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The purposes of this study were to determine the career 

paths of women superintendents in the state of Texas and 

their school board members' perceptions of their levels of 

success. 

All women currently serving as superintendents of 

public schools in Texas, as well as all school board members 

of districts with women serving as superintendents were 

surveyed. The findings of this study indicate that the 

"typical" woman superintendent was hired from inside the 

district, with a master's degree. She was 48.3 years of 

age. Her first administrative position was the principal-

ship and she moved directly from the principalship to the 

superintendency. 

The typical woman served in one district as superin-

tendent. Her teaching and prior administrative experience 

was at the elementary level. Women superintendents per-

ceived the position of teacher as the most beneficial 

experience prior to the superintendency. Women superinten-

dents perceived leadership as the most important area of her 



professional development. School finance was the area 

perceived by women superintendents as needing to be more 

extensive in their professional development. Of the women 

superintendents who responded to this survey, 68.1 percent 

reported that they did not perceive discrimination in 

attaining the superintendency. 

Of the school board members who responded to this 

survey, 56.2 percent rated their women superintendents as 

excellent, 2 6 percent rated women superintendents as good, 

12.5 percent rated women superintendents as average, 4.1 

percent rated women superintendents as below average and 1 

percent rated women superintendents as poor. Most school 

board members either strongly agreed or agreed with state-

ments that women superintendents are capable in areas of 

school finance, school law, personnel, public relations, 

bonds and building programs and leadership. Women school 

board members rated women superintendents slightly higher, 

on the average, than male school board members. 
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CHAPTER I 

INTRODUCTION 

The position of superintendent of schools has tradi-

tionally been viewed as exclusively reserved for the male 

gender in the United States as well as Texas. In the 1972-

73 school year, White (1976) reported that there were only 

three women superintendents out of a possible 1,12 6 in the 

state of Texas. This represents .0026 percent of the 

superintendents in Texas. The national average for the same 

year was .0051 percent. 

Stoker (1969) estimated that 99 percent of all superin-

tendents in Texas were male. Only five of the 800 he 

surveyed were women. 

These female superintendents were probably from 
small districts where the elementary school was the 
basic organization. In other words, these few listed 
as women were likely serving as elementary school 
Principals. This means that a woman had almost no 
chance of becoming the top administrator. 

Although the practice of considering only men for 
the superintendence is firmly established, it raises 
the question of fairness to the female sex. It seems 
that women with outstanding leadership abilities should 
be considered when superintendents are selected (Stoker 
1969, 79). 

Peters (1986) reported that nearly 99 percent of all 

superintendents in Texas were men. In this study involving 

every superintendent in Texas, it was reported that only 

thirteen out of a possible 1,068 superintendents were 



female. However, in the 1988-89 school year, the number of 

women superintendents has risen to thirty (Texas Education 

Agency Public Information Division July 1988). 

There have been several major studies concerning the 

superintendency within the last sixty years. Very few 

studies, however, have been conducted regarding women 

superintendents. Carol Shakeshaft (1987) reported, 

Few biographies of women administrators are written. 
Histories, case studies, and ethnographies almost 
always center on the male principal or superintendent. 
Consequently, we know little about the individual lives 
of women who occupy these positions (56). 

Although women currently constitute about two-thirds of 

public school teachers in the United States, women occupy 

less than one-sixth of the administrative positions. Fewer 

women are in administrative positions since World War II. 

As a result, U.S. education is being deprived of a large 

percentage of the best leadership talent available to it. 

Strong and effective campaigns are providing women some 

relief from discrimination and occupational sex-stereo-

typing. 

Fischer (1978) found that women's aspirations decreased 

as their responsibilities increased. Only a very small 

percentage of women apply for administrative positions; 

however, only a very small percentage of either sex apply 

for administrative positions. Large percentages of both 

sexes reported that they were unwilling to move to further 

their education or to move into administrative positions. 



The potential for administrative aspirations by female 

students is adversely affected by the scarcity of female 

administrators to serve as role models. Also, the virtual 

male dominance of administrative positions and the perceived 

unfair odds of the competition intimidates women and 

inhibits their aspirations (Fischer 1978). 

On a more positive note, Fischer found that men's 

acceptance of women in the profession is increasing. Women 

teachers are also becoming more willing to accept other 

women in administration. Men are becoming more willing to 

accept the idea that women can be successful both as mothers 

and public school administrators. 

The number of women public school superintendents in 

Texas is increasing. It is important to examine the 

previous experiences of these superintendents and determine 

their level of success within their positions. A comprehen-

sive study of career paths and success levels of women 

superintendents within the state of Texas would serve to 

explain how these women moved through the ranks to the 

superintendency and determine how well they are currently 

doing in their positions. 

Statement of the Problem 

The problem of this study was to determine the career 

paths of women superintendents of Texas public school 



districts and to determine their school board's perception 

of how well they are performing as superintendents. 

Purposes of the Study 

The purposes of this study were: (l) to determine if 

patterns can be ascertained in the career paths of women 

currently in the superintendency, (2) to determine school 

fro^rd members' perceptions of success levels of women 

superintendents, (3) to determine the areas of professional 

development viewed as most important in preparation for the 

superintendency. This information will benefit women 

seeking the superintendency, universities which train 

superintendents, the Texas Education Agency, Texas Associa-

tion of School Administrators, and the Texas Association of 

School Boards in the development of programs for administra-

tive leadership. 

Research Questions 

1. Do women superintendents perceive difficulties 

unique to their sex in attaining the superintendency? 

2. Are women superintendents being employed chiefly 

from within the district or from outside the district? 

3. What are the educational levels of women superin-

tendents of schools in the state of Texas? 

4. Have women superintendents had work experience 

outside the field of education? 



5. What is the current average age of women superin-

tendents? 

6. What was the average age of women when they assumed 

their first superintendency? 

7. What positions did women hold immediately prior to 

assuming their first superintendency? 

8. How many districts have women served in (1) prior 

to assuming their first superintendency, and (2) as superin-

tendents? 

9. After attaining the superintendency, have women 

moved to superintendencies in larger districts? 

10. At what grade levels (elementary, middle school, 

secondary) have women superintendents had teaching experi-

ence? 

11. At what grade levels (elementary, middle school, 

secondary) have women superintendents had administrative 

experience? 

12. What professional positions do women superinten-

dents perceive to be most beneficial prior to assuming the 

superintendency? 

13. How do women superintendents prioritize the 

importance of various areas of professional development as 

preparation for the superintendency? 

14. In what areas do women superintendents think their 

professional development should have been more extensive? 



Research Questions for School Board Members 

1. What are the criteria school board members utilize 

when selecting women superintendents? 

2. How do school board members rate their woman 

superintendent? 

3. Is there a difference in the perceptions of male 

and female school board members concerning women superinten-

dents? 

4. How do school board members rate women superin-

tendents7 abilities in the areas of curriculum, finance, 

business, school, law, personnel, public relations, bonds 

and building programs? 

5. How do school board members rate their woman 

superintendent's leadership ability? 

Definition of Terms 

Superintendent - is the chief administrative officer of a 

public school district. 

Board of Education - members who are officially elected and 

empowered to govern the local school districts in Texas. 

Career Path Patterns - the route that individuals take 

through the ranks in order to obtain the superintendency, 

i.e., teacher, assistant principal, principal, assistant 

superintendent, superintendent. 

"Good ole boy system" - an almost undefinable but widely 

used term. Good ole boy is a colloguial expression that 



connotes a person who is promoted within an organization 

based on the idea that others like him because he is male 

and a Texan, not because he is the best-qualified candidate 

for the position. 

Women Superintendents7 Success T.evels Survey - questionnaire 

mailed evsry school board member of a district with a 

women superintendent in the state of Texas (see Appendix A). 

Career Path Survey - questionnaire mailed to every woman 

superintendent of a public school district in the state of 

Texas. The purpose is to identify the paths women take in 

progressing to the superintendency (Appendix B). 

Demographies. - data obtained from the Career Path Survey 

that is specifically designed to answer questions pertaining 

to age, number of years in teaching, number of years in 

administration, and the highest level of education attained. 

Background and Significance 

In the last decade, several studies have been conducted 

on the career paths that women take with regard to the 

superintendency. Several studies have compared women 

superintendents' career path patterns to that of men 

superintendents. From these it is possible to examine the 

characteristics of women superintendents with regard to age, 

sex, education, career paths, and other characteristics that 

are similar to male superintendents. 



Women begin their careers committed to education. Most 

women administrators reported that they knew they wanted to 

teach as early as the beginning of high school. Most women 

administrators reported that they began teaching immediately 

after graduation from college. 

A few years after beginning to teach, many women take a 

leave of absence to raise a family. For those that take a 

leave of absence, it is usually in their early 20s. Many 

women go through the master's program during their leave of 

absence. Most specialize in education, although a few major 

in administration. 

Women generally enter into administration in their 

early 3 0s, after someone in the district encouraged them to 

do so. Studies indicate that if a women seeks her first 

administrative position on her own and fails, she will try 

again only once or twice and then cease pursuing administra-

tion. 

Women usually enter administration via the elementary 

principalship or as subject matter specialists. Most women 

stay at this level throughout the remainder of their career. 

If she moves, she will usually be promoted to a supervisor's 

position in the central office or as a director or coordi-

nator of curriculum. For that small number of women who 

become secondary principals and later superintendents, their 

career paths are more similar to that of men (Shakeshaft 

1987) . 



Gaertner (1981) identified three career paths, two of 

which lead to the superintendency. In the first, the path 

is from teacher to supervisor to assistant superintendent to 

superintendent. Women on this path usually stop at the 

supervisor level. The second path is from teacher to 

assistant secondary principal to assistant superintendent to 

superintendent. Women rarely use this route to the superin-

tendency. The third career path was the most common method 

used by women to secure the superintendency. The path began 

at the teacher level to assistant elementary principal to 

elementary principal to superintendent. This path only ends 

at the superintendency in elementary districts (i.e., 

districts containing grades K-6 only), and it is usually a 

male who becomes elementary superintendent of a district 

which only has an elementary school. 

A study conducted by the American Association of School 

Administrators in 1960 identified two major career patterns 

to the superintendency. The most common pattern reported in 

districts of 100,000 or more students was teacher to 

principal to central-office to superintendent. In smaller 

districts, the most common pattern reported was teacher to 

principal to superintendent (Figure 1). 

There is a rapidly increasing number of women entering 

the superintendency in Texas. There has been little 

research designed to provide information about how these 

women moved through the ranks to the superintendency. This 



10 

study provides a unique opportunity to answer several 

questions pertaining to their career paths and their level 

of success as perceived by their school board members. This 

information should benefit those women who aspire to become 

superintendents as well as educational institutions which 

train school administrators. 

Organization of the Study 

This study is organized into five chapters. Chapter I 

provides an introduction, statement of the problem, purpose 

of the study, the research questions to be answered, 

definition of terms and background and significance of the 

study. Chapter II presents a review of the related 

literature. Chapter III describes the population tested and 

the research instruments. It also defines the procedures 

used in collecting and analyzing the data. Chapter IV 

consists of the analysis of the data and the findings of the 

study. Chapter V presents the conclusions, implications and 

suggestions for further research. 
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CHAPTER II 

REVIEW OF LITERATURE 

This review is based upon readings from books, 

articles, and dissertations and is divided into two areas. 

The first area deals with the characteristics of women who 

aspire to be a school superintendent or who are presently 

serving as superintendent of schools. The second area 

concerns the career paths women take in progressing to the 

superintendency. 

Characteristics of Women Who Aspire to be 
Superintendents or Who are Currently 

Serving as Superintendent 

Much of the recent literature regarding women superin-

tendents has focused on their psychological and cultural 

attributes. Issues such as child-rearing practices, role 

conflicts, assertiveness, sex discrimination, and family 

backgrounds are important to the understanding of the makeup 

of the individual who chooses the superintendency as a 

career. From this literature it is possible to examine the 

traits that are characteristic of women superintendents. 

Shakeshaft (1987) reported that women at all levels of 

administration are older than men in similar positions, are 

less likely to be married, and are more often members of 

minority groups. Women at all levels of administration more 
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often come from urban backgrounds, are politically more 

liberal, identify as non-Protestants more often, and are 

likely to have taught longer than men before entering 

administration. Usually, these women will earn less for 

doing the same job as a man. 

Women begin their administrative careers in their mid 

to late forties. Black women become administrators younger, 

on the average, than white women. Picker (1980) indicated 

that women may be moving into administration earlier in 

their careers now than in the past. 

The typical woman administrator comes from a rural 

area. Usually she is the firstborn or only child. She was 

raised in a two-parent family. Her father did not graduate 

from high school. Most often, her father's occupation would 

be farming. Her mother generally has a higher level of 

education than her husband. The typical woman administra-

tor's mother had either a high school diploma or a college 

degree; however, the overwhelming majority were homemakers. 

Fifty-six percent of women administrators are married. 

Sixty-three percent of all black women administrators are 

married. 

Husbands of women administrators are typically college 

graduates and a large percentage have advanced degrees. 

Fifty percent of the women administrators reported earning 

more than their husbands (Shakeshaft 1987). 
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In comparison, Paddock (1978) reported that the 

majority of women administrators are Protestants. Half are 

registered democrats. Women administrators usually belong 

to educational organizations, League of Women Voters, The 

American Association of University Women, and the National 

Organization of Women. 

Barnett (1979) found that women's self-worth increases 

during midlife. Also, middle age usually means less demands 

on mothers as their children mature. This might explain why 

women move into administration later than men. 

Paddock (1978) found that demands of homemaking were 

perceived by women as an obstacle in their careers. Over 40 

percent of the women in her study reported that they took 

sole responsibility for housework, cooking, and childcare. 

Coatney (1982) found that approximately 75 percent of 

the women superintendents were between the ages of forty and 

fifty-nine. Approximately 60 percent were married and 

nearly 39 percent had no children. Seventy-six percent had 

no children under eighteen years of age. Nearly two-thirds 

spent most of their childhoods in rural areas or small 

towns. 

Costa (1969) reported finding that the typical woman 

superintendent is married, has one or two children and is 

over forty years of age. Most of the subjects in this study 

reported working from fifty-five to ninety hours per week. 

Fifty-one and one-half percent did not employ housekeepers 
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or babysitters. Unmarried subjects reported working more 

hours than married subjects. 

