 12/12 10/12 
Impact of family obligation 4/12 8/12 
Note. n = 24 
 
 
 
Family Obligations 

 Participants were asked how they were able to meet all of the obligations for family and 

profession. Male participants stated that the role of their wife as the person who holds the family 

together was what made things work. Male participants felt that their role in the family could be 

a secondary role for obligation because the wife took the lead for all family obligations. Female 

participants did not answer that question in the same way. Female participants feel the constant 

pressure of the lead role in the family and their profession. Ten of 12 females stated they must 

take the leadership role in the family, especially with children. Much different than the males 

who felt their family role was as a supporter for the wife and mom. When asked why the wife 

takes the lead role in family obligations, the male participants stated that their profession needed 

to be their focus as the breadwinner. This is a traditional core value that has been in place for 

years. When female participants were asked why they had to take the lead role in family 
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obligations, most female participants felt that was the way it was supposed to be because of the 

role of the mother. 

 Ten of 12 female participants who had children felt the pressure from their role as a 

professional and as a mother. Male participants stated that their main pressure and concerns were 

from their professional career. The female participants said that neither role was more important 

than the other and felt that no role should be thought of before their role as a mother and that 

core belief added more pressure. One female participant stated, “It is a struggle, you go to work 

every day and face the pressure and responsibility and as a single mom you leave your work and 

face the pressure and responsibility, there is no release valve and that can be dangerous.” 

 

Qualitative Research Question 5 

Can you speak about your career path? How did you arrive where you are now and what 

prepared you most for this position? 

These data show a marked difference in how males and females elevate to the 

superintendent position. Male superintendents felt that the position of high school principal had 

prepared them most to be a superintendent. High schools being like a small community with high 

expectations from community involved in extracurricular activities and graduation for students 

created opportunities to build relationships and improve decision-making skills for the high 

school principal. 

The majority of female participants believed that central office and director positions had 

best prepared them to be a superintendent. For females, working closely with superintendents in 

the central office was the main factor in the experience to develop as a superintendent. 
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Career Background/Experience 

Research showed some differences in the career backgrounds and experience for males 

and females. The average amount of career years for the 12 female superintendents was 26 years. 

The average number of career years for the 12 male superintendents was 29 years. Only 5 of the 

12 male superintendents moved up with the same system. Seven of the male superintendents 

were brought in from outside the system. 

 

Educational Attainment of Participants 

Differences exist for male and female superintendent candidates who have gained the 

doctorate degree. Of the female superintendents interviewed, 8 of 12 held a doctorate degree. 

Male participants with the doctorate degree were only 6 of 12 participants.  

 

Coaching experience. Questions asked of the female superintendents revealed other data 

about the pathway to being superintendent. Only 1 of the 12 female superintendents had ever 

been a high school coach. Eleven of 12 male superintendents had coached at the high school 

level during their teaching career. It has often been said that the pathway to the superintendency 

leads through high school administration. 

 Male participants had many years of experience in high school coaching. Athletic 

coaching has traditionally been a pathway to administrative leadership. Of the 11 males and 1 

female who had coaching experience, all 12 stated that the coaching experience had helped them 

prepare for an administrative role. The leadership position of coaching, dealing with important 

community and school issues, dealing with parents, and making quick decisions that affect many 

people has always been an advantage in developing administrators. Four of the male 
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administrators who had coaching experience stated that being a head football coach in a high 

school prepared them most for being a superintendent. One participant stated the everyday on-

the-job pressure of coaching and the added pressure of the spotlight of the community was the 

most similar pressure to the superintendency he had experienced. Participants who had coaching 

experience stated that the community role was very similar. They felt the obligations to the 

school system and state regulations caused much more professional pressure but felt that the 

community pressure was similar. 

 

High school principal. Eleven of 12 males had been high school principals during their 

career. Only 7 of 12 female superintendents had been a high school administrator. When asked 

the question “What in your career has prepared you most for the position of superintendent?”, 9 

of 12 male superintendents said that the position of high school principal had prepared them best 

to become a superintendent. 

