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The major purpose of this descriptive study was to determine 

common characteristics and influences among women who were serving as 

public school superintendents of independent districts in Texas during the 

1988-89 school year. Commonalities were determined in (1) personal 

characteristics, (2) personality traits, and (3) perceived barriers to career 

mobility. 

A seventy-item survey was developed, validated, and mailed to the 

thirty-three women superintendents in Texas. Data from the survey were 

analyzed to determine if commonalities existed among women 

superintendents. 

Based on the findings of this study, the following conclusions seem 

justified: 

(1) Commonalities in personal characteristics which exist among women 

superintendents include age, ethnicity, marital status, parenthood, positive 

attitudes toward being both mothers and superintendents, preference for 

husbands in the field of education, demonstration of early leadership traits, 

and self-perceptions of being assertive and risk-taking; 

(2) Most women superintendents share common views on subjective 

measures concerning their own personalities, and they rated themselves 

highest in areas which include self-esteem, general daily activity level, 

independence, job satisfaction, ability to operate under pressure and 

practicality; and 



(3) Most women superintendents perceive similar internal and external 

barriers to their career mobility; a lack of professional network and 

employers' negative attitudes toward women are the most common external 

barriers. 
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CHAPTER I 

INTRODUCTION 

"The pinnacle of the pyramid, the last rung of the ladder, the top of 

the hierarchy, the highest level of management'—this is the place about 

which many men and women dream (Josefowitz 1986,211). In the 

businessworld the chief executive officer fills this position; in the public 

school system this place is occupied by the superintendent of schools. In 

both the business world and the school community, many men and women 

aspire to such an office; however, few make it. Each individual company or 

school district has only one top executive. 

Of those individuals who achieve the position of superintendent in the 

public schools, the overwhelming majority is male. The inequality in 

numbers among male administrators and female administrators remains a 

current issue in education although the phenomenon of women's rights 

emerged in 1964. Traditionally, males have dominated the leadership 

positions (Taylor 1973, 124-126). According to a 1985 American 

Association of School Administrators (AASA) survey of women and 

minorities in education, of the more than 14,500 public school districts in 

the United States, less than 3 percent were led by female superintendents 

(Marshall 1986,10). 

In Texas, according to the 1987-88 Texas School Directory (Teacher 

Education Agency, 1987), only thirty female superintendents are listed, or 

2.9 percent of the 1,051 independent school districts in the state. Although 



the 1988-89 Texas School Directory (Teacher Education Agency, 1988) lists 

thirty-four female superintendents and the percentage has risen slightly to 

3.2 percent, it is obvious that few women hold the top executive position. 

For those individuals who aspire to be superintendents in the public school 

system, a study which takes a look at the commonalities among women who 

hold such positions should be beneficial. 

Statement of the Problem 

The problem of this study concerned the identification of 

commonalities among women superintendents of independent school 

districts in the public schools of Texas during the 1988-89 school year. 

Purpose of the Study 

The purpose of this study was to determine common characteristics and 

influences among women in Texas serving during the 1988-89 school year 

as superintendents of independent districts of public schools, in the 

following areas: (1) personal characteristics, (2) personality traits, and 

(3) perceived barriers to achieving the superintendency. 

Research Questions 

To carry out the purpose of this study, the following questions were 

formulated: 

1. What were the personal characteristics common among women 

public school superintendents of independent districts in Texas during the 

1988-89 school year? 

2. Did the women superintendents have common views of 

themselves on subjective measures concerning their own personalities? 



3. Did these women encounter similarly perceived internal and 

external barriers to career mobility? 

Related Research and Literature 

Chief executive officer (CEO), chairperson of the board, president, 

director, senior administrator, top executive—less than 1 percent of 

the women in the work force today are in these positions. If the 

percentage is simply doubled every two years, in one decade women 

would hold one-third of all top managerial positions. Geometric 

progression, however, is not usually the way society changes (Josefowitz 

1986,195). 

Equity is essential to the spirit of public education in the United 

States. Inequity, namely the minimal role of women as educational 

administrators, is dramatically reflected in one set of statistics. 

While women constitute 83 percent of the nation s elementary 
teachers and 47 percent of its secondary teachers, they account 
for merely 12 percent of the nation s public school principals 
(20 percent of all elementary principals are women, while 
less than 4 percent of all secondary principals are women). 
Even adding assistant principals brings the total proportion 
of administrative positions held by women to only about 18 
percent The situation in higher administrative positions is even 
more alarming (Fauth 1984,65-66). 