In comparison, Stepherson (1980) found that the typical 

woman superintendent is white, married with two or less 

children, and is between the ages of forty and fifty-nine. 

Fewer than 8 percent of women superintendents in this study 

come from an ethnic minority. Ninety-three percent of the 

respondents in this study had been a superintendent from one 

to nine years. 

Richardson (1979) found that men and women superinten-

dents have similar personal and job-related characteristics. 

Women, however, were found to be older at the age of first 

appointment, fewer were married, their salary was lower, and 

their district size was smaller than male superintendents. 

Both men and women perceive their gender to be a factor 

in helping or hindering them in the attainment of the 

superintendency. Men felt it to be of help; women felt it 

to be of no help or a hinderance. There was no single 

factor to explain why the percentage of women administrators 

continues to decline. 

There is no single set of commonalities inherently 

prohibiting the majority of women from entering administra-

tion. Mauter (1980) found that: 

The female administrators perceive themselves as cominq 
traditional homes and traditional values regarding 

self-discipline, the work ethic and acceptance of 
others... Instead o f t h e following traditional role 
expectations, however, these women have attained career 
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positions which are considered nontraditional for 
females. Therefore, they are "unique" among women, but 
not necessarily unique among administrators (45). 

Women who aspire to be administrators view themselves 

as being independent, assertive, stable, secure, and 

competitive. These women reported that they have received 

much support and encouragement from their families and 

teachers. On the average, these women did very well in 

grade school and high school. They enjoyed competing with 

boys in scholastic activities. 

Thus it is concluded that the continued socialization 
of women into traditional sex roles and careers based 
on stereotypic personality traits and role expectations 
inaccurately and unfairly limits opportunities for 
women (Mauter 1980, 45). 

Marshall (1979) reported that public school administra-

tion is viewed as a male sex-stereotyped role. Women have 

unequal access to the socialization necessary to fulfill 

this role so they must go through a special socialization 

process. 

Career demands and informal job criteria which are 
male-oriented normed conflict with women's homemaker 
roles and women's sexuality, crediting female-role 
strain. Women have unequal access to sponsored 
socialization and mobility. Continued efforts should 
be made to reduce the negative impact that sex bias 
stereotyping, and sex discrimination have on women's 
motivation and on their career development (3794). 

Women must change in regards to the cultural expecta-

tions for women if they wish to pursue careers in educa-

tional administration. While it is necessary to maintain 

their identities as women, they must also maintain the 
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school as the focal point, similar to the attitude held by 

men in administration. As central office personnel, women 

administrators must integrate their personalities into the 

organizational demands. Those who are successful are those 

women who view themselves professionally, who have had much 

experience working with men, and who are personally moti-

vated to be successful (Shakeshaft 1987). 

Many women administrators have not married or become 

mothers. More than 75 percent reported, however, no concern 

for stereotypic traditional roles of women. Husbands of 

women administrators were very supportive of their career 

goals. A large number of women superintendents reported 

that they exceeded their husband's educational level and 

their husband's salary (Mauter 1980). 

Jackson (1980) noted that the qualities which con-

tributed to the success and achievement of women administra-

tors are the same qualities that contribute to the success 

of male administrators. Women administrators were able to 

juggle both home and career responsibilities by sharing the 

workloads with their husbands and families. Successful 

women administrators should have both the ability to work 

with people and to produce. 

Sixty-six percent of all women superintendents surveyed 

reported that they did not view themselves as different from 

their female peers during growing up years. Sixty-one 

percent felt that they had been reared in conservative homes 
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(Schuch 1980). Seventy-eight percent of women superin-

tendents reported that they experienced discrimination in 

their professional careers in regards to their sex. 

Schuch found that the typical woman superintendent is a 

Protestant with personality characteristics that include: 

extraverted, intuitive thinking, and judging. Her value 

system in order from highest to lowest was theoretical, 

economical, political, aesthetic, religious, and social 

(Schuch 1980). 

Guy (1979) compared career paths of male and female 

superintendents in Ohio. She found that many women avoid 

the conflicting roles of wife, mother, and administrator by 

not marrying, or those that did marry, had smaller families 

or no children at all. The conflict of child-rearing duties 

and professional roles appears to have attributed to women 

being older when deciding upon administration and older when 

completing their education. 

While men generally reported monetary reasons as a 

primary influence for becoming a superintendent, women 

appeared to have more altruistic reasons. The study also 

concluded that there is an ample number of highly qualified, 

certified women in Ohio for the superintendency (Guy 1979). 

Women superintendents perceived themselves as being 

humanistic, people-directed individuals. Most reported 

sex-related items as the most inhibiting factors. Among the 

ten most inhibiting factors in their careers were attitudes 
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of men and other women in education regarding women admin-

istrators. Career and home responsibilities, mobility, and 

flexibility were also perceived by some respondents as 

limiting to their career progress in administration (McShea 

1979) . 

Orland (1986) conducted in-depth interviews with six 

women superintendents in New York, New Jersey, and Connec-

ticut during the 1986 school year. She found that certain 

early childhood experiences and family values seemed to play 

a significant role in the success of these women as execu-

tives. Combinations or patterns of personality traits, such 

as self-confidence, assertiveness, perfectionism, and 

competence seem to facilitate the success of women admin-

istrators. Orland identified problems that included 

resistance and/or sexist remarks from male colleagues, lack 

of support systems and ineffective recruitment of women. 

Career Paths Women Take with Regard 
to the Superintendency 

A study conducted by the National Education Association 

(1973) found that women begin their administrative careers 

later than men. In the 1972-73 school year, it was found 

that the greatest number of women in educational administra-

tion were in the central office. The National Education 

Agency's data for 1970-71 show that 37.5 percent of central 

office administrators were women. Thirty-eight percent of 

these women were in instructional and supervisory areas, and 
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48.2 percent were in general administration. Only 2.9 

percent were found to be deputy superintendents, 10.3 

percent assistant superintendents, and .6 percent were 

general superintendents. 

In the 1972-73 school year, women were found holding 35 

percent of the central office positions, 5.3 percent of 

assistant superintendents, 6.2 percent of the deputy 

superintendents and 0.1 percent of general superintendents 

(NEA 1973) . 

The generally held assumption is that when women enter 

the teaching profession they will remain teachers. There 

are three factors that exist which aid in formulating this 

perception. Women continue to dominate teaching, especially 

at the elementary level. Secondly, many people believe that 

women should be the teachers of young children. Thirdly, 

many people believe that school administration takes a woman 

out of the home for too much of the time (Shakeshaft 1987) . 

Women usually receive tenure in many states after three 

years of teaching. Although tenure is usually accomplished 

with relative ease, thirty out of fifty-five aspiring women 

administrators reported some difficulty in obtaining tenure. 

This means that women that aspire to advance themselves 

professionally must be cautious. One direct result of this 

cautious attitude is the fact that many women move into 

administration by attaining specialist or staff positions. 
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The next step for most specialists is generally the super-

visor's position. 

The most severe obstacles in the career path of women 

are: (l) the initial departure from teaching; (2) occupying 

those positions which do not provide opportunities for 

upward mobility such as the elementary principalships; 

(2) losing out to white males in the competition for line 

positions; and (4) coming up with the wrong career paths, as 

for example, becoming specialists rather than principals 

(Ortiz 1982). 

Coatney (1982) found that all women superintendents 

surveyed in her study had acquired at least a bachelor's 

degree, 95.4 percent had a master's degree, and 39.5 percent 

had earned doctorates. Eighty percent of women superinten-

dents with doctorates had majored in educational administra-

tion. 

Approximately sixty—nine percent of women superinten-

dents began their careers at the age of twenty—one as an 

elementary teacher. The average age to begin administrative 

experience was thirty—four, after ten years of classroom 

teaching. The average age of women for appointment to the 

superintendency was forty-two. Sixty-two percent of the 

women superintendents perceived no barriers in their careers 

because of their sex. Seventy-eight percent of the women 

were satisfied in the superintendency (Coatney 1982). 
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Costa (1969) found that most women superintendents were 

promoted from within the district rather than being hired 

from outside the district. The typical woman superintendent 

moved from teacher to the principalship followed by the 

assistant superintendency and then to the superintendency. 

The majority of women superintendents maintained an 

uninterrupted career path, with 65 percent not having taken 

a leave of absence. Most of the subjects in this study had 

taught fewer than ten years and averaged nine years admini-

strative experience as principals. Ninety-four percent were 

in their first superintendency. The subjects average 4.2 

years in their current superintendency with 50 percent 

employed in the last 2.5 years. Most had not planned to 

become superintendents. 

Sixty-one percent of the women superintendents iden-

tified their sex, lack of definite career goals, and lack of 

confidence in themselves as obstacles. Ninety-five percent 

reported having had mentors who helped advance their 

careers. 

Fifty-five percent of the women superintendents 

reported that they were not their families' chief income 

recipient. Ninety-eight percent had earned master's 

degrees, and 33 percent of the women superintendents had 

earned doctorates (Costa 1969). 

Mears (1982) reported finding that women superinten-

dents held master's degrees in higher percentages than men 
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superintendents. A higher percentage of men held specialist 

and doctoral degrees. Female superintendents had more 

experiences in education before becoming superintendent than 

male superintendents. 

Women superintendents are much more positive in their 

attitudes with regard to women in the superintendency than 

male superintendents. However, both male and female 

superintendents held positive attitudes with regard to women 

in the superintendency. Educational experience, educational 

level and age, when compared by sex, had no influence on the 

attitudes of superintendents (Mears 1982). Women superin-

tendents, on the average, are older than their male counter-

parts . 

Stepherson (1980) found that only 15 percent of the 

women superintendents surveyed have served ten years or more 

and only 0.05 percent have served as superintendents for 

more than thirty years. The majority of women superin-

tendents earned between $30,000 and $35,000 in 1980. 

All women superintendents in the Stepherson study began 

their educational careers as classroom teachers. Forty-

eight percent spent ten or more years in the classroom prior 

to their first administrative appointment. Approximately 87 

percent of women superintendents hold advanced degrees in 

education. 

Most women superintendents attained their position via 

the principalship and central office. Most are generally 
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satisfied with their career paths to the superintendency and 

are planning for another superintendency in a larger school 

district. Fifty percent of the women superintendents 

reported that it is very important to establish early career 

goals. Thirty-one percent agreed that job competency is 

important (Stepherson 1980). 

Female administrators have similar career paths as male 
administrators with respect to educational preparation 
and training, but their employment is concentrated in 
large urban school districts located in metropolitan 
areas. Discriminatory hiring and promotion practices 
were listed as a major concern of women administrators. 
The greatest percentage also indicated the stereotyped 
attitudes about women's roles was the most limiting 
factor in pursuit of their goals (Mauter 1980, 45). 

Jackson (1980) reported that the majority of women 

superintendents began their careers at the elementary level 

or in the central office. Most women superintendents 

reported being employed as a result of outside influences. 

These women felt that geographic mobility was an important 

factor. 

There was little or no pattern of sex-role conflicts 

found in the Jackson study. The majority of women superin-

tendents acknowledged that they dealt with informal systems 

through unofficial means. Successful women superintendents 

were found to be sensitive, related well with others, were 

visible, proactive, hard workers, energetic, and demonstra-

ted good conflict-resolution skills. Weaknesses unique to 

women superintendents were attributed primarily to sociali-

zation and cultural conditions. 
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Successful women superintendents, on the average, 

reported that they attained most positions without conscious 

career planning. They believed that they had less geo-

graphic mobility than men and they often utilized unob-

trusive means to deal with the informal power structures 

within their districts. 

Leizear (1984) studied the effects mentors had in the 

careers of women superintendents. The typical respondent in 

her study was a woman who had served in a central office 

position or superintendency for fewer than five years. The 

majority of respondents cited their major duties as curric-

ulum and instruction. 

Most of the women in upper levels of public school 

administration began their educational careers as elementary 

teachers. They had served in five positions before reaching 

upper levels of administration. Six out of ten women 

superintendents were in the six smallest districts in the 

study. Seventy-six percent of women administrators indi-

cated the presence of career mentors. Eighty-two percent of 

the respondents who reported having mentors indicated that 

their mentors had an extraordinary influence on the develop-

ment of their careers. Eighty-five percent of the respon-

dents with mentors believed that their career advancement 

was accelerated by their mentor relationships. Seventy-nine 

percent of the respondents with mentors reported their most 
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significant mentors were male. Seventy—eight percent of the 

respondents said that they are serving as mentors. 

Schuch (1980) found that 56 percent of women superin-

tendents surveyed said their biggest factor in reaching the 

superintendency was being in the right place at the right 

time with the right qualifications. Eighty percent felt 

that they differed from their male colleagues in leadership 

style and preparation for the superintendency. Forty-four 

percent saw themselves as better prepared, more experienced, 

and better qualified than their male colleagues. Fifty-nine 

percent reported that they would not change districts for a 

new challenge. 

The typical woman superintendent in the Schuch study 

had been in public education for twenty-seven years, 

fourteen of those in administration. She had been a 

principal and assistant superintendent before assuming the 

superintendency. 

Guy (1979) found that women's career paths to the 

superintendency are significantly different from men with 

women having a more indirect path. Women hold significantly 

fewer principalships and reported a lack of mentoring. 

Being a female was perceived by women to be a detriment to 

successfully acquiring the superintendency. 

Career goals, reasons for entering educational admin-

istration, and reasons for earning the superintendent's 

certification differed for women and men. It was found that 
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women experience a diminishing of career expectations and 

aspirations in the pursuit of the superintendency. 

Educational administration is a male-dominated profes-

sion and women are at a disadvantage in achieving the 

superintendency since their career paths are significantly 

more indirect. The lack of the principalship is the main 

reason women take an indirect route to the superintendency 

(Guy 1979). 

Women experience less opportunity for mobility from 

staff to line positions and, as a consequence, women often 

achieve more than men in other ways, such as higher grades, 

more certifications, and more doctorates. 

McShea (1979) found that 12 percent of women superin-

tendents worked in suburban school districts, and another 27 

percent were located in rural systems. The largest propor-

tion (48%) of the women were superintendents of elementary 

districts (i.e., schools containing K-6 only). Dorner 

(1982) found the typical woman superintendent to be employed 

by a rural community with a K-12 school system with one to 

four schools which educates under 3,000 children. 