 Of the 24 participants, 18 had experience as a high school principal. This finding is 

consistent with the literature that the high school principal position is a training ground for 

superintendents. When participants were asked if they agreed with the statement, everyone said 

yes. Not every participant stated that being a high school principal had prepared them the most 

but they all agreed it had been helpful. One participant stated, “Running a high school is like 

running a small community because of the size of the school but most of all because of the 

diverse populations, state requirements, and all of the different programs and activities.” 

Participants agreed the obligation to the community, increased accountability, and dealing with 

parents made the position a high pressure position. Four of the 18 participants stated that being a 

high school principal had prepared them the most to be a superintendent. 
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Central Office Director 

 Central Office experience of the 12 males and 12 females show some differences that 

demonstrate strength of experience for women at that level. Ten of 12 female superintendents 

had worked as directors or assistant superintendents at the central office level. Eight of 12 male 

superintendents had also worked at those levels at central office positions. The major difference 

in researching the central office-level position is the number of years in central office at director 

or assistant superintendent positions. The average number of years for the 12 female 

superintendents to be in central office positions before becoming a superintendent is 14. The 

average number of years for the 12 male superintendents to be in the same positions before 

becoming superintendents is 5. This data show a marked difference, not in position, but in 

service to the organization. During the interviews, data emerged to support the “service to 

organization” theme. Nine of 12 female superintendents gained the superintendent position by 

moving up in the same system.  

 Eighteen of 24 participants had held central office positions before becoming 

superintendents. Six participants stated that their position in central office prepared them most 

for being a superintendent. Five of those six participants were female. Females had gained more 

valuable experience through central office positions than any other experience. One female 

participant stated, “The diverse responsibilities required for my job at central office as a director 

gave me a broader perspective of the ‘big picture’ that must be seen by a superintendent.” 
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Table 14 

Career Experiences in Education and Professional Background 
 
Career experiences Male Female 
Years in education 29 26 
Coaching experience 11/12 1/12 
High school principal 11/12 7/12 
Central office director 8/12 10/12 
Average years at central office   5 14 
Promotion to superintendent 5/12 9/12 
Doctorate degree completed 6/12 8/12 
Note. n = 24 
 
 
 

The qualitative data were analyzed as follows. The researcher recorded and transcribed 

the interviews. Using procedures recommended by Miles and Huberman (1994), the results were 

reviewed and tallied for information related to predefined categories (e.g., interview experience, 

contract negotiations). Key data generated via the questionnaire and interviews are summarized 

in Table 15. 

 

Table 15 

Data Related to Key Concepts 
 
Gender Educational 

attainment 
Educational 
experience 

Interview 
experience 

Contract 
negotiations 

 
Salary avg.* 

Male 3 of 12 with 
doctorate 

Avg. 26 years 
experience 

Questions 
related to 
vision and 
beliefs 
 

10 of 12 
participants 
negotiated 

$156,140 

Female 8 of 12 with 
doctorate 

Avg. 24 years 
experience 

Questions 
related to 
leadership 
style 

7 of 12 
participants 
negotiated 

$138,120 

Note. N = 24 
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 The hypothesis assumes similar educational attainment and years of service for males and 

females. Statistical tests for both assumptions were conducted. There was no statistically 

significant difference in the educational attainment between male and female superintendents,   

x2 = 5.091, df = 2, p = .08. Likewise there was no statistically significant difference in years of 

service as indicated by a Mann-Whitney test using years of service as the dependent variable,    

U = 52.00, p = .247. 

 With the assumption of no difference in years of service and educational attainment met, 

the difference between the mean ranks of male superintendent salary and female salary were 

investigated using the Mann-Whitney test. There was no statistically significant difference 

between ranks of salary and gender, U = 43.00, p = .094. The mean rank for females was 10.08 

and for males it was 14.92. These results suggest that in the sample the distribution of salary is 

similar for males and females (see Table 16). 