The Office of Minority Affairs of the AASA conducted a survey of the 

number of women and racial minorities in school administration during the 

1984-85 school year to update data obtained in 1981-82. The results of 

the study revealed that the representation of women in the school 

superintendency was 2.7 percent of the more than 14,000 superintendents 



nationwide in 1984-85, an increase from 1.8 percent in 1981-82. Overall, 

the 1984-85 study revealed that women and minorities are gaining in their 

number of superintendent and assistant superintendent positions held 

nationwide. However, the study also attempted to determine women and 

minority representation in the combination of administrative and 

supervisory positions in school districts throughout the nation. The 

percentage of women school administrators was 26 percent in 1984-85, 

which was not much different from the 1981-82 figure of 25 percent. 

Thus, the data revealed that women school administrators' numbers have 

remained at about the same level since 1980, with no growth in the pool 

from which superintendents are selected (Jones and Montenegro 1985, 1, 

20, 25). 

According to a recent survey, compiled by a research team from the 

State University of New York at Buffalo, males dominate school leadership 

roles. They account for: 95 percent of the nation's superintendents; 85 

percent of the deputy or assistant superintendents; 97 percent of high 

school principals; and, 85 percent of the junior and middle school principals. 

However, females now account for 33 percent of elementary school 

principals (National School Board Association, 1988). Although women 

appear to be gaining in school leadership positions, males quite obviously 

dominate the top leadership roles in the field of education. 

Stephanie Marshall admonishes firms that deal with superintendent 

searches and selections, such as school board associations, school 

administrator associations, and private consulting firms, to open the process 

to women. She emphasizes that local school boards should also ask that 

women candidates be considered; the political reality, however, is that there 



are few top spots for women. According to Marshall, "being a woman and 

being a superintendent are still almost mutually exclusive. We a re . . . a 

gender at risk.'" She concludes, "The issue is not one of competence, but of 

access; and achieving that access is a relatively uncharted but worthwhile 

journey" (Marshall 1986,10,13). 

Limitations 

This study was limited to independent school districts of public 

schools in the State of Texas during the 1988-89 school year as identified 

by the Texas Education Agency (Texas Education Agency, 1988). Non-

public schools, state schools, and consolidated school districts were not 

included in the study. In addition, no attempt was made to survey all 

aspects common to women superintendents. Commonalities among women 

superintendents in Texas were limited to those areas delineated in the 

questionnaire, including demographic information, personal characteristics, 

personality traits, and perceived internal and external barriers to career 

mobility. 

The results of this study are limited by the subjectivity of the 

expressed opinions of the respondents. Pre-testing the questionnaire used 

to collect data was done to help overcome the possible limitations of 

(1) ambiguous questions, (2) researcher bias, and (3) adequate coverage of 

the topic without unreasonable demands on each respondent s time. 

The study was delimited to public school female superintendents of 

independent school districts in Texas during the 1988-89 school year. 



Significance of the Study 

The small number of female role models in educational 

administration, according to Thompson, makes it clear that a more 

organized thrust must be generated on the part of both males and females to 

guide and assist women in becoming well prepared and qualified to hold 

such positions and to develop the attitudes that stimulate confidence, 

positive self-images, and the encouragement needed to pursue leadership 

positions. To this end, a great amount of work must be done (Thompson 

1978-79, 68). 

This study focused on the role of women as superintendents of public 

schools in Texas. The population was female superintendents of 

independent school districts in Texas, including those just beginning their 

careers as superintendents during the 1988-89 school year. By studying 

the commonalities among female superintendents representing independent 

school districts of different sizes across the state, information was obtained 

that should encourage and help others who have the superintendency as 

their goal. This study was significant in that it: (1) identified some 

personal characteristics common to a successful candidate for 

superintendent; (2) outlined some personality traits common to one aspiring 

to be a superintendent; and (3) uncovered some barriers to be overcome by 

the prospective superintendent. 

Procedures for Data Collection 

The first activity in the research approach consisted of the 

development of the survey instrument that was used to gather data from 

women superintendents serving Texas public school districts during the 



1988-89 school year. A draft instrument, "Women Superintendents' Profile 

Survey," representing a combination of several instruments already in place 

was developed after a survey of the literature. It was designed to collect 

data from women superintendents in four different areas: demographic 

information, personal characteristics, personality traits on a self-rating 

scale, and perceived internal and external barriers to career mobility. 

To validate the survey instrument, a panel of five women was 

selected from within and outside the state. These women were asked to 

evaluate the validity of the survey questions. Revisions were made to the 

questionnaire based upon the panel's recommendations. A seventy-item 

questionnaire was finalized (Appendix C). 

Procedures for Data Analysis 

The survey instrument, "Women Superintendents' Profile Survey," 

was designed to collect data regarding the commonalities of women 

superintendents in Texas. Descriptive statistical methods were used. 