In a study of women administrators in Texas, White 

(1976) reported that men were found to be much preferred to 

women for administrative positions. All things being equal, 

superintendents reported that they were not likely to hire 

women as administrators. 
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White also noted that although women predominate 

teaching positions in Texas, they are poorly represented in 

administrative roles. For example, she found only five 

women serving as assistant superintendents in the entire 

state. Also, women comprised only 10 percent of all 

principalships in Texas for the 1972-73 school year compared 

to a 20 percent national average for the same period. 

Fifty-nine percent of the supervisors in Texas were reported 

to be women. Most women were found to begin administration 

after twenty years of classroom teaching. 

Perhaps Carol Shakeshaft (1987) explains why there are 

so few women superintendents: 

^ a. l°r m a n y w o m e n ' t h e superintendency is not a iob 
that has appeal. it has power and prestige but it 
lacks for these women, the day-to-day experiences that 
make work enjoyable. One women said that she would "no 
sooner like to be a superintendent that I would a 

B o t h a r e j o b s t h a t s e e m undesirable 
uo me" (73-74)• 

Patricia Russell-McCloud (1987) emphasized that women 

educators are proving their skills in public school admini-

stration now more than ever. "More women now are moving up 

the professional ladder," McCloud said. She strongly 

encouraged the women administrators in attendance at the 

conference to have a five-year plan for their careers. 

"Success," she said, "is making the right decisions." She 

went on to say that women can learn to make the right 

decisions by learning from their previous mistakes. McCloud 

recommended that women educators read, seek out mentors and 
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find other women to help bring them up through the ranks 

(McCloud 1987). 

The number of women in the superintendency has risen 

from a handful ten years ago to more than 350 nationally 

today. Ten years ago the Ford Foundation donated a $140,000 

grant to the American Association of School Administrators 

to help seventy-five aspiring women superintendents. 

Twenty-one Ford Foundation participants have reached the 

superintendency and several others occupy a variety of 

education leadership roles such as the assistant superinten-

dency. 

The seventy—five women were chosen from six hundred 

applicants. The three-day training session focused on 

preparing women for the superintendency. Each woman was 

already certified as a school administrator and considered 

competent in her field. 

Because women administrators erroneously believe that 

hard work alone will eventually be rewarded, the training 

sessions emphasized practical, social and political skills 

such as resumes, cover letters and contracts. Participants 

also watched themselves in simulated job interviews which 

were videotaped. 

Women administrators were encouraged to be visionary 

and establish mentor relationships. The workshop also 

established a network of women executives that survives 

today. 
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Most of the Ford Foundation participants who attained 

the supermtendency work in districts with fewer than 25,000 

students; however, Lee Etta Powell of Cincinnati is a Ford 

grant alumna. The women work in middle-income districts as 

well as lower income districts. 

The alumna reported that they value the opportunity to 

make an impact on teachers and students in their districts. 

Most attempt to involve teachers in the planning process. 

There is a greater focus on academics. The training 

workshops enable the participants to better develop programs 

for student achievement by working with parents. Many 

participants now have parent meetings on Sunday afternoons 

so that more parents can attend. 

Hazel Malone, superintendent of Grant Joint Union 

School District in Sacramento, California, established seven 

clearly stated district goals upon attaining her first 

superintendency. she discussed these goals and strategic 

plans to accomplish these goals with the teachers at each 

campus in her district. 

Many women administrators still report sex bias in 

education, though not necessarily from their own profes-

sional ranks. For example, Barbara Hasson, superintendent 

of schools in Hershey, Pennsylvania, reported that she was 

not invited to join the Rotary Club, even though the 

superintendent has traditionally been a member. Also, many 

women f e a r that there will be a decline of women that choose 



32 

educational administration for careers in the future. Marge 

Chow, superintendent of Richland School District in south-

eastern Washington, offers this advice for women educators, 

"Being a superintendent is the best job in education. It is 

a role in which you can really make a tremendous difference 

for kids" (McCloud 1987, 8). 

A two-year study by Stephen stark, associate professor 

at Texas ASM University, revealed that the number of women 

superintendents in Texas has tripled in a three-year period 

from 1985 to 1988. The number of women assistant superin-

tendents jumped from 65 to 115. 

Stark believes that this rapid change of hiring women 

superintendents came about with the passage of House Bill 72 

m 1984. This legislation redefined the role of top 

administrators. it requires that they be master teachers 

and curriculum specialists. Many male superintendents who 

had been promoted from coaching and business management were 

forced out because they lacked the curriculum and instruc-

tion expertise (Brown 1988). 

Stark also pointed out that women may be better able to 

understand what will work and will not work in the class-

room. Women superintendents are more accepted by women 

teachers, which may improve morale. 

The assistant superintendent for instruction in an East 

Texas school district said neither she nor the superin-

tendent, a female, have experienced any problems due to 
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their sex. "When the superintendent was named four years 

ago, there was only one other female superintendent in the 

entire state," the assistant superintendent said. "Since 

that time, three others have been named in East Texas alone. 

It's a wide-open field for women" (Brown 1988). 

In order to be successful as superintendent of schools, 

women must be able to establish and maintain effective 

relationships with their boards of education. School boards 

only women that exhibit the necessary qualifica-

tions and certifications. A woman applying for the superin-

tendency must also have a personal and administrative style 

that meshes well with the school board's style. An effec-

tive relationship depends on mutual trust, mutual loyalty 

and clearly defined roles. Women superintendents should 

strive to develop shared experiences of both formal and 

informal nature, apart from regularly scheduled meetings to 

build a positive rapport with their boards of education. 

In order to maintain effective school board relations, 

women superintendents should focus on positive, two-way 

communication. There should be regular publications of 

interesting information. Specific communications and 

personal dialogue are also important. Open but well-planned 

meetings with predictable agendas that allow participants to 

prepare also add to good relations (Twiford 198 6). 

Peters (1986) reported that there were a total of 

thirteen female superintendents in the state of Texas. 
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"There is a small but growing minority of the population of 

superintendents, the additional findings revealed the 

differences between female superintendents and their male 

counterparts" (Peters 1986, 142). 

More female superintendents in Texas (46.2 percent) 

hold doctorate degrees than male superintendents (22.5 

percent). Female superintendents generally have attained a 

higher level of education than male superintendents (Peters 

1986). 

Two women superintendents in the Peters study reported 

that they had taken time off to raise a family. No male 

superintendents had taken time off from work for family 

reasons. Two of the women superintendents who responded to 

this survey reported outside business experience and two 

more reported work experience for the Texas Education 

Agency. 

The average age of female superintendents was slightly 

higher than the reported age of male superintendents. The 

average age of female superintendents was 49.1 years 

compared to an average age of 48.6 years for men. 

Women superintendents had been in their current 

positions for 2.3 years. Females had served in this 

capacity for shorter periods of time than male superinten-

dents. The average length of tenure in the current posi-

for* males was 6.4 yeairs. 
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In the Peters (1986) study, only one female superinten-

dent reported working in more than one district, and that 

was for one year. For male superintendents, the average 

number of years in previous superintendencies was 4.94. 

There were slightly fewer women that began their administra-

tive careers as a principal than male superintendents. 

Fewer female superintendents (46.2 percent) began their 

administrative careers as a principal compared to 62.4 

percent of male superintendents. 

Female superintendents spent more time in public school 

education prior to their first superintendency than their 

male counterparts. Women superintendents averaged 22.9 

years in public school education prior to their first 

superintendency. The average years of experience in public 

schools for males was 16.2 years prior to their first 

superintendency. The greatest number of years in public 

school education prior to the first superintendency for any 

superintendent was thirty-nine. This superintendent was a 

female. 

Female superintendents held more different educational 

positions prior to the superintendency than did male 

superintendents who responded to this study. The average 

number of positions held by women superintendents was 6.3. 

For male superintendents, the average number was 4.5 

positions. 



36 

Women superintendents were more likely to have been 

assistant superintendents and less likely to have been 

principals prior to the first superintendency than their 

male counterparts. Of all female superintendents who 

responded to the survey, 23.1 percent had been principals, 

and 38.5 percent were assistant superintendents prior to 

their first superintendency. In comparison, 55.5 percent of 

the males had been principals and 21.6 percent had been 

assistant superintendents prior to their first superinten-

dency. 

Female superintendents served in slightly more dis-

tricts prior to the first superintendency than male superin-

tendents. Females served in an average of 3.2 districts 

prior to their first superintendency. Male superintendents 

averaged 2.4 districts prior to their first superintendency. 

Female superintendents were older than male superintendents 

upon attaining the first superintendency. Female superin-

tendents were seven years older than males on the average. 

The average age of women superintendents in Texas was 46.7 

years. The average age of male superintendents was 3 9 . 4 

upon attaining their first superintendency. 

Women superintendents served in fewer districts as 

superintendent, on the average, than their male counter-

parts. Women served in an average of 1.2 superintendencies 

compared to 1.5 superintendencies for males (Peters 1986). 
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The largest number of male superintendents who respon-

ded to the Peters study reported that they had been coaches. 

In comparison, women superintendents reported diverse 

backgrounds in teaching prior to beginning their administra-

tive careers. There was no one level or field that was 

found to be predominate for women superintendents. There 

were no additional areas examined in this study found to be 

of substantial difference between male and female superin-

tendents (Peters 1986). 

Summary 

Women at all levels of administration are generally 

older than their male counterparts. They are less likely to 

be married, more often members of minorities, more often 

from rural areas, more liberal and more often non-Protes-

tants than male superintendents. Women superintendents 

taught longer than male superintendents before entering 

administration and generally earn a smaller salary and work 

in smaller districts than male superintendents. 

Women superintendents usually begin their administra-

tive careers in their mid-forties. They usually came from 

two-parent families. Their father generally farmed and 

their mothers are reported to be more highly educated than 

their fathers. 

Many women superintendents reported their sex, the role 

of homemaker and parent and a lack of confidence as 
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hindrances in their careers. Seventy-five percent of women 

superintendents were found to be between the ages of forty 

and fifty-nine. They were usually married with one or two 

children and worked on an average of fifty-five to ninety 

hours per week. 

Women in all levels of administration must share 

similar attitudes and viewpoints as male administrators. 

They must hold the school as the central focal point, work 

with people and produce. 

Women generally enter administration via the elementary 

principalship or central office as a director or specialist. 

Both of these positions provide little opportunity for 

advancement. 

Ninety-five percent of women superintendents hold a 

Master's degree and 39.5 have doctorates. Most women 

superintendents were promoted from within the district. The 

typical woman moved from teacher to principal to assistant 

superintendent to the superintendency. 
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CHAPTER III 

METHOD OF STUDY 

This chapter identifies the population on which the 

study was conducted. The instruments that were utilized in 

the study are described. The methodology employed in the 

collection of the data are defined. Finally, the statisti-

cal treatment of the data is outlined. 

Population 

The population for the study consists of all women 

superintendents of public school districts in the state of 

Texas and all of their respective school board members as 

defined by the Texas Education Agency Division of Informa-

tion Analysis (July 1988). These districts range in size 

from the largest district with an enrollment of 194,389 to 

one of the smallest districts in the state, with an enroll-

ment of eighteen. 

Districts are divided into six categories according to 

student enrollment figures as reported by the Texas Educa-

tion Agency. 

Group A 
Group B 
Group c 
Group D 
Group E 
Group F 

less than 300 
300 to 1,499 
1,500 to 4,999 
5,000 to 9,999 
10,000 to 49,999 
50,000 or more 

11 districts 
8 districts 
5 districts 
2 districts 
4 districts 
1 district 

43 
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These groups have general staffing patterns of the 

school districts. Group A schools usually have a superin-

tendent who also serves as principal. There is usually only 

one section per grade, or there may be more than one grade 

m a classroom. The schools in Group B have a full-time 

superintendent, one or more sections per grade and usually 

have a principal for each campus. The majority of schools 

in Group c have a full-time superintendent, both an assis-

tant principal and an assistant superintendent. The schools 

m Group D have a full-time superintendent, usually have 

more than one high school and several elementary and middle 

schools. Group E schools have a full-time superintendent, 

are represented by multiple campuses at all levels, multiple 

layers of administration, and are occasionally divided into 

geographic areas. There is only one district in this study 

that falls into Group F and has a full-time superintendent, 

multiple campuses at all levels, multiple layers of admini-

stration and is divided into geographic areas for admini-

stration. 

Instrumentation 

A panel of experts composed of three college professors 

from the University of North Texas, three superintendents 

and three school board members were asked to evaluate the 

Women Superintendents' Success Levels Survey Form (Appendix 

A) in September 1988. Several changes were made by the 
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investigator to improve the instrument from suggestions 

given by the panel of experts. 

The Career Path Survey Form (Appendix B) was piloted in 

1985 by Peters. Clarity of the instrument was established 

in March and April 1985 by fifteen superintendents who read 

it and recommended changes. There was a 73 percent response 

rate and the finalized Career path Survey was developed 

incorporating the suggestions for improvement. 

Data Collection 

A cover letter and the Women Superintendents' Success 

Levels Form (Appendix A) and a self-addressed stamped 

envelope were sent to each school board member in Texas 

school districts with a woman superintendent during the last 

week of October 1988. A follow-up cover letter and survey 

form were mailed during the second week of November 1988. A 

second follow-up, as well as a phone call, were made during 

the fourth week of November 1988. Returned responses were 

grouped according to district size. The response rate was: 

Group A 3 0 responses 43.4 percent 
Group B 24 responses 42.8 percent 
Group C 17 responses 48.5 percent 
Group D 6 responses 42.8 percent 

* 1 5 r e s P ° n s e s 53.5 percent 
Group F 4 responses 44.4 percent 

A total of ninety-six questionnaires were returned which 

represents 45.2 percent of the population of school board 

members involved in the study. 
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A cover letter and Career Path Survey Form (Appendix B) 

and a self-addressed stamped envelope were mailed to each 

woman superintendent in the state of Texas during the last 

week of October 1988. A follow-up cover letter and Career 

Path Survey Form were mailed during the second week of 

November 1988. A second follow-up cover letter and survey 

form were mailed during the fourth week in November 1988. 