 

Table 16 

Summary of the Major Findings by Gender 
 
Rank Salary Highest degree Years in education Gender 
1 $91,000 Specialist 28 Male 
2 $93,000 Doctorate 29 Female 
3 $110,000 Specialist 26 Female 
4 $116,000 Doctorate 25 Female 
5 $116,000 Specialist 23 Female 
6 $122,000 Doctorate 29 Female 
7 $122,000 Specialist 28 Female 
8 $124,000 Specialist 23 Male 
9 $125,000 Specialist 28 Female 
10 $137,000 Doctorate 25 Female 
11 $138,000 Specialist 31 Male 
12 $139,000 Doctorate 29 Male 
13 $140,000 Masters 26 Male 
14 $141,000 Doctorate 32 Female 

(table continues) 
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Rank Salary Highest degree Years in education Gender 
15 $146,000 Specialist 24 Male 
16 $155,000 Specialist 32 Male 
17 $159,000 Specialist 34 Male 
18 $166,000 Doctorate 22 Female 
19 $169,000 Specialist 25 Male 
20 $175,000 Doctorate 27 Female 
21 $177,000 Specialist 29 Male 
22 $182,000 Specialist 31 Male 
23 $202,000 Doctorate 26 Female 
24 $234,000 Doctorate 37 Male 
Mean rank Male = 14.92  Females = 10.08  
Note. n = 24 

 

 .  
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CHAPTER 5 

DISCUSSION OF FINDINGS AND RECOMMENDATIONS 

The purpose of this study was to investigate gender equity of the superintendent position 

based on salaries, interview experience, and contract negotiations. The relationship between 

educational attainment and educational experiences was examined as well. For the quantitative 

portion of this study 161 practicing superintendents completed a questionnaire focusing on years 

of experience, educational attainment, career path, family background, and school system size. 

Twenty-four superintendents chosen from those completing the questionnaire participated in a 

follow-up interview to complete the qualitative portion of this study. The participants answered 

and discussed five open-ended questions. The major findings will be discussed by research 

question. 

 

Findings 

Research Question 1 

Do male and female superintendents with equal educational background and educational 

experience earn similar salaries? 

 Statistical testing revealed that there were no significant differences in the educational 

background and experiences of the participants. There was no significant difference in the 

salaries for the superintendents. This is consistent with the review of literature, which reported 

the opportunities for superintendent candidates were greater than ever because of an aging 

profession. The literature reported that the opportunities were there for men and women based on
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the shortage of qualified personnel and short amount of years served in the position of 

superintendent. 

 The researcher’s expectations were to find issues of gender equity in salaries for male and 

female superintendents, even with similar educational attainment and educational experience. 

However, the research of the study consistently showed no significant difference in salary for 

males and females when educational attainment and educational experience were similar. Title 

IX legislation of the 1970s could be a factor that balances the playing field because educational 

attainment and years of experience are evidence of equal ability based on education and 

experience. 

 

Research Question 2 

During the interview process, do male and females report similar experiences? 

In some regard, the 24 participants reported similar experiences during the interview 

process. Interviews were usually at least two phases and always consisted of an interview with 

the school board as the final interview of the process. 

 There were some differences, however. Male participants reported that many of the 

interview questions they were asked were about the vision and direction of the school system and 

the philosophy that would be implemented throughout the school community. Female 

participants stated that most of the questions they were asked concerned leadership style. Female 

participants reported that the interview process overall was a standard process but some of the 

questioning could have been perceived as being relevant to gender issues. The role of the female 

and family responsibilities were areas of concern for females. 
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 The researcher expected some differences in interview questions. It was unexpected that 

most of the differences in questioning concerned leadership style. The expectation was that 

questions would research educational experiences and philosophy of education but participants 

did not report these topics. The difference in questions for males and females did not 

significantly impact salary level.  

 

Review Question 3 

When competing for the superintendency, do men and women report different experiences 

in contract negotiations? 

 There were some reported differences in contract negotiations. However, most school 

systems today do not negotiate years of contract or benefit packages. Salary amounts are 

negotiated but other benefits and years of contract are set and announced during the job posting 

and before the interview process begins. Candidates have the opportunity to see some of the 

benefits before applying for the position.  

Six of 24 participants reported having the opportunity to negotiate a contract. Four males 

and two females negotiated with their respective school boards. Twenty-five percent of 

respondents reported they were able to negotiate contract.  