Percentages were used to summarize the data elicited from the 

questionnaire in response to research question one: What were the personal 

characteristics common among women public school superintendents of 

independent school districts in Texas during the 1988-89 school year? 

Cluster analysis was used to attempt to answer research question 

two: Did the women superintendents have common views of themselves on 

subjective measures concerning their own personalities? Based upon 

cluster analysis, however, only one cluster was identified: therefore, 

discriminant analysis, as originally proposed, was not used because there 
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were no differences to be analyzed in the profiles of the clusters. As a 

result, research question two was answered using percentages and means. 

Because only one cluster was identified in answering research 

question two concerning personality traits, analysis of variance could not be 

used to examine the differences in clusters with respect to their perceived 

internal and external barriers as proposed for research question three: Did 

these women encounter similarly perceived internal and external barriers to 

career mobility? Research question three was answered using frequencies 

and percentages. 

Answers to open-ended questions throughout the survey were 

recorded as written to give a qualitative dimension to the study. The 

answers were grouped when possible to help in identifying commonalities 

among the women superintendents. 

Organization of the Study 

Chapter II is a presentation of the review of literature. The focus is 

on three major areas that relate to the study: personal characteristics of 

women superintendents, their personality traits, and their internal and 

external barriers to career mobility . Chapter III describes the methodology 

used in this study. The focus of this chapter is the development of the 

questionnaire which was administered to women superintendents in Texas, 

the procedures for the collection of data, and the procedures for the analysis 

of data. The results of the survey instrument are reported in Chapter IV. 

This chapter presents the data and analyzes the commonalities among 

women superintendents in Texas. Findings are summarized, conclusions 

are drawn, and recommendations for further study are made in Chapter V. 



CHAPTER II 

REVIEW OF RELATED RESEARCH AND LITERATURE 

In preparation for this study, a review of related research and 

literature was conducted. The focus of the review was on three major 

areas that relate to the study: personal characteristics of women 

educational leaders and management executives, their personality traits, 

and their internal and external barriers to career mobility. 

Personal Characteristics 
In a study of eighty-two women superintendents conducted by 

Frasher, Frasher, and Hardwick in 1982, the authors interpret their results 

in the context of the patterns revealed in an earlier study by Hennig and 

Jardim (1977a) of female business executives. The theme that runs 

throughout Hennig and Jardim's work is that the twenty-five business 

women studied had adopted a largely masculine style of behavior beginning 

in early childhood and continuing through the successful period of early 

career development. These women integrated aspects of traditional 

femininity into their lives and career styles only after establishing 

themselves as highly successful middle managers. One objective of the 

Frasher, Frasher and Hardwick study was to answer the question of 

whether the patterns of personal and career development of the eighty-two 

women superintendents studied resembled those of Hennig's and Jardim's 

executives, reflecting consistent integration of masculine styles. 

9 
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The female superintendents in the Frasher, Frasher and Hardwick 

study reflected a more traditional orientation during childhood, youth, and 

early career development, and appeared to have integrated masculine 

modes of behavior as they advanced to higher levels of authority and 

responsibility. In sharp contrast to Hennig s and Jardim's executives, most 

of the superintendents integrated traditional feminine roles beginning at an 

early stage, and many combined childrearing, homemaking, and job 

responsibilities throughout their careers. 

The authors conclude that the female superintendent does not closely 

resemble Henning and Jardim's managerial woman. They point out that the 

answer probably lies in the fact that education is essentially a feminine field 

that has incorporated masculine modes primarily at administrative levels 

while maintaining a feminine orientation at operational levels. The authors 

maintain that 

women can and do feel comfortable in educational settings and while 
they have recognized that certain aspects of traditionally male 
behavior must be acquired to assume leadership positions, they have 
not found it necessary to forego feminine social experiences or to 
extinguish feminine patterns of behavior in order to become 
successful leaders (Frasher, Frasher and Hardwick 1982,41). 

The Frasher, Frasher and Hardwick study attributes the success of female 

superintendents to competence, hard work, and the support of family 

(Frasher, Frasher and Hardwick 1982,41). 

A more plausible approach seems to be a view of the female manager 

or educational leader as one with situational masculine or feminine qualities. 

The results of a recent study (Maupin 1989) suggest that a blend of male 

and female qualities, androgynous management, may be a key to effective 
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supervisory relations. An experiment with 455 male and female managers 

provided support for the hypothesis that psychologically androgynous 

individuals might be more likely to succeed in managerial positions than 

individuals who are sex typed. Subordinate employees from a random 

sample of firms located in California and Hawaii were surveyed to 

determine whether