In addition, each female superintendent who had not returned 

the questionnaire was called by the investigator and 

encouraged to respond. Returned responses were also grouped 

according to district size. The number and percentage of 

woman superintendents who responded were: 

Gronn R ^ r e s P o n s e s 90.9 percent 
Group B 6 responses 75 percent 

Group D i reSonle3 to p e r c e n t o response 50 percent 
Grn 1 I responses 50 percent 
G r o u p F 0 response 0 percent 

A total of twenty-two Career Path questionnaire forms were 

returned out of a total population of twenty-nine women 

superintendents for a percentage of 75.8. 

Analysis of Data 

The returned Career Path Survey Forms and Women 

Superintendents' Success Levels Forms were divided into six 

categories according to district size. The data were 

scored, and the results were compiled to answer each 

research question. The results were reported by number of 
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respondents as well as by percentages for the total popula-

tion. 

Research questions one through fifteen were answered 

using the Career Path Survey Form. Results are reported by 

frequencies and percentages of respondents for each group 

and the total population. The current mean age for research 

question five was derived by averaging the mid-poiint of 

each class interval. 

The Women Superintendents' Success Levels Form was used 

to answer the last six questions. The results are reported 

m frequencies and percentages for each group and total 

population. 



CHAPTER IV 

ANALYSIS OF THE DATA 

This chapter presents the results of the study of 

career paths and success levels of women superintendents in 

the state of Texas. A total of twenty-two women superinten-

dents and ninety-six school board members responded to the 

survey. in some instances, individuals omitted specific 

responses to questions asked on the survey. Therefore, the 

totals presented in the discussion of research questions may 

be less than the total number of respondents. 

The responses of the superintendents and school board 

members were analyzed for six groups according to district 

size and for the total group. Group A districts have a 

total student enrollment of less than 300. Group B has a 

student enrollment of 300 to 1,499. Group C school dis-

tricts have a student enrollment of 1,500 to 4,999. Group D 

school districts have a student enrollment of 5,000 to 

9,999. Group E school districts have a student enrollment 

Of 10,000 to 49,999 and Group F school districts have a 

student enrollment of 50,000 or more. 

Research Question One 

Do women superintendents perceive difficulties unique 

to their sex in attaining the superintendency? 

48 
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Fifteen women superintendents, 68.1 percent, responded 

that they perceived no difficulties or discrimination due to 

their sex. Seven women, 31.9 percent, responded that they 

did perceive difficulties unique to their sex. In Group A 

school districts, six superintendents, 60 percent, reported 

that they did not perceive any difficulties and 40 percent, 

4 superintendents, reported that they have perceived 

difficulties unique to their sex. In Group B schools, five 

superintendents, 83.3 percent reported no discrimination 

because of their sex. One superintendent, 16.7 percent, 

reported that she did perceive difficulties unique to her 

x. In Group C school districts, two women superinten-

dents, 66 percent, reported that they perceived no difficul-

ties while one superintendent, representing 3 3 percent, 

reported that she did perceive difficulties unique to her 

sex. In Group D, one superintendent, loo percent of 

respondents, reported no discrimination, in Group E 

schools, one superintendent, 50 percent, reported no 

difficulties and one, 50 percent, reported that she did 

perceive difficulties. There were no respondents in Group F 

schools. These results indicate that women superintendents 

are slightly more likely to perceive difficulties in Group A 

and Group E schools that are unique to their sex. 

Explanations given by those women reporting perceived 

difficulties included: dealing with the "good ole boy 

system," some school boards refused to interview a woman, 
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apprehension among both male and female employees, questions 

about mental toughness, small town stereotyping, and the 

belief that most women are weak in finance and school 

facilities. The results of research question one are 

presented in Table l. 

TABLE 1 

FREQUENCIES AND PERCENTAGES OF WOMEN SUPERINTENDENTS 
IN TEXAS WHO PERCEIVED DIFFICULTIES UNIQUE TO 
THEIR SEX IN ATTAINING THE SUPERINTENDENCY 

Perceived 
difficulties 

Did not 
perceive difficulties 

Number Percent Number Percent 

Group A 
Group B 
Group C 
Group D 
Group E 
Group F 

4 
1 
1 
0 
1 
0 

40 
16.7 
33 
0 

50 
0 

6 
5 
2 
1 
1 
0 

60 
83.7 
66 

100 
50 
0 

Total 7 31.9 15 68.1 

Research Question Two 

Are women superintendents being employed chiefly from 

within the district or from outside the district? 

Thirteen women superintendents, 59 percent of the 

respondents, reported that they were employed from within 

the district where they were employed. A total of nine 
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women, 41 percent, reported that they were employed from 

outside the district. In Group A schools, five superinten-

dents were hired from inside and five were hired from 

outside. in Group B school districts, four, 66.6 percent, 

were promoted from within the district, while 3 3.3 percent 

were hired from outside, in Group c school districts, two 

superintendents, 66.6 percent, were hired from within, and 

one superintendent, representing 33.3 percent, was hired 

from outside the district. In Group D schools, one woman 

superintendent responded and reported that she was promoted 

from within the district. In Group E schools, one woman was 

promoted from within and one woman was employed from outside 

the district. There were no respondents from Group F school 

districts. These results indicate that Group A schools, 

that is, districts with less than three hundred students, 

were slightly more likely to employ women superintendents 

from outside the district. Group B and C districts were 

more likely to promote women to the superintendency from 

within the district. These results are presented in Table 

2 

Research Question Three 

What are the educational levels of women superinten-

dents of schools in the state of Texas? 

A total of sixteen women superintendents, 72.9 percent, 

reported that they had earned a master's degree. six women, 
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TABLE 2 

FREQUENCY AND PERCENTAGE OF WOMEN SUPERINTENDENTS 
IN TEXAS EMPLOYED FROM INSIDE OR OUTSIDE 

THE SCHOOL DISTRICTS 

Group A 
Group B 
Group c 
Group D 
Group E 
Group F 

Total 

Inside 

Number Percent 

5 
4 
2 
1 
1 
0 

13 

50 
6 6 . 
66 . 

100 
50 
0 

59 

Outside 

Number Percent 

5 
2 
1 
0 
1 
0 

50 
33 , 
33 . 
0 

50 
0 

41 

27.1 percent, reported that they hold a doctorate. in Group 

A schools, all ten respondents have a master's degree. in 

Group B schools, three women have a master's and three have 

a doctorate. in Group c schools, two, 66.6 percent, have 

master's and one, 33.3 percent, has a doctorate. in Group D 

schools, one woman superintendent, representing 100 percent 

of the respondents, holds a master's degree. in Group E 

schools, two women, representing 100 percent of the 

respondents, hold a doctorate degree. There were no 

respondents in Group F. 

These findings indicate that women superintendents in 

larger districts are more likely to have a doctorate than 

those in smaller districts. Group A superintendents, with 
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schools that have less than three hundred students, are 

least likely to have a doctorate. These results are 

presented in Table 3. 

TABLE 3 

EDUCATIONAL LEVELS OF WOMEN 
SUPERINTENDENTS IN TEXAS 

Master's 
Degree 

Doctorate 

Number Percent Number Percent 

Group A 
Group B 
Group C 
Group D 
Group E 
Group F 

10 
3 
2 
1 
0 
0 

100 
50 
6 6 . 6 

100 
0 
0 

0 
3 
1 
0 
2 
0 

0 
50 
33, 
0 

100 
0 

Total 16 72.9 27.1 

Research Question Four 

Have women superintendents had work experiences outside 

of public school education? 

The women superintendents included work outside public 

school education in answering this question. Work 

experiences included university teaching, work with the 

Texas Education Agency, Regional Education Service Center, 

as well as business experience. Of the twenty-two women 

superintendents who responded to the survey, five reported 
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work experience with the Texas Education Agency. This 

figure represents 22 percent of the total population. A 

total of three, 13.6 percent, women reported having worked 

as a university professor. Four women, 18.1 percent, had 

work experience with a Regional Service Center. Three 

women, 13.6 percent, listed full-time business experience. 

Three women listed time off to raise a family. 

Four Group A superintendents reported work experience 

with a Regional Service Center, one had business management 

experience, one consulting experience, and two had worked 

for the Texas Education Agency. in Group B districts, two 

had worked for the Texas Education Agency, two worked for 

the Regional Service Center, one worked as a director of 

housing at a university, one worked as dean of women, three 

had business experience, three took time off to raise a 

family, and one woman reported that she had full-time work 

experience as an opera singer. In Group c schools, one 

superintendent reported having college teaching experience. 

In Group D, one woman reported college teaching experience 

and one woman reported work experience at the Texas Educa-

tion Agency. 

Research Question Five 

current average age of women superinten-

dents? 
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The mean age of women superintendents in the state of 

Texas is 48.3 years. Of the twenty-two women that responded 

to this question, one is 3 0 to 34 years of age, three are 35 

to 39, four are 40 to 44, five are 45 to 49, four are 50 to 

54, three are 55 to 59, and one is 60 to 64. 

The average age of the ten women in Group A is 44 years 

of age. One is between the ages of 3 0 to 34, three are 35 

to 39, one is 40 to 44, one is 45 to 49, one is 50 to 54, 

one is 55 to 59, and one is between the ages of 60 and 64 

years of age. of the six women superintendents who respon-

ded from Group B, one is 40 to 44, three are 45 to 49, and 

two are 50 to 54 years of age. The average age of women 

superintendents in Group B is 47.8 years. 

Three women superintendents in Group C responded to the 

question. One reported to be between the ages of 40 to 44, 

and two reported to between the ages of 55 and 59. The 

average age for Group C is 52 years. 

Group D had one respondent and she reported to be 

between the ages of 50 and 54. The average age of respon-

dents m Group E is 44.5 years. One is between the ages of 

40 to 44, and one is between the ages of 45 to 49. There 

were no responses from Group F. 

The analysis of the data indicates that the average age 

of superintendents is lowest in the smallest districts and 

increases as district size increases with the exception of 

Group E. These results are presented in Table 4. 
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Research Question Six 

What was the average age of women when they assumed 

their first superintendency? 

The average age of women superintendents in Group A 

when they assumed their first superintendency is forty. Of 

the ten respondents from Group A, one each reported starting 

ages of 29, 33, 35, 37, 39, 42, 44, 45, 46, and 50 years of 

age. Group B has an average starting age of 46.5 years. 

There was one each reporting a starting age of 42, 43, 45, 

47, 50, and 52 years of age. 

In Group C the average age of women when they assumed 

their first superintendencywas is forty-seven years of age. 

The three women respondents report starting ages of 41, 47 

and 53 years of age. In Group D there was one respondent 

and her reported age when beginning the first superinten-

dency was forty-nine years. Group E has an average age of 

41.5 years. One woman reported a starting age of forty-one 

and one woman reported an age of forty-two. There were no 

respondents in Group F. 

This data indicates that women enter the superinten-

dency at the earliest age in the smallest districts and 

increasingly begin at an older age as the district size 

increases with the exception of Group E superintendents. 

The results are shown in Table 5. 
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Research Question Seven 

What position did women hold immediately prior to 

assuming the first superintendency? 

Of the twenty-two women superintendents that responded 

to this question, six reported that they had been assistant 

superintendents immediately prior to assuming their first 

superintendency. Four women reported being principals of 

kindergarten through twelfth grade schools. Two reported 

being elementary principals. Two reported being high school 

principals. Two reported as having been employed by the 

Texas Education Agency, one each reported to having been an 

elementary teacher, one a combination elementary teacher and 

principal, one a technical assistant to the superintendent, 

one a curriculum coordinator, one reported as having been 

Associate Commissioner at the Texas Education Agency. 

In Group A schools, four women superintendents were 

principals in kindergarten through twelfth grade schools. 

One had been an elementary teacher, one had been a combina-

tion elementary principal and teacher, one had been an 

elementary principal, one had been a curriculum coordinator, 

one had been a technical assistant to the superintendent and 

one had been an assistant high school principal. 

In Group B schools, two women reported having worked at 

the Texas Education Agency immediately prior to assuming 

their first superintendency. One reported having been a 
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high school principal, one an elementary principal, one a 

curriculum coordinator and one an assistant superintendent. 

In Group C schools, one woman reported to having served 

as assistant superintendent and one woman as a high school 

principal. The one respondent in Group D had been an 

assistant superintendent, in Group E, one woman reported 

that she had worked as an assistant superintendent and one 

reported having been an associate commissioner of the Texas 

Education Agency. There were no respondents in Group F. 

These data indicate that women in the smallest dis-

tricts, Group A, tend to move from the principalship of 

kindergarten through twelfth grade schools and from elemen-

tary principalships into the superintendency. As district 

size increases, women tend to move from assistant superin-

tendences or the Texas Education agencies into the superin-

tendency. These data are presetned in Table 6. 

Research Question Eight 

How many districts have women served in (l) prior to 

assuming the first superintendency, and (2) as superinten-

dents? 

A total of six women, 27.2 percent, reported having 

worked in only one district prior to assuming their first 

superintendency. Nine women, 40.9 percent of those sur-

veyed, had worked in two districts. Two, 9 percent, 

reported having worked in three districts and one woman had 



TABLE 6 

FREQUENCY AND PERCENTAGE OF POSITIONS IMMEDIATELY 
PRIOR TO FIRST ATTAINING THE POSITION 

OF SUPERINTENDENCY 

61 

Assistant 
Principal Superintendent 

Group N % N % 

Texas 
Education 
Agency Other 

N N 

A 6 60 1 10 0 0 3 30 

B 2 33.3 1 16. 1 2 33 . 3 1 16 
C 1 50 1 50 0 0 0 0 

D 0 0 1 100 0 0 0 0 

E 0 0 1 50 1 50 0 0 
F 0 0 0 0 0 0 0 0 

Total 9 40.9 5 22.7 13.6 4 18.1 

worked in ten districts prior to assuming her first superin-

tendency. 

In Group A, two respondents had worked in only one 

district, five had worked in two districts, one had worked 

in three districts, and two had worked in five districts. 

In Group B, three had worked in two districts, one had 

worked in three districts, one had worked in ten districts. 

In Group c, two had worked in one district and one had 

worked in two districts. In Group D, one respondent worked 

in only one district. Group E had one superintendent that 
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had worked in one district and one had worked in six 

districts. Group F had no respondents. 

These data indicate that Group B respondents were 

slightly more mobile prior to assuming their first superin-

tendency than the other groups. The data are presented in 

Table 7. 