There were no significant differences in contract negotiations for males and females 

participating in this study. Only 10 participants were able to negotiate 3 or more years for a 

contract. The length of most contracts was two years with the opportunity to negotiate more for 

the second contract period when the superintendent would be more established. Benefit packages 

were the standard life, health, dental, and travel benefits that most superintendents receive. There 

was no significant difference in benefits based on gender. 
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Recommendations 

Recommendations for School Boards 

 Contract negotiations have a major impact on the salary obtained by the superintendent 

candidate. Candidates can control the factors of educational attainment and educational 

experience. However, the factor of salary negotiations is controlled by the school boards and 

interview committees. This creates the question of equity issues in contract negotiations. An 

average difference in salary between males and females of $18,000 dollars, when more females 

have obtained the doctorate and no significant difference in educational experience in this study 

sample helps to create the equity question. 

 The interview process and negotiation phase of hiring a superintendent should be 

reviewed by school boards to make sure everything is equal throughout the process including the 

amount of salary. School boards need to develop a standard for hiring superintendents and 

paying superintendent salaries based on educational attainment and educational experience to 

ensure that women candidates are not paid less salary for the same responsibilities. 

 

Recommendations for Superintendent Candidates 

 Candidates for the superintendent position should research every position available, know 

the history of the position, and aggressively pursue positions that interest them. In this study, 

three female superintendents reported they did not negotiate salary or benefits because they felt 

fortunate to get the position and needed to establish themselves before being more demanding in 

negotiations. Traditional stereotypes regarding women have created this lack of confidence. 
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Recommendations for Researchers 

 Research should be conducted that delves deeper into the impact of school system 

demographics on salary. More specifically, the impact of system size and student population 

should be examine to determine whether it does make a difference in superintendent salaries. 

 Factors of family obligation and mobility have also created questions regarding salary 

differences and the interview process. Participants reported that questions about mobility, family, 

and leadership style were more prevalent in female interviews. Also, participants reported that 

family obligations are perceived as more important for the female superintendent than for the 

male superintendent. Researchers can investigate the mobility of women superintendents by 

asking these questions: 

 Professional mentorships are perceived to have a huge impact on obtaining the 

superintendent position. Is the mentorship a role distinction or a gender distinction of the 

superintendency? 

 How many women moved into their position by “moving up” in the same school 

system? 

 How many female superintendents have been through a hiring process and were hired 

from outside the school system to take over as a superintendent? 

 How many female superintendents that have moved to different systems to be a 

superintendent have a mentor and a network that made the connection to the school 

system? 

Do female superintendent candidates feel confident when they pursue the superintendent 

position from outside the school system? Stakeholders and decision makers at the community 

level should review the literature and conduct further research on this study regarding equity 



 

102 

issues in the process of hiring a superintendent. Much has been accomplished in improving 

gender issues in educational leadership. Concerns within the process of hiring have been voiced 

throughout the history of public education therefore, research is crucial for understanding and 

improvement in this area. 

 Our nation has long dealt with androcentrism in many phases of our society and the 

researcher speculated that this study would provide evidence that it continues to exist. However, 

there was no evidence of androcentrism in the study results. Nevertheless, future studies should 

research deeper into the relationship between androcentrism and public education.  
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APPENDIX A 

SYSTEMS BY REGION, STATES, AND SIZE OF SYSTEM
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Northwest Region: 40 public school systems from five states 

States included: Iowa, Montana, Nevada, Washington, Wyoming 

Rural Systems –15 

Small Rural / Medium Rural / Large Rural 

Suburban Systems – 15 

Small suburban / Medium Suburban / Large Suburban  

Urban Systems – 10 

Small urban / Medium Urban / Large Urban 

Northeast Region: 40 public school systems from five states 

States included: Illinois, Indiana, Maryland, Pennsylvania and Rhode Island 

  Rural Systems – 15 

  Small Rural / Medium Rural / Large Rural Suburban Systems – 15 

Small Suburban / Medium Suburban/ Large Suburban 

  Urban Systems – 10 

Small Urban / Medium Urban / Large Urban 

Southwest Region: 40 public school systems from five states 
 
States included: Arkansas, Kansas, Louisiana, Oklahoma, Texas  

Rural Systems – 15 

Small Rural / Medium Rural / Large Rural Suburban Systems - 15 

Small Suburban / Medium Suburban/ Large Suburban 

Urban Systems – 10 

Small Urban / Medium Urban / Large Urban 
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Southeast Region: 40 public school systems from five states 

States included: Alabama, Georgia, Mississippi, North Carolina, Tennessee 

Rural Systems – 16 

Small Rural / Medium Rural / Large Rural Suburban Systems – 15 

Small Suburban / Medium Suburban / Large Suburban 

Urban Systems – 10 

Small Urban / Medium Urban / Large Urban 
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APPENDIX B 

REGION SCHOOL SYSTEMS BY SIZE, STATE, AND STUDENT POPULATION
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Northwest Region 

School System  State   Student Population  Superintendent  

Aberdeen  Washington  3,700    Male 

Ames   Iowa   12,958    Female 

Auburn  Washington  21,100    Male 

Aurelia  Iowa   2,950    Female  

Bedford  Iowa   580    Male 

Bigfork  Montana  762    Male 

Bighorn #3  Wyoming  276    Female 

Billings   Montana  15,500    Female 

Browning  Montana  421    Female 

Buffalo  Wyoming  1,163    Male 

Carlisle  Iowa   8,237    Male 

Cascade  Montana  548    Female 

Cherokee  Iowa   2,100    Male 

Crook   Wyoming  1,055    Male 

Campbell  Wyoming  3,212              Male 

Clark   Nevada  68,555    Female 

Clover Park  Washington  11,704    Female 

Columbia   Washington  4,222    Male 

Converse  Wyoming  2,780    Male 

Davenport  Iowa   6,722    Male 

Des Moines  Iowa   32,220    Female 
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School System  State   Student Population  Superintendent  

Dike-New Hartford Iowa   4,100    Female 

Essex   Iowa   2,765    Female 

Fremont  Wyoming  1,312    Female 

Fremont County Wyoming  1,412    Female 

Fort Dodge  Iowa   4,069    Female 

Glidden/Ralston Iowa   2,020    Female   

Great Falls  Montana  8,621    Female 

Griswold  Iowa   1,620    Female 

Goshen  Wyoming  2,110    Male  

Helena   Montana  11,342    Male 

Highland  Iowa   4,914    Male 

Inchelium  Washington  1,230    Female 

Iowa City  Iowa   12,120    Male 

Kelso   Washington  11,100    Female  

Lamoni  Iowa   1,902    Female  

Laramie  Wyoming  6,212    Male 

Laramie County Wyoming  4,619    Female 

Lincoln  Wyoming  5,050    Female 

Monticello  Iowa   12,234    Male 

Murray  Iowa   3,765    Male  

Oskaloosa  Iowa   2,409    Female 

Platte County  Wyoming  4,929    Male 
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School System  State   Student Population  Superintendent  

Preston   Iowa   354    Female 

Pomeroy-Palmer Iowa   2,111    Female 

Quincy   Washington  2,700    Male 

Sac   Iowa   1,299    Female 

Seattle   Washington  45,800    Female 

Sheridan County Wyoming  13,250    Female 

Spencer  Iowa   6,467    Male  

Sublette County Wyoming  1,760    Female 

Sioux City  Iowa   3,112    Male 

Sweetwater County  Wyoming  2,123    Male 

Teton   Wyoming  2,158    Female 

Uinta   Wyoming  1,340    Male  

Villisca  Iowa   1,267    Female 

Vinton   Iowa   1,511    Male 

Westwood  Iowa   1,250    Male 

Woodbury  Iowa   1,788    Male 

Wyoming Public Wyoming  6,100    Male 
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Northeast Region 

School System  State   Student Population  Superintendent  

Anderson  Indiana  10,315    Female 

Annapolis  Maryland  9,164    Male 

Astoria   Illinois   3,543    Male 

Baltimore City  Maryland  58,412    Male 

Big Spring  Pennsylvania  2,620    Male 

Blackford  Indiana  4,612    Male 

Bloomfield  Indiana  2,250    Male 

Bradley  Illinois   3,621    Male 

Bremen   Indiana  1,429    Male 

Bond   Illinois   1,985    Female 

Burrillville  Rhode Island  2,590    Male 

Caroline  Maryland  5,400    Male 

Centennial  Pennsylvania  5,900    Female  

Century  Illinois   458    Female 

Chester  Pennsylvania  2,750    Male 

Clinton  Illinois   13,200    Male 

Cranston  Rhode Island  11,222    Male 

Danville  Indiana  3,120    Male 

Decatur  Illinois   17,600    Female 

Deer Lakes  Pennsylvania  3,312    Male 

East Richland  Illinois   13,200    Male 
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School System  State   Student Population  Superintendent  