Group 

TABLE 7 

NUMBER OF DISTRICTS IN WHICH SUPERINTENDENTS 
WORKED PRIOR TO ATTAINING THE 

FIRST SUPERINTENDENCY 

Number of Districts 
3 4 5 6 7 8 10 

A 

B 

C 

D 

E 

F 

2 

0 

2 

1 

1 

0 

5 

3 

1 

0 

0 

0 

1 

1 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

2 

0 

0 

0 

0 

0 

0 

1 

0 

0 

1 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

1 

0 

0 

0 

0 

Total 
0 

One woman superintendent out of the twenty-two respon-

dents reported that she served in more than one district as 

superintendent. 
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Research Question Nine 

After attaining the superintendency, have women moved 

to superintendences in larger districts? 

Of the twenty-two women superintendents responding to 

this question, only one reported having served in more than 

one superintendency. she served in a district with an 

enrollment of three hundred students for one year, she 

moved to a district with a student enrollment of four 

hundred and has been there for the last four years. 

Research Question Ten 

At what grade levels (elementary, middle school, 

secondary) have women superintendents had teaching experi-

ence? 

Of twenty-two women superintendents who responded to 

this question, fourteen, 63.6 percent, reported having 

worked as elementary school teachers, six women, 27.2 

percent, reported middle school teaching experience. Seven 

women, 31.1 percent, worked as high school teachers. Seven 

respondents served as teachers at two different levels, and 

one served as teacher at all three levels. 

In Group A, eight women, 80 percent, served as elemen-

tary school teachers, three, 30 percent, served as middle 

school teachers and three, 30 percent, served as high school 

teachers. Group B had three women, 50 percent, reporting to 

have taught at the elementary school level and three, 50 
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percent, taught at the middle school level, in Group c all 

three respondents reported to having taught in both elemen-

tary and middle schools. Group D had one respondent, and 

she had been a high school teacher. Group E had one woman 

who had been an elementary school teacher, and one who had 

served as a high school teacher. Group F had no respon-

dents. 

These data indicate that the largest percentage of 

women superintendents in Texas have served as elementary 

school teachers prior to assuming the superintendency. in 

the smallest districts there was a greater percentage of 

superintendents who had served as elementary school teach-

ers. As district size increased, the percentage of women 

who had taught at the middle school or high school level 

increased. The data are represented in Table 8. 

TABLE 8 

FREQUENCY OF GRADE LEVEL TEACHING EXPERIENCE 
OF WOMEN SUPERINTENDENTS IN TEXAS 

Group 

A 
B 
C 
D 
E 
F 

Elementary 

8 
3 
2 
0 
1 
0 

Middle School 

3 
3 
0 
0 
0 
0 

Secondary 

3 
0 
2 
1 
1 
0 

Total 14 
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Research Question Eleven 

At what grade levels (elementary, middle school, 

secondary) have women superintendents had administrative 

experience? 

Of the twenty-two respondents, nine, 40.9 percent, 

reported having served as elementary principals, six, 27.2 

percent, had been middle school principals, and five, 22.7 

percent, had been school principals. Three women reported 

having served as principal at all three levels, and one 

worked at two levels. 

In Group A, six, 60 percent, had been elementary school 

principals. Three, 30 percent, had been middle school 

principals and four, 40 percent, had been high school 

principals. Three women, 3 0 percent, had not served as 

principals prior to assuming the superintendency. These 

three women moved from teaching positions directly into the 

superintendency. Group B had two women, 33.3 percent, who 

reported elementary principalship experience. One woman, 

16.6 percent, had worked as middle school principal and 

three, 50 percent, had been high school principal. One 

woman, 16.6 percent, moved from counselor to assistant 

superintendent of curriculum, to the superintendency. 

Group c had one each working at the elementary school, 

middle school, and high school levels. Group D had one 

respondent and she had not served as principal. She moved 

from teacher to director to assistant superintendent to the 
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superintended. Group E had one respondent who had worked 

as a middle school principal and one respondent who moved 

from assistant high school principal to director to assis-

tant superintendent to the superintendency. Group F had no 

respondents. These data are shown in Table 9. 

TABLE 9 

FREQUENCY OF ADMINISTRATIVE POSITIONS HELD 
PRIOR TO ASSUMING THE SUPERINTENDENCY 

Group Elementary Middle School High School 

A 
B 
C 
D 
E 
F 

Total 

6 
2 
1 
0 
0 
0 

3 
1 
1 
0 
1 
0 

4 
3 
1 
0 
0 
0 

Other 

3 
1 
0 
1 
0 
0 

Research Question Twelve 

What professional positions do women superintendents 

perceive to be most beneficial prior to assuming the 

superintendency? 

Seven respondents, 31.8 percent, reported that the 

position of teacher provided the most beneficial experience 

prior to assuming the superintendency. Two, 9 percent, of 

the respondents reported the elementary school principalship 

as most beneficial, six women, 27.2 percent, perceived the 
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secondary school principalship as most beneficial. Four, 

18.1 percent, felt the assistant superintendency, and one 

each reported a supervisor or technical assistant position 

as being most beneficial. 

In Group A respondents, four, 40 percent, of the 

respondents reported that the position of teacher was most 

valuable. Three, 3 0 percent, perceived the secondary 

principalship, and one each reported the elementary princi-

palship, supervisor or technical assistant as being most 

beneficial. 

In the Group B, two, 3 3.3 percent, perceived being 

teacher; one, 16.6 percent, the elementary school principal-

ship; two, 33.3 percent, the secondary school principalship, 

and one, 16.6 percent, reported the assistant superinten-

dency as most beneficial. in Group C, one each reported 

being a teacher, secondary school principal, or assistant 

superintendency as the most beneficial position prior to 

assuming the superintendency. 

The one respondent in Group D reported the assistant 

superintendency as most beneficial. in Group E, one 

reported administration at the Texas Education Agency, and 

one reported the assistant superintendency as most benefi-

cial. Group F had no respondents. it is shown from these 

data that respondents in the smaller districts perceive 

being teacher or principal as being most beneficial. As 

district size increases, superintendents report the 
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assistant superintendency position more often as being most 

beneficial. This information can be seen in Table 10. 

There were nineteen responses that listed principal as 

first, second, or third in order of importance as most 

beneficial position prior to assuming the superintendency. 

There were fourteen responses for teacher, eighteen for 

assistant superintendent, three for director, two for 

assistant principal and three for other. 

In Group A there were eight responses for teacher, nine 

for principal, seven for assistant superintendent, and one 

each for assistant principal, supervisor, or other. in 

Group B there were three responses for teacher, seven for 

principal, one for assistant principal, one for supervisor, 

one for director, and five for assistant superintendent. 

In Group c there were two responses for teacher, two 

for principal, three for assistant superintendent and one 

for other. Group D had one response each for teacher, 

director, and assistant superintendent. 

Group E had one response for principal, director, and 

other. There were two responses for assistant superinten-

dent. Group F had no responses. These data are presented 

in Table 11. 
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Research Question Thirteen 

How do women superintendents prioritize the importance 

of various areas of professional development as preparation 

for the superintendency? 

Ten women, 45.4 percent, listed leadership and manage-

ment as the most important area of their professional 

preparation. Five respondents, 22.7 percent, reported 

curriculum. Three, 31.6 percent, reported school finance, 

and one, 4.5 percent, reported public relations and one, 4 . 5 

percent, reported educational theory. 

In Group A, one, io percent, reported school finance; 

two, 20 percent, reported curriculum; one, io percent, 

reported school law; four, 40 percent, reported leadership 

or management; one, io percent reported public relations; 

and one, io percent, reported educational theory. 

In Group B, one, 16.6 percent, reported either curricu-

lum and one, 16.6 percent, reported school law. Four, 66.6 

percent, reported leadership and management. Group c had 

one, 33.3 percent, report either school finance, one 

reported curriculum and one reported leadership. Group D 

had one respondent report leadership as the most important 

area of professional development. Group E had one respon-

dent report school finance and one report curriculum. Group 

F had no respondents. it appears from these data that the 

response rates are evenly distributed across the various 

groups. These data are shown in Table 12. 
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There were eighteen responses for curriculum that were 

first, second, or third. There were fifteen for school 

finance, thirteen for leadership, five responses for school 

law, five for building operations, five for public relations 

and two for educational theory. 

In Group A, eight selected curriculum, six finance, six 

leadership, two law, two public relations and one theory. 

in Group B, four responses for finance, four curriculum, two 

law, four leadership, two public relations, and one for 

theory. 

in Group c, three responses for school finance, three 

curriculum, one building operations, and two for leadership. 

Group D had one response for curriculum, leadership, and 

public relations, respectively. Group E had two responses 

for finance, two for curriculum, one for law, and one for 

building operation. Group F had no responses. From these 

data it appears that there is little difference between the 

various groups. This information is presented in Table 13. 

Research Question Fourteen 

In what areas do women superintendents think their 

professional development should have been more extensive? 

Eleven superintendents, 50 percent of the respondents, 

reported that school finance should have been more 

extensive. There were five, 22.7 percent of the respon-

dents, for curriculum; three, 13.6 percent for school law; 
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four, 18.1 percent, for bonds and building programs; and 

three, 13.6 percent, for building operations. 

In Group A, five, 50 percent, cited school finance; 

four, 40 percent, curriculum; one, 10 percent, law; and one, 

10 percent, bonds and building programs. In Group B, there 

were four, 40 percent, responses for school finance; two, 20 

percent, law; three, 30 percent, bonds and building pro-

grams; and one, 10 percent, for building operations. Group 

C reported one each, 3 3 percent, for finance, curriculum, 

and bonds and building programs. Group D had one, 100 

percent response for finance. Groups E and F and no respon-

ses to this question. 

From these data it can be shown that the women superin-

tendents responding to this question from smaller districts 

cited school finance and curriculum as areas that should 

have been more extensive. Respondents from larger districts 

cited almost no areas needing to be more extensive. This 

information is shown in Table 14. 

Research Question One for 
School Board Members 

What are the criteria school board members utilize when 

selecting women superintendents? 

School board members were asked to respond to this 

question by selecting one of the following: (1) best 

qualified candidate, (2) knowledge of business, (3) know-

ledge of finance, (4) knowledge of curriculum, (5) next in 
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line, and (6) other. Four board meters responded that they 

were not on the school board at the time the superintendent 

was employed. This represents 4.1 percent of all respon-

dents. Forty-nine, 51 percent, listed that the superinten-

dent was the best qualified candidate. Four, 4.1 percent, 

chose knowledge of finance as the reason for selection. 

Knowledge of business was selected by two board members, 

representing 2.8 percent. Nineteen, 19.7 percent, chose 

knowledge of curriculum as the reason for selection. Five, 

5.2 percent, checked next in line, and eleven, 11.4 percent, 

selected other as the reason for employment. 

in Group A, thirteen, 43.3 percent, selected best 

qualified candidate. One, 3.3 percent, chose knowledge of 

finance. Two, 6.6 percent, were not trustees at the time of 

employment. One, 3.3 percent, answered knowledge of 

curriculum; three, 10 percent, selected next in line; and 

three answered other. In Group B, thirteen, 54.1 percent, 

responded best qualified candidate. One, 3.3 percent, 

responded finance. One, 4.1 percent, was not a trustee; 

five, 20.8 percent chose curriculum; and four, 16.6 percent, 

marked other. 

In Group C, ten, 58.8 percent, responded with best 

qualified candidate. One, 5.9 percent, each selected 

finance or not a trustee. Two, 11.7 percent; chose curricu-

lum and three, 17.6 percent marked other. In Group D, five, 

83.3 percent, responded with best qualified candidate;and 
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one, 16.6 percent, selected next in line as reason for 

employment. In Group E, four, 26.6 percent chose best 

qualified candidate; one, 6.6 percent, finance; one, 6.6 

percent, business; five, 33.3 percent curriculum; one, 6.6 

percent chose other. All four respondents in Group F chose 

best qualified candidate. 

From this data, it appears that the groups generally 

selected best qualified candidate or knowledge of curriculum 

as the most important criteria in the decision to employ a 

woman as superintendent of schools. The data are presented 

in Table 15. 

Research Question Two for 
School Board Members 

How do school board members rate their woman superin-

tendent? 

Fifty-four, 56.2 percent of all school board members 

responding to this question, rated their superintendent as 

excellent. Twenty-five, 26 percent, rated their superinten-

dent as good; twelve, 12.5 percent, rating them as average; 

four, 4.1 percent, rating them as below average; and one 

rated the superintendent as poor. 

In Group A, twelve, 40 percent, rated their superinten-

dent as excellent; twelve, 40 percent, rated them as good; 

four, 13.3 percent, rated them as average; and two, 6.6 

percent, rated them as below average. In Group B, 

seventeen, 70.8 percent, rated their superintendent as 
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excellent. Three, 12.5 percent of the respondents, rated 

her as good. Four, 16.6 percent, rated the superintendent 

as average. 

In Group C, 66.6 percent, rated the superintendent as 

excellent, and two, 33.3 percent, rated her as good. Group 

E had twelve, 80 percent, rank her as excellent; one, 6.6 

percent, good; one, 6.6 percent, average; and one, 6.6 

percent, rated her below average. In Group E, three, 75 

percent, rated her as excellent, and one, 2 5 percent, rated 

her as good. The data indicates that all groups rate their 

superintendents highly. Groups B, D, E and F rated their 

superintendents excellent more often than Groups A and C. 

The data are represented in Table 16. 

Research Question Three for 
School Board Members 

Is there a difference in the perceptions of male and 

female school board members concerning women superinten-

dents? 

There were a total of eighty-nine respondents that 

answered this question. Sixty-seven, 75.2 percent were male 

and twenty-two, 24.8 percent, were female. Forty-one, 61.1 

percent of all male respondents, rated their superintendent 

as excellent. Ten, 14.9 percent of the males, rated their 

average. No woman school board member rated their female 

superintendent as poor. 



TABLE 16 

FREQUENCY AND PERCENTAGE OF SCHOOL BOARD MEMBERS' 
RANKINGS OF WOMEN SUPERINTENDENTS 

81 

Excellent 
Group N % 

Good 
N 

Average 
N % 

Below 
Average 
N % 

Poor 
N 

A 12 40 12 40 4 13.3 2 6.6 0 0 

B 17 70.8 3 12.5 4 16.6 0 0 0 0 

C 6 35.2 6 35.2 3 12.5 1 4.1 1 4.1 

D 4 66.6 2 33.3 0 0 0 0 0 0 

E 12 80 1 6.6 1 6.6 1 6.6 0 0 

F 3 75 1 25 0 0 0 0 0 0 

Total 54 56.2 25 26 12 12.5 4 4.1 1 1 

superintendent as good. Twelve, 17.9 percent Of the males, 

rated their superintendent as average. Three, 4.4 percent 

of the males, rated their superintendent below average. One 

board member, 1.4 percent of the males, rated his superin-

tendent as poor. 