Edgewater  Maryland  4,552    Male 

Elizabethton  Pennsylvania  4,620    Male 

Effingham  Illinois   7,145    Male 

Fairfield   Illinois   3,432    Female 

Fairview  Pennsylvania  1,800    Male 

Fort Wayne  Indiana  16,220    Female 

Frankfort  Illinois   5,298    Female  

Garnet Valley  Illinois   3,456    Male 

Gary   Indiana  17,381    Female 

Gettysburg  Pennsylvania  3,396    Male 

Glenview  Illinois   1,987    Female  

Greenwood  Indiana  3,834    Male 

Harlem  Illinois   7,964    Female 

Harrisburg  Pennsylvania  11,057    Female 

Hillside  Illinois   1,220    Male 

Indian Prairie  Illinois   2,408    Female 

Interboro  Illinois   1,876    Male 

Jamestown  Rhode Island  545    Male 

Johnston  Rhode Island  3,285    Female  

Kane   Illinois   40,708    Female 

Laporte  Indiana  10,433    Female 

Laurel   Maryland  11,200    Male 
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School System  State   Student Population  Superintendent  

Marion   Indiana  8,600    Male 

Mendon  Illinois   5,049    Female 

Milan   Indiana  1,280    Male 

New Albany  Indiana  11,253    Male 

Oak Lawn  Illinois   1,109    Male 

Park Ridge  Illinois   17,430    Male 

Pittsburg  Pennsylvania  34,351    Male 

Portsmouth  Rhode Island  3,066    Female 

Prince George  Maryland  137,285   Female  

Quincy   Illinois   7,121    Male 

Rockford  Illinois   29,484    Female 

Somerset   Maryland  2,951    Female  

South Bend  Indiana  21,871    Female 

Stewardson-Straesburg Illinois  2,122    Female 

Talbot   Maryland  4,459    Female 

Valmeyer  Illinois   4,294    Female  

West Chester  Pennsylvania  19,471    Male 
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Southwest Region 

School System  State   Student Population  Superintendent  

Abilene  Kansas   6,418    Male 

Acadia Parish  Louisiana  2,370    Male 

Alief   Texas   59,116    Male 

Allen   Texas   17,049    Female 

Arkadelphia  Arkansas  3,450    Male 

Blue Valley  Kansas   20,455    Male 

Bluff Dale  Texas   7,122    Female 

Cameron Parish Louisiana  3,631    Female 

City of Bogalusa Louisiana  975    Female 

City of Monroe Louisiana  12,425    Male 

Clint   Oklahoma  9,040    Male 

Clinton  Arkansas  2,721    Male 

College Station Texas   9,258    Male 

Colmesneil  Texas   1,010    Male 

Commerce  Texas   16,200    Female 

Concordia Parish Louisiana  4,100    Female 

Dripping Springs Texas   6,300    Female 

East Baton Rouge Louisiana  34,166    Female 

Edmund  Oklahoma  4,890    Male 

Ft. Bend  Texas   68,412    Male 

Grant Parish  Louisiana  6,716    Female 
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School System  State   Student Population  Superintendent  

Harper   Texas   2,076    Male 

Jayhawk  Kansas   11,800    Male 

Jefferson Parish Louisiana  52,367    Female 

Jenks   Oklahoma  11,600    Female 

Lamar   Texas   9,650    Male 

Lawrence  Kansas   4,200    Male 

Little Rock  Arkansas  26,757    Female 

Madison Parish Louisiana  4,600    Male 

Mesquite  Texas   72,898    Male 

Morgan Mill  Texas   8,563    Male 

Oklahoma City Oklahoma  129,242   Female 

Olathe   Kansas   26,825    Female 

Osborn   Oklahoma  4,011    Female 

Ozark Mountain Arkansas  6,212    Female 

Pflugerville  Texas   19,696    Female 

Plano   Texas   54,478    Male 

Red River Parish Louisiana  1,167    Female 

Richland Parish Louisiana  3,900    Female 

Robinson  Texas   2,200    Male 

Skiatook  Oklahoma  2,266    Male 

Springdale  Oklahoma  17,112    Male 

St. Charles Parish Louisiana  6,212    Male 
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School System  State   Student Population  Superintendent  

St. Helena Parish Louisiana  4,300    Female 

St. Tammany Parish  Louisiana  6,100    Female 

St. John Parish  Louisiana  1,762    Female 

Stephenville  Texas   45,879    Male 

Tensas Parish  Louisiana  3,120    Male 

Texarkana  Texas   37,900    Male 

Three Way  Texas   2,700    Female 

Union Parish  Louisiana  2,473    Male 

Vernon Parish  Louisiana  2,140    Female 

Waco   Texas   57,000    Female 

West Baton Rouge Louisiana  51,460    Male 

West Carroll Parish Louisiana  3,690    Male 

West Franklin  Kansas   6,768    Female 

West Memphis Arkansas  9,413    Male 

Whitney  Texas   3,416    Male 

Wimberly  Texas   2,888    Female 

Winn Parish  Louisiana  4,345    Male 
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Southeast Region 

School System  State   Student Population  Superintendent  

Albertville  Alabama  3,621    Male 

Anderson County Tennessee  6,555    Male 

Anniston City  Alabama  5,820    Male 

Arab City  Alabama  3,200    Male 

Athens   Alabama  2,845    Male 

Baldwin  Alabama  24,037    Male 

Bartow   Georgia  9,424    Male 

Berrien County Georgia  2,650    Male 

Bibb County  Georgia  62,211    Female  

Biloxi   Mississippi  4,684    Male 

Bledsoe County Tennessee  1,900    Male 

Birmingham City Alabama  52,212    Female 

Brookhaven  Mississippi  2,933    Female 

Bulloch  Georgia  8,200    Male 

Calhoun City  Georgia  2,100    Female 

Carrolton  Georgia  4,200    Male 

Catawba  North Carolina 16,635    Female 

Catoosa  Georgia  16,200    Female  

Chicamuga  Georgia  1,324    Female 

Choctaw  Mississippi  5,241    Female 

Clay County  Tennessee  3,035    Male 
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School System  State   Student Population  Superintendent  

Cleveland City Tennessee  6,400    Male 

Cobb   Georgia  106,425   Male 

Cocke County  Tennessee  4,500    Male 

Cullman City  Alabama  2,700    Female 

Dade   Georgia  2,638    Female 

Dawson  Georgia  6,200    Female 

DeKalb  Alabama  8,123    Male 

Diocese of Memphis Tennessee  764    Female 

Dothan   Alabama  11,100    Male 

Douglas  Georgia  26,200    Male 

Dyersburg City Tennessee  3,350    Male 

Early County  Georgia  3,112    Male 

Etowah County Alabama  21,200    Male 

Ft. Payne City  Alabama  2,720    Male 

Grainger  Tennessee  3,366    Male 

Glynn   Georgia  12,017    Male 

Gulfport  Mississippi  7,027    Male 

Guntersville City Alabama  3,312     Male 

Hall   Georgia  22,535    Male 

Hamblen County Tennessee  19,290    Female 

Hartselle City  Alabama  4,300    Male 

Hawkins  Tennessee  7,235    Female 
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School System  State   Student Population  Superintendent  

Hoover City  Alabama  12,500    Male 

Huntsville  Alabama  23,200    Female 

Knox County  Tennessee  36,440    Male 

Lincoln  Tennessee  3,986    Female 

Macon   North Carolina 4,139    Male 

Maryville  Tennessee  4,598    Female 

Memphis City  Tennessee  110,000   Male 

Murray  Georgia  8,115    Female 

Nashville-Metro Tennessee  75,000    Female 

Onslow  North Carolina 24,500    Female 

Sullivan County Tennessee  13,000    Male 

Swain   North Carolina 1,854    Female 

Tupelo   Mississippi  7,200    Male 

Union   Georgia  2,600    Female  

Walker County Georgia  9,212    Female  

Warren   North Carolina 3,120    Male 

Whitfield  Georgia  17,263    Female 

Williamson  Tennessee  21,956    Female
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APPENDIX C 
 