Fourteen, 63.6 percent of the female board members, 

rated their superintendent as excellent. Five, 22.7 percent 

of the women board members, rated their superintendent as 

good. One female board member, representing 4.5 percent, 

rated her superintendent as average. Two, 9 percent of the 

female board members, rated their superintendent as below 
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From these data, it can be determined that the women 

respondents rated their female superintendent slightly 

higher than their male counterparts. The data are represen 

ted in Table 17. 

TABLE 17 

FREQUENCY AND PERCENTAGE OF SCHOOL BOARD MEMBERS' 
RATINGS OF WOMEN SUPERINTENDENTS BY SEX 

Male Board Members Female Board Members 

Rank N % N % 

Excellent 41 61.1 14 63 . 6 

Good 10 14.9 5 22.7 

Average 12 17.9 1 4.5 

Below O g 
Average 3 4 .4 Z 

Poor 1 1.4 0 0 

Total 67 75.2 22 24 . 8 

Research Question Four for 
School Board Members 

How do school board members rate women superintendents 

abilities in the areas of curriculum, finance, business, 

school law, personnel, leadership, bonds, and building 

programs? 
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Curriculum 

In the area of curriculum, fifty-two board members, 

54.1 percent of all respondents, strongly agree that women 

superintendents are competent in curriculum matters. Forty-

one, 42.7 percent, agreed that women superintendents are 

compentent in curriculum; one was undecided; one disagreed; 

and two strongly disagreed. 

In Group A, fourteen, 46.6 percent, strongly agreed 

that women are competent in curriculum matters. Fifteen, 50 

percent agreed, and one, 3.3 percent strongly disagreed. 

Group B had thirteen, 54.1 percent, who strongly agreed; 

ten, 41.6 percent, agreed; and one, 4.1 percent, was 

undecided. Group B had five, 29.4 percent, that responded 

strongly agree; eleven, 64.7 percent, that agreed; and one, 

5.8 percent, strongly disagreed. 

Group D had four, 66.6 percent, that agreed; and two, 

3 3.3 percent, that disagreed. Group E had thirteen, 86.6 

percent, who strongly agreed; and two, 13.3 percent, who 

agreed. In Group F, three, 75 percent, strongly agreed, and 

one agreed. From these data, it can be determined that the 

larger districts rated the abilities of their superintendent 

higher in curriculum matters than the smaller districts. 

school Finance 

In the area of school finance, forty-five board 

members, 46.8 percent, strongly agreed that women 
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superintendents are knowledgeable of school finance. Forty-

six, 47.9 percent, responded agree; one undecided; two 

disagreed; and two strongly disagreed. In Group A, seven-

teen, 56.6 percent, strongly agreed; twelve, 40 percent, 

agreed; and one strongly disagreed. 

In Group B, ten, 41.6 percent, strongly agreed; thir-

teen, 54.1 percent, responded agreed; and one, 4.1 percent, 

responded undecided. In Group C, five, 29.4 percent, 

responded strongly agree; nine, 52.9 percent, responded 

agree; two, 11.2 percent, disagreed; and one, 5.8 percent, 

strongly disagreed. Group D had four, 66.6 percent, 

strongly agree; and two, 33.3 percent, agree. 

In Group E, six, 40 percent, strongly agreed; and nine, 

60 percent, agreed. Group F had three, 75 percent, strongly 

agreed; and one, 25 percent, strongly disagreed. 

These data indicate that Groups A, D, and F strongly 

agree more often than the other groups regarding women 

superintendents' abilities in school finance. These data 

are shown in Table 19. 

Rnsiness Matters 

Thirty-three board members, 34.3 percent, strongly 

agreed with the statement that women superintendents are 

strong in business. Forty-seven, 48.9 percent, reported 

that they agree with the statement. Six, 6.2 percent, were 
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undecided; six, 6.2 percent, disagreed; and four, 4.1 

percent, strongly disagreed. 

In Group A, seven, 23.3 percent, strongly agreed, 

eighteen, 60 percent, agreed; three, 10 percent, were 

undecided; one, 3.3 percent, disagreed; and one, 3.3 

percent, strongly disagreed. In Group B, six, 25 percent, 

strongly agreed; thirteen, 54.1 percent, agreed; one, 4.1 

percent, was undecided; two, 8.3 percent, disagreed; and 

one, 4.1 percent, strongly disagreed. 

In Group C, five, 29.4 percent, strongly agreed; seven, 

41.1 percent, agreed; one, 5.8 percent, was undecided; 

three, 17.6 percent, disagreed; and two, 11.7 percent, 

strongly disagreed. Group D had four, 66.6 percent of the 

respondents, who strongly agree; and two, 33.3 percent, 

agreed. 

Group E had eight, 53.3 percent, who strongly agree 

with the statement that women superintendents are strong m 

business matters. Six, 40 percent, agreed; and one, 6.6 

percent, was undecided. In Group F, three, 75 percent, 

strongly agreed; and one, 25 percent, agreed. From this 

data, it can be determined that Groups D, E, F, the largest 

districts, rate their superintendent higher on their 

handling of business matters than the school board members 

in smaller districts. These data are shown in Table 20. 
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School Law 

Thirty-six school board members, representing 37.5 

percent of all respondents, strongly agreed with the 

statement that women superintendents are knowledgeable of 

school law. Forty, 41.6 percent, responded that they 

agreed; eleven, 11.4 percent, were undecided; five, 5.2 

percent, disagreed; and four, 4.1 percent, strongly dis-

agreed . 

In Group A, twelve, 40 percent, strongly agreed; eight, 

26.6 percent agreed; six, 20 percent, were undecided; one 

disagreed; and three, 10 percent, strongly disagreed. In 

Group B, twelve, 40 percent, strongly agreed; eight, 33.3 

percent, agreed; two, 8.3 percent, were undecided; and two, 

8.3 percent disagreed. Group C had three, 17.6 percent, who 

strongly agreed; eight, 47 percent, agreed; three, 17.6 

percent, were undecided; two, 11.7 percent, disagreed; and 

one, 5.8 percent, strongly disagreed. In Group D, two, 33.3 

percent, strongly agree; four, 66.6 percent; and agree. 

Group E had four, 26.6 percent, strongly agree; and eleven, 

73.3 percent, agree. Group F had three, 75 percent, 

strongly agree; and one, 25 percent, agree. The larger 

districts, Groups D, E and F, rated women superintendents 

more highly in the area of school law. These data are 

presented in Table 21. 
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Personnel Administration 

In the area of personnel administration, thirty-three 

school board members, 34.3 percent of the respondents, 

strongly agreed with the statement that women superinten-

dents are strong in this area. Thirty-seven, 38.5 percent, 

agreed; seven, 7.2 percent, were undecided; eight, 8.3 

percent, disagreed; and two, 2 percent, strongly disagreed. 

In Group A, nine, 30 percent, strongly agreed with this 

statement; fifteen, 50 percent, agreed; two, 6.6 percent, 

were undecided; and three, 10 percent, disagreed. In Group 

B, seven, 29.1 percent, strongly agreed; twelve, 50 percent, 

agreed; three, 12.5 percent, were undecided; and two, 8.3 

percent, disagreed. In Group C, eight, 47 percent, strongly 

agreed; six, 3 5.2 percent, agreed; two, 11.7 percent, 

disagreed; and one, 5.8 percent, strongly disagreed. 

In Group D, two, 3 3.3 percent, strongly agreed with the 

statement that women superintendents are strong in the area 

of personnel. Three, 50 percent, agreed; and one, 16.6 

percent, were undecided. In Group E, seven, 46.6 percent, 

strongly agreed; six, 40 percent, agreed with the statement. 

One each were undecided or disagreed. Group F had three 

respondents to strongly agree; and one, 25 percent, disa-

greed. 

The data indicate that ratings of school board members 

in the larger districts, Groups D, E, F, were more favorable 
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regarding this question. These data are presented m Table 

22. 

In the area of public relations, forty-seven, 48.9 

percent of the respondents, strongly agree with the state-

ment that women superintendents are competent in the area of 

public relations. Thirty-nine, 40.6 percent, agreed with 

the statement. Six, 6.2 percent, were undecided. Three, 

3.1 percent, disagreed with the statement; and one, 1 

percent, strongly disagreed with the statement. 

In Group A, eleven, 36.6 percent, strongly agreed with 

the statement. Fifteen, 50 percent, agreed that women are 

competent in public relations. Three, 10 percent, were 

undecided; and one, 3.3 percent, disagreed with the state-

ment. 

In Group B, twelve, 50 percent, strongly agreed, Nine, 

37.5 percent, agreed. Two, 8.3 percent, were undecided; and 

one, 4.1 percent, disagreed with the statement. In Group C, 

six, 35.2 percent, strongly agreed. Eight, 47 percent, 

agreed, One each, 5.8 percent, either were undecided, 

disagreed, or strongly disagreed. In Group D, three, 50 

percent, strongly agreed, and three, 50 percent, agreed. In 

Group E, twelve, 80 percent, strongly agreed, and three, 20 

percent, agreed. In Group F, three, 75 percent, strongly 

agreed; and one, 25 percent, agreed with the statement that 

women superintendents are competent in the area of public 

relations. 
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These figures indicate that all groups rated their 

superintendents' abilities high in this area. There was a 

higher rating among Groups D, E, F, which are the larger 

districts. This information is presented in Table 23. 

Ronds and Building Programs 

In the area of bonds and building programs, twenty-nine 

school board members, representing 30.2 percent of the 

respondents, strongly agreed with the statement that women 

superintendents are knowledgeable concerning building 

operations and maintenance. Thirty board members, 40.6 

percent, agreed with the statement; fourteen, 14.5 percent, 

were undecided; seven, 7.9 percent, disagreed; and four, 4.1 

percent, strongly disagreed. 

In Group A, four, 13.3 percent, strongly agreed with 

the statement regarding women superintendents' abilities in 

bonds and building programs. Seventeen, 56.6 percent, 

agreed. Five, 16.6 percent, were undecided. Two, 6.6 

percent, disagreed; and one, 3.3 percent, strongly dis-

agreed. In Group B, eight, 33.3 percent, strongly agreed; 

nine, 37.5 percent, agreed; three, 12.5 percent, were unde-

cided; one, 4.1 percent, disagreed; and one 4.1 percent, 

strongly disagreed. 

In Group C, six, 3 5.2 percent, strongly agreed. Two, 

11.7 percent, agreed with the statement. Four, 2 3.5 percent 

of the respondents, were undecided. Three, 17.6 percent, 
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disagreed; and two, 11.7 percent, strongly disagreed. In 

Group D, three, 50 percent, strongly agreed, and three, 50 

percent, agreed. In Group E, five, 30 percent, strongly 

agreed with the statement. Seven, 46.6 percent, agreed; 

two, 13.3 percent, were undecided. One, 6.6 percent, 

disagreed with the statement. In Group F, three, 75 

percent, strongly agreed; and one, 25 percent, agreed. 

From these data, women superintendents were rated 

higher in bonds and building programs, in Groups D, E, F. 

The data are presented in Table 24. 

Research Question Five for 
School Board Members 

How do school board members rate their women superin-

tendent's leadership ability? 

A total of forty-seven respondents, 48.9 percent, 

strongly agreed with the statement that women superinten-

dents are competent leaders. Thirty-eight, 39.5 percent, 

responded that they agreed with the statement. Five, 5.2 

percent, were undecided; three, 3.1 percent, disagreed; and 

three strongly disagreed. 

In Group A, ten, 3 3.3 percent, strongly agreed that 

women superintendents are competent leaders. Seventeen, 

56.6 percent, agreed with the statement. One, 3.3 percent, 

was undecided. One, 3.3 percent, disagreed, and one, 3.3 

percent, strongly disagreed. In Group B, twelve, 50 

percent, strongly agreed with the statement that women 
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superintendents are competent leaders. Ten, 41.6 percent, 

agreed with the statement. Two, 8.3 percent, were unde-

cided. in Group C, eight, 47 percent, strongly agreed. 

Three, 17.6 percent, agree with the statement. Two, 11.7 

percent, were undecided; two, 11.7 percent, disagreed, and 

two, 11.7 percent, strongly agreed. 

In Group D, four, 66.6 percent, strongly agreed; and 

two, 3 3.3 percent, agreed. In Group E, ten, 66.6 percent, 

strongly agreed; and five, 33.3 percent, agreed. In Group 

F, three, 7 5 percent, strongly agreed; and one, 25 percent, 

agreed. These data indicate that Groups D, E, F, the larger 

districts, rated women superintendents higher in the area of 

leadership than the smaller districts. These data are 

presented in Table 25. 

Ancillary Question One 

Do school board members perceive that women experience 

discrimination when applying for the superintendency? 

Thirty-one school board members, 32.2 percent of all 

respondents, reported that they were undecided regarding 

this question. Five, 5.2 percent, strongly agreed that 

women are discriminated against when applying for the 

superintendency. Thirty, 31.2 percent, agreed with the 

statement. Nineteen respondents, 19.7 percent, disagreed; 

while ten, 10.4 percent, strongly disagreed. A total of 

thirty—five respondents believed women are discriminated 
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against, while twenty-nine perceived no discrimination and 

thirty-one were undecided. 

In Group A, two strongly agreed; six, 20 percent, 

agreed; ten, 33.3 percent, were undecided; ten disagreed; 

and two, 6.6 percent strongly disagreed. In Group B, one 

strongly agreed; nine, 37.5 percent, agreed; nine were 

undecided; three disagreed; and one strongly disagreed. In 

Group C, eight responded agreed; three, 17.6 percent were 

undecided, three disagreed; and three strongly disagreed. 

In Group D, four, 66.6 percent, agreed; one was 

undecided; and one, 16.6 percent, strongly disagreed with 

the statement. In Group E, one strongly agreed; three, 20 

percent, agreed; six, 40 percent, were undecided; two 

disagreed; and three, 20 percent, strongly disagreed. In 

Group F, one strongly agreed; two were undecided; and one, 

25 percent, disagreed with the statement regarding discrim-

ination. The data are presented in Table 26. 