SUPERINTENDENT ASSESSMENT QUESTIONNAIRE
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Personal Information 
 
1. Age  _______  2. Gender ____ Male ____ Female 
 
3. Race: ____ African American ____ Hispanic  ____ Caucasian 
 
  ____ Asian   ____ Native American ____ Other 
 
4. Are you Hispanic?     ______ Yes  _______ No 
 
5. Marital Status ____ Single ____ Married ____ Divorced   
 

   ____ Remarried ____ Widowed 
Educational Attainment 
 
6. Highest Degree Earned: ____ Masters 
 
          ____ Educational Specialist 
 
          ____ Doctorate  
  
Career Data 
 
7. Total years in Educational Leadership/ Administration: ____ 0-9 
    
        ____ 10-19 
 
        ____ 20 or more  
 
8. Average number of hours worked per week ________ 
 
9. Number of people employed in your district that you supervise? __________ 
 
10. Career Assisted by Mentor? ____Yes  ____No 
 
11. Mentor was  ____Female  ____Male 
 
12. Selection Process for current position: 
 
     ____ Recruited from another school district _____ Promoted from within 
 
     ____ Applied and selected from another district   _____ Other_____________ 
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13. What was the sequence in your career path: (Please use numbers with 1 being your 
       first position held). 
 
____ Elementary Teacher ____ Middle Grades Teacher  ____ High School Teacher 
 
____ Elementary Administrator  ____Middle Grades Administrator 
 
____ High School Administrator  ____ Central Office Director 
   
 
____ Assistant Superintendent  ____ Superintendent 
 
Specify Other_________________________________ 
 
 
School District Information 
 
14. Description of District ____ rural ____urban ____suburban 
 
15. How many students are served by your school district? _______________ 
 
16. Number of Administrators in district: 
 
 Total number of Elementary Principals ____Female ____Male 
 
 Total number of middle school Principals ____Females ____Male 
 
 Total number of high school Principals ____Female ____Male 
  
 Total number of Assistant Superintendents ____ Female ____Male 
 
 
 
The next sets of questions are based on interview experience and contract negotiations. Please 
rate 1-4 with 1 being strongly agree and 4 being strongly disagree based on your personal 
experiences during your professional pursuit of superintendent positions. 
 
          
        Disagree       Agree 
 
17. The interview process was professional and organized? 1 2 3 4 
 
18. The position was posted with clearly defined deadlines 
      and requirements?      1 2 3 4 
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19. The interview panel was an equally balanced group of 
    males and females?      1 2 3 4 
 
20. Instructions for the interview process were clear and  
    well defined before and during the interview?  1 2 3 4 
 
21. Interview questions were clear and well defined?  1 2 3 4 
 
22. Contract negotiations were clear and well defined? 1 2 3 4 
 
23. Benefits and length of contract were negotiable?  1 2 3 4 
24. Did you have the opportunity to view the contract 
      and benefit prior to being hired?    1 2 3 4 
 
25. The length of the contract was fair and well-defined? 1 2 3 4 
 
26. Opportunity for contract questions was provided? 1 2 3 4
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APPENDIX D 
 

OPEN-ENDED INTERVIEW QUESTIONS
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 Interview questions are open-ended and will be based on the experiences of  practicing 

superintendents concerning interview experiences, during the interview process, and contract 

negotiations immediately after obtaining the superintendent position. These interviews should 

take from 30 to 45 minutes with each of the 12 superintendents interviewed. 

1. Can you share any experiences that happened during your interview process that 

surprised you? 

2. Can you talk about your experiences during contract negotiations? Were you able to 

negotiate? Did you discuss benefits and length of contract? 

3. How would you describe your experiences immediately after obtaining the 

superintendent position? (Probing questions will be dictated by interviewee response. 

4. Can you talk about mixing your family and professional obligations? How do you 

make this work with all of the time obligations? 

5. Can you talk more about your career path? How did you arrive where you are now and 

what prepared you the most for this position?  

 