Ancillary Question Two 

What is the typical career path of women superinten-

dents in Texas? 

Of the twenty-two women superintendents who responded 

to this study, eight, 3 6.3 percent, moved from teacher to 

principal to superintendent. Five, 22.7 percent, went from 

teacher to principal to central office to superintendent. 

Three, 13.6 percent, moved from teacher to central office to 



101 

co 
55 
O 
H 
Eh 
04 
W 
O 
ps 
w 
o< 
« 

H 
w CO 

w 

cn 
o 

w 

VO 
CM 

w 

PQ < 
Eh 

3 

ps 
w 
cu 
D 
CO 

w 

0} 
tf 
w ^ 
CQ S 
s i 
w ^ 

Q ° 

CQ H 

H 
^ PS W g 

n H 

° Q 

W 
O 

W 
O 
05 
W 
CU 
Q 

< 
>h 
O 
55 
W 
D 
a 
w 
PS FA 

a 
55 
H 
a 
ps 
4! 
o 
w 
ps 

>i a) 
Cft rH <D 
a) cn ^ 
•H £ tP 
0 0 <d 
c JH (0 
a) .p -H 

T3 CO Q 
c 
a) 
•P 
c 
-H 
M 
a> 
a a) 

3 a) 
CO u 

CP 
ed 

0 cn 
<4H •H 

a 
CP 
c 
•H 
>1 
rH 
a 
a 
«< 

c 
a) 
x: 
s 

-P 
(0 
c 
•H 
<C 
CP 
< 

T5 
a) 
-p 

<d 
c 

o 
w 
•H 
Q 

a) 
*H 
(0 

c 
a) 
s 
o 
£ 

T3 
0) 
T5 
•H 
O 
a) 
T5 
c 
D 

o\o 

a) 
CD 
Jh 
0* < 

o\o 

o\o 

o\o 

o\o 

tP 0) 
c a) 
o u u CP 
4-> < 
CO 

a 
3 
o 

a 

VO H VO VO 
• • • • 

vo r* VO O O 
rH rH CM 

CM rH CO rH CO O 

co vo vo co 
• • • • 

co r- o o co in 
CO H H rH CM 

O CO CO O CM 

O ON CO H VO CM 

LO VO 

O r- r- VO o o 
CN CO VO CM 

\0 (Ji CO ^ CO o 

VO H VO 
• • • 

VO o O VD ID 
CM 

CM O O 

<u pq u a w fa 

(7* 

ON 
rH 

CO in vo VO CM 
• 

CO c^ r- VO O O CN 

CO CO rH H in CO 

rH 
CO 

CM 

CO 

O 
CO 

CM 

ID 

LO 

(d 
-P 
o 
Eh 



102 

superintendent. Three, 13.6 percent, went from principal to 

the Texas Education Agency prior to attaining the superin-

tendency. Three, 13.6 percent, used some other route to the 

superintendency, such as from teacher directly to the 

superintendency. 

In Group A, five, 50 percent of the respondents, 

progressed from teacher to principal to superintendency. 

One, 10 percent, went from teacher to principal to central 

office to superintendent. One, 10 percent, moved from 

teacher to central office, to superintendent; and three, 3 0 

percent, moved from teacher to the superintendency. 

In Group B, one used the teacher to principal to 

superintendent route. Two, 33.3 percent, used the teacher 

to principal to central office to superintendent route. 

One, 16.6 percent, moved from teacher to central office to 

superintendent; and two, 3 3.3 percent, used teacher, 

principal, Texas Education Agency to superintendency route. 

In Group C, two, 75 percent, used the teacher to 

principal to superintendent route and one used the teacher 

to principal to central office to superintendent route. 

Group D had one respondent, and she used the Texas Education 

Agency path. Group E had one respondent utilize the teacher 

to principal to central office to superintendent path, and 

one to employ the teacher to principal to Texas Education 

Agency to superintendent route. Group F had no respondents. 

These data are presented in Table 27. 
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CHAPTER V 

SUMMARY, FINDINGS, CONCLUSIONS AND RECOMMENDATIONS 

This chapter presents the summary, findings, and 

conclusions of the study. Recommendations for further 

research are also included. 

Summary 

This study investigates the career paths of women 

superintendents in the state of Texas. It also examines 

women superintendents' success levels as perceived by their 

respective school board members. 

A career Path Survey was mailed to the twenty^nine 

women currently serving as superintendent of public schools 

in the state of Texas during the 1988-1989 school year. 

These superintendents were identified with the help of the 

Texas Education Agency Department of Information. Of the 

twenty-nine women currently serving as superintendent, 

twenty-two responded to the survey. This is a response rate 

of 75.8 percent. The career path survey was mailed to each 

woman superintendent in Texas during the month of October 

1988. A second and third follow-up were mailed in the month 

of November 1988. In addition, each superintendent that did 

not respond to the first two questionnaires was called by 

the investigator to request cooperation with the study. 

104 
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The responses were divided into five categories 

according to district enrollments: Group A districts, less 

than 300; Group B districts, 300 to 1,499; Group C dis-

tricts, 1,500 to 4,999; Group D districts, 5,000 to 9,999; 

Group E districts, 10,000 to 49,999; and Group F districts, 

50,000 or more. The response rate for Group A was ten, 90.9 

percent; Group B, six, 75 percent; Group C, three, 60 

percent; Group D, one, 50 percent; Group E, two responses, 

50 percent; and Group F, no responses. 

The Women Superintendents' Success Levels Survey Form 

was mailed to each board member of a woman superintendent 

during the month of October 1988. A second and third 

follow-up were mailed during the month of November 1988. 

The response rate of the school board members was a total of 

45.2 percent. In Group A, the response rate was 43.4 

percent. In Group B, the response rate was 43.4 percent. 

The response rate for Group C was 48.5 percent. The 

response rate for Group D was 42.8 percent. The response 

rate for Group E was 53.5 percent, and Group F had a 

response rate of 44.4 percent. 

Findings 

The following findings resulted from this study. 

1. When applying for the superintendency, the majority 

of women superintendents in Texas who responded to this 

survey reported that they perceived no difficulties or 



106 

discrimination unique to their sex. A total of 68.1 percent 

of the respondents reported no discrimination. A total of 

31.8 percent of the women superintendents reported that they 

did experience discrimination. Explanations as to the types 

of discrimination ranged from: having to deal with the 

"good ole boy system," some school boards refusing to inter-

view a female applicant, apprehension among male and female 

employees, questions or concerns about a woman's mental 

toughness, and the belief that most women are weak in school 

finance and facilities. 

The largest majority of each group reported no discrim-

ination in seeking the position of superintendent. In Group 

A, the smallest districts, 40 percent, perceived discrimina-

tion. Fifty percent of Group E, a larger district group, 

perceived difficulties unique to their sex. 

2. At the time of attaining their first superinten-

dency, 59 percent of the respondents in this study were 

hired from within the district. Forty-one percent of the 

respondents were hired from outside the district. Groups A 

and E had 50 percent hired from inside and 50 percent hired 

from the outside. All other groups had a substantial 

majority of women hired from within the district. Women 

superintendents hired from outside the district usually came 

from a principal or central office position. 

3. A large majority of women superintendents have a 

master's degree. Of the twenty-two respondents, sixteen, 
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72.9 percent, have a master's degree. Six, 27.1 percent, 

have a doctorate degree. Women superintendents with 

doctorate degrees are more likely to work in a larger 

district. In Group A, 100 percent of the respondents have a 

master's degree. In Group E, a larger district group, 100 

percent have doctorates. 

4. Women superintendents listed work experiences 

including university teaching, Texas Education Agency, 

Regional Service Center as well as business experience. Of 

the respondents, five, 22 percent, reported work at the 

Texas Education Agency, 13.6 percent were university 

professors, 18.1 percent worked at a Regional Service Center 

and 13.6 percent had business experience. A small per-

centage, 13.6 percent, of the respondents reported that they 

took time off to raise a family. 

5. The average current age of the women superinten-

dents in Texas is 48.3 years. The youngest superintendent 

is thirty and the oldest is sixty-one. The mean age of 

women in Group A is forty-four years, the youngest of any 

group. Age increased as district size increased, with the 

exception of Group E. 

6. The average age of women superintendents upon 

attaining their first superintendency was 43.2 years. The 

youngest mean age of any group is A with an age of forty 

years upon attaining the first superintendency. Age 

increased as district size increased, with the exception of 
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Group E, whose mean age was 41.5 years. Group B was 46.5, 

Group C was 47; and Group D was 49. 

7. The largest group of women superintendents held the 

position of principal immediately prior to attaining the 

superintendency. A total of 40.9 percent of the respondents 

reported they held the principalship immediately prior to 

the superintendency. The percentage of respondents who were 

assistant superintendents immediately prior to attaining the 

superintendency was 22.7 percent. A total of 13.6 percent 

of the respondents worked at the Texas Education Agency 

immediately prior to the superintendency. Employment in 

other positions such as teacher or technical assistant was 

reported by 18.1 percent. In the smaller districts, A, B 

and C, superintendents were much more likely to have been 

principal or teacher immediately prior to attaining the 

superintendency. In the larger districts, D, E and F, the 

respondents were much more likely to have been assistant 

superintendents. 

8. Forty percent of women superintendents in Texas 

served in two districts prior to attaining the superinten-

dency. Twenty-seven percent worked in one district. Nine 

percent worked in three districts, nine percent worked in 

five districts, nine percent worked in six districts and 4.5 

percent worked in ten districts. 

9. Only one respondent in this study served as 

superintendent in inore than one district. She served as 
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superintendent in a district with an enrollment of three 

hundred for one year and then moved to a district with an 

enrollment of four hundred and has been there for the last 

four years. 

10. The majority of women superintendents in Texas 

reported teaching experience at the elementary level. A 

total of 63.6 percent worked as elementary teachers. 

Twenty-seven percent served as middle school teachers and 

31.8 percent served as high school teachers. Respondents 

who taught at two different levels was 31.8 percent, and 4.5 

percent taught at all three levels. 

11. The largest number, 40 percent of the respondents, 

served as elementary principals prior to assuming the 

superintendency. Twenty—seven percent had been middle 

school principals. The percentage of respondents who had 

been high school principals prior to assuming the superin-

tendency was 36.3 percent. The percentage of respondents in 

the "other" category, meaning they did not serve in the 

principalship prior to the superintendency, was 22.7 

percent. Nine percent of the respondents worked at two 

different levels as principal, and 13.5 percent served as 

principal at all three levels. 

12. A total of 31.8 percent of the respondents 

perceived the position of teacher to be the most beneficial 

prior to becoming superintendent of school. Six, 27 

percent, perceived the secondary principalship as providing 
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the most valuable experience in preparation for the supenn-

tendency. A small percentage of respondents, 18.1 percent, 

perceived the assistant superintendency as providing the 

most valuable experience. An equal percentage of respon-

dents, 4.5 percent, perceived the position of consultant and 

the experience in administration at the Texas Education 

Agency as the most beneficial experience prior to moving 

into the superintendency. In the smaller districts, the 

position of teacher, elementary principal, or secondary 

principal were more likely to be selected. In the larger 

groups, the position of assistant superintendent was much 

more likely to be selected. 

When superintendents were asked to rank their responses 

to the question regarding most beneficial experiences prior 

to the superintendency, there were nineteen responses for 

principal, fourteen responses for teacher, eighteen respon-

ses for assistant superintendent, three for director, three 

for other, two for supervisor, and two for assistant 

principal. 

13. Of the women superintendents who responded to the 

survey, 45.4 percent perceived leadership and management as 

the most important area of their professional development. 

Curriculum development was perceived by 22.7 percent as most 

important, and 13.5 percent perceived finance as the 

critical area of professional development. 
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When women superintendents rank ordered the various 

areas of professional development, curriculum was selected 

eighteen, 27.2 percent, of the time. Finance was selected 

fifteen times, 22.7 percent. Leadership and management had 

thirteen, 19.6 percent, responses. School law, building 

operations or public relations was selected by 7.5 percent 

of the respondents. 

14. Fifty percent of the women currently serving as 

superintendent perceived school finance as the area of 

professional development that should have been more exten-

sive. Curriculum was selected by 22.7 percent of the 

respondent as an area that should have been more extensive 

and 18.1 percent perceive bonds and building programs needed 

to be more extensive. 

In the smaller schools, Groups A, B and C, respondents 

were much more likely to select finance and curriculum as 

the areas with a need to be more extensive. In the larger 

schools, Groups D, E, F, superintendents were much more 

likely to report that no areas were in need of improvement. 

School Board Members 

SB.l Fifty-one percent of the school board members who 

responded to the questionnaire listed "best qualified 

candidate" as the reason for employing a woman as 

superintendent. Knowledge of curriculum was selected by 

19.7 percent of the respondents. Knowledge of finance was 
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listed by 4.1 percent, and 4.1 percent were not trustees at 

the time of appointment. Knowledge of business was 

perceived by 2.8 percent, 5.2 percent chose next in line, 

and 11.4 percent checked "other" as the criteria for 

appointment. 

SB.2 The majority of school board members of women 

superintendents in Texas rated their superintendent as 

excellent. A total of 56.2 percent of the respondents 

perceived their superintendent to be excellent. Twenty-six 

percent perceived their superintendent to be good. Twelve 

percent perceived their superintendent to be average. Below 

average was chosen by 4.1 percent, and 1 percent chose poor 

as the response to rating their superintendent. Group C 

rated their superintendents lower than all other groups. 

SB.3 Women school board members rated their superin-

tendents slightly higher than male school board members. A 

total of 63.6 percent of the women school board members 

rated their superintendent as excellent compared to 61.1 

percent of their male counterparts. A larger percentage, 

22.7 percent, of the women school board members rated their 

superintendent as good compared to 14.9 percent of the male 

respondents. More male respondents, 17.9 percent, rated her 

as average compared to 4.5 percent of the female 

respondents. Nine percent of the female board members rated 

their superintendent below average compared to 4.4 percent 
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of the males, and no women listed their superintendent as 

poor compared to 1.4 percent of their male counterparts. 

SB.4 School board members were asked to rate women 

superintendents' abilities in the areas of curriculum, 

finance, school law, business, personnel, public relations, 

bonds and building programs. In the area of curriculum, the 

majority of school board members strongly agreed that women 

are competent in this area. A large percentage, 54.1 

percent, of the respondents reported that they strongly 

agreed; 42.7 percent agreed; 1 percent was undecided; and 2 

percent strongly disagreed. 

The largest percentage of school board members either 

strongly agreed or agreed that women superintendents were 

knowledgeable of school finance. A total of 46.8 percent of 

the respondents strongly agreed, and 47.9 percent agreed 

with the statement. Groups A, D and F strongly agreed more 

often than the other groups. 

A smaller percentage, 34.3 percent, strongly agreed 

with the statement that women are strong in business 

compared with 48.9 percent who agreed; 6.2 percent dis-

agreed; 4.1 percent strongly disagreed; and 6.2 percent were 

undecided. School board members from the largest districts 

rated women superintendents's abilities in business more 

highly than board members from the smaller districts. 

In the area of school law, 37.5 percent of the school 

board members strongly agreed, and 41.6 percent of the board 
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members agreed with the statement that women superintendents 

are knowledgeable of school law. Respondents who were 

undecided made up 11.4 percent of the total; 5.2 percent 

disagreed; and 4.1 percent strongly disagreed. School board 

members in the larger districts rated women superintendents 

more highly in their knowledge of school law than did school 

board members in the smaller districts. 

Of the total number of respondents, 34.3 percent 

strongly agreed, and 38.5 percent agreed with the statement 

that women superintendents are strong in the area of 

personnel; 7.2 percent of the board members were undecided; 

8.3 percent disagreed; and 2 percent strongly disagreed. 

School board members in larger districts rated women 

superintendents more highly than board members in the 

smaller districts. 

Of the total number of respondents, 48.9 percent 

strongly agreed that women superintendents are competent in 

the area of public relations; 40.6 percent of the board 

members agreed with the statement; 6.2 percent were unde-

cided; 3.1 percent disagreed; and 1 percent strongly 

disagreed with the statement. 

Respondents who strongly agreed with the statement that 

women superintendents are knowledgeable of bonds and 

building programs made up 30.2 percent of the total; 40.6 

percent agreed; 14.5 percent were undecided; 7.9 percent 

disagreed; and 4.1 percent strongly disagreed. 
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SB.5 The largest percentage, 48.9 percent, of the 

school board members strongly agreed that women superinten-

dents are competent leaders, followed by 39.5 percent who 

agreed; 5.2 percent were undecided; 3.1 percent disagreed; 

and 3.1 percent strongly disagreed with the statement. The 

larger school districts rated women superintendents stronger 

in leadership than the smaller districts. 

Additional Findings 

1. The largest percentage of school board members, 

32.2 percent of the respondents, were undecided regarding 

the statement that women are discriminated against when 

applying for the superintendency. Respondents who agreed 

that women are discriminated against when applying for 

superintendencies made up 31.2 percent; 5.2 percent strongly 

agreed with the statement; 19.7 percent disagreed; and 10.4 

percent strongly disagreed with the statement. In Group D, 

composed of larger school districts, 66.6 percent of the 

respondents agreed that women experience discrimination. 

2. The largest percentage, 36.3 percent of women 

superintendents in Texas had a career path that went from 

teacher to principal to superintendent. A smaller number, 

22.7 percent, went from teacher to principal to central 

office to the superintendency; and 13.6 percent of the 

respondents followed a career path that began with teacher 

to central office to the superintendency. A career path of 
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teacher to principal to the Texas Education Agency to the 

superintendency was reported by 13.6 percent; and 13.6 

percent of the respondents followed some other path such as 

teacher to superintendency. 

In the smaller districts the typical career pattern was 

teacher to principal to the superintendency. In the larger 

districts the typical career path pattern was the teacher to 

principal to central office or the teacher to principal to 

the Texas Education Agency to superintendent route. 

Conclusions 

The following conclusions were drawn based on the 

findings of the study. 

1. The majority of women currently serving as superin-

tendent do not perceive any discrimination when applying for 

the position. 

2. The majority of women superintendents are hired 

from within the district in which she was presently 

employed. 

3. Most women superintendents have a master's degree, 

but superintendents in larger school districts are more 

likely to have a doctorate. 

4. The typical career path of women superintendents in 

Texas is teacher to principal to superintendent. 
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5. The majority of women superintendents in Texas 

served in two districts prior to attaining the supermten-

dency. 

6. The majority of women superintendents in Texas have 

been elementary teachers, but as district size increased 

there is a tendency for more of them to have taught at the 

secondary level. 

7. There is a tendency for women superintendents to 

have been elementary principals prior to attaining the 

superintendency, but no organizational level could claim a 

majority. 

8. Having been a teacher seems to be the most valuable 

experience for a woman before becoming a superintendent. 

9^ in the area of professional development, leadership 

and management is perceived as the most important by women 

superintendents. 

10. School board members selected a woman as superin-

tendent of schools because she was the best qualified 

candidate. 

11. Women school board members rate their superinten-

dents slightly higher than male school board members. 

12. School board members generally rate women superin-

tendents very high in areas of curriculum, finance, school 

law, business, personnel, public relations, bonds and 

building programs. 
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Recommendations 

The results of this study have several important 

implications for women aspiring to the superintendency, 

universities which train educational administrators, school 

board members considering employing a superintendent, and 

educational consultants which aid school boards in searches 

for superintendents. 

The results of the research question regarding profes-

sional development has specific implications for univer-

sities that are involved in the education of superinten-

dents. Women superintendents reported that school finance 

and curriculum were the two areas of their development that 

should have been more extensive. It is therefore recom-

mended that superintendents be provided more extensive 

training in these areas. 

The results of the research question regarding per-

ceived discrimination indicates that the majority of women 

superintendents in Texas perceived no discrimination when 

applying for the superintendency. It is therefore recom-

mended that universities that train public school admini-

strators be aware of this research finding and encourage 

women to continue to seek the superintendency. 

The results of this study indicate that women superin-

tendents perceive the position of teacher as the most 

beneficial experience prior to the superintendency. It is 

recommended that the state of Texas continue to require 
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teaching experience as a prerequisite for administrator's 

certification. 

The results of this study indicate that the majority of 

school board members are satisfied with a women serving as 

their superintendent. Women superintendents received high 

marks in the areas of finance, curriculum, business, 

personnel, public relations, school law, and building 

programs. It is therefore recommended that school board 

members, as well as educational consultants, be made aware 

of this finding. 

It is recommended that this study be replicated in five 

to ten years to determine changing patterns. 

It is recommended that universities which train public 

school administrators make women aware that the majority of 

women currently serving as superintendent were employed from 

within the district and were promoted from the position of 

principal. 

Recommendations for Further Research 

The following recommendations for further research are 

made based on the findings and conclusions of the study. 

1. The study should be replicated nationally to 

confirm the findings and conclusions of the present study. 

2. A study should be conducted involving the success 

levels of male superintendents and a comparison should be 

drawn between male and female superintendents. 
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3. A study should be conducted involving women in mid-

management positions to determine the percentage who 

perceive discrimination when applying for superintendences. 

4. A study should be conducted involving public school 

administrators at all levels pertaining to their perceptions 

regarding their professional development. 
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Women Superintendents' Success Levels Survey 

Sex: Male Female 

Highest level of education: 

High School Graduation 
Bachelor's Degree 
Master's Degree 
Doctorate Degree 
Other 

SA A U D SD 

Number of years as a school board member 

Please circle the response that best fits your perception: 

Strongly Agree SA 
Agree A 

Undecided U 
Disagree D 
Strongly Disagree SD 

1. Women are capable of being superin-
tendent of school. SA A U D SD 

2. Women superintendents are knowledge-
able of school finance. 

3. Women superintendents are competent 

in curriculum matters. SA A U D SD 

4 Women superintendents are strong in 
business matters. SA A U D SD 
5. Women superintendents are knowledge-
able of school law. 

6. Women superintendents are strong in 
the area of personnel administration. SA A u D 

7. Women superintendents are knowledgeable 
of building operations and maintenance. 

8. Women superintendents are competent 
leaders. 

9. Women superintendents are competent 
in the area of public relations. 

SA A U D SD 

SA A U D SD 

SA A U D SD 

SA A U D SD 
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10. Women superintendents are knowledgeable _ S D 

of bonds and building programs. bA a u 

11. Women are discriminated against when 
applying for superintendencies. 

How would you rate your superintendent? 

1. Excellent 
2. Good 
3. Average 
4. Below Average 
5. Poor 

Please prioritize, highest to lowest (1-10) the strengths of 

your superintendent. 

Finance 
Curriculum 
Law 
Bond and Building Programs 
Personnel 
Building Operation 
Maintenance 
Leadership 
Management 
Public relations 

What criteria was used in the decision to employ a woman as 
superintendent of schools? 

Best qualified candidate 
Knowledge of business 
Knowledge of finance 
Knowledge of curriculum 
Next in line 
Other 
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1223 Stuart 
Denton, Texas 76201 
November 1, 1988 

Dear School Board Member: 

I am a doctoral student at the University of North Texas in 
Denton, and the enclosed questionnaire is part of a disser-
tation being conducted under the supervision of Dr. Gary 
Anderson. The subject of my dissertation is Career Paths 
and Perceived Success Levels of Women Superintendents in the 
State of Texas. Each school board member in public school 
districts with women currently serving as superintendent 
will be asked to respond to the Women Superintendents' 
Success Level Survey questionnaire. All responses will be 
confidential and anonymous. Participation in this study is 
completely voluntary and there will be no penalty for non-
participation . 

If you are interested, I would be more than happy to share 
the findings of this study with you. Your cooperation in 
returning this questionnaire will be greatly appreciated. 

&J 
(h, 
Dr. Gary Anderson 
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1223 Stuart Dr. 
Denton, TX 76201 
November 12, 1988 

Dear School Board Member: 

There is a small but rapidly growing number of women 
superintendents in the state of Texas. It is important to 
find out how successfully these women are carrying out the 
mission of their schools. In order for this study to be 
meaningful, we need a large percentage of board members to 
respond by taking a few minutes to fill out the attached 
questionnaire. 

You can be assured that all responses will be kept com-
pletely confidential and anonymous. If you have already 
responded, please disregard this followup. Your cooperation 
will be greatly appreciated. 

Sificeirely. 

Ub 

P.S. If you are interested, I would be more than happy to 
mail you the results of this study. Please request the 
results and give me a mailing address. 
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November 26, 1988 

Dear School Board Member: 

One of my doctoral students, Ray Lea, is conducting an 
important study of the career paths and success levels of 
women superintendents in the state of Texas. Since there is 
such a small number of women currently serving in this 
position, it is imperative that we receive your input. 

I would deeply appreciate your taking a few minutes to 
complete his questionnaire. We are hopeful that his study 
will provide greater insight into how we might improve 
administrator preparation and assessment programs for women. 
Please disregard this followup if you have already responded 
to the survey. 

Sincerely yours, 

(yO-
Gary Anderson 
Professor of Educational 
Administration and Supervision 
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CAREER PATH SURVEY 

Hiqhest level of education: Master's degree 
^ Doctorate 

Current age: 25-29 aq 
40-44 45-49 49-54 
5 5 - 5 9 60-64 over 65 

Age upon attaining first superintendency: 

Prior Employment (complete below) 

1. Please list all education and non-educational 
position. Include military and business exper-
ience. . . 

2. Please include teaching and administrative exper-

ience• 
3. Please be very specific as to grade levels and 

subject areas. (Examples: High School Biology 
Teacher, Middle School Principal, Director of 
Elementary Instruction, Assistant Superintendent 
for Finance, etc.). 

4. If there are gaps in employment history for 
reasons such as returning to school full—time, 
please note this. 

5. Please list most recent position first. 

DISTRICT OR DISTRICT ENROLLMENT 
POSITION ORGANIZATION AT TIME OF EMPLOYMENT DATES 
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Please prioritize, highest to lowest (1-7), the positions 
that you feel provide the most important experience for a 
superintendent prior to assuming the superintendency. 

_Teacher 
"Assistant Principal 
_principal 
Supervisor or Consultant 
.Director 
"Assistant Superintendent 
_Other (specify) 

From the above areas, please list the three positions t h 

you feel provide the most important experience. Please be 
as specific as possible concerning grade level, subject 
area, administrative area. 

1. 
2. 
3. 

Please prioritize, highest to lowest (1-10), the importance 
of the following areas of professional development (univer-
sity coursework or inservice) prior to assuming the superin-
tendency. Please place a check mark next to any areas m 
which you would like your professional development to have 
been more extensive. 

Finance Building operation or 
maintenance 

Curriculum Leadership or management 

L a w Educational theory 

_Bond or building Community or public 
program relations 
_0ther (specify) 

Did you perceive any difficulties unique to your sex in 
attaining the superintendency? Explain. 
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1223 Stuart 
Denton, Texas 76249 
November 15, 1988 

Dear Superintendent: 

The enclosed questionnaire entitled Career Path Survey is 
part of doctoral dissertation being conducted under the 
supervision of Dr. Gary Anderson at the University of North 
Texas. The title of this dissertation is "The Career Paths 
and Perceived Success Levels of Women Superintendents in the 
State of Texas." All women currently serving as superinten-
dent of public schools will be asked to respond. A1l 
responses will be confidential and anonymous. Participation 
in this study is completely voluntary and there will be no 
penalty for non-participation. 

In addition, each school board member will be asked to 
respond to the Women Superintendents' Success Levels Survey. 
Would you please see that each board member receives a copy 
of this questionnaire. 

You may receive the results of this study if you are 
interested. Please request the results and provide an 
address. Your cooperation will be greatly appreciated. 

in/Education, P 

Ld 
Dr. Gary Anderson RavX Lea 
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November 26, 1988 

Dear School Board Member: 

One of my doctoral students, Ray Lea, is conducting an 
important study of the career paths and success levels of 
women superintendents in the state of Texas. Since there is 
such a small number of women currently serving in this 
position, it is imperative that we receive your input. 

I would deeply appreciate your taking a few minutes to 
complete his questionnaire. We are hopeful that his study 
will provide greater insight into how we might improve 
administrator preparation and assessment programs for women. 
Please disregard this followup if you have already responded 
to the survey. 

Sincerely yours, 

Gary^nderson 
Professor of Educational 
Administration and Supervision 
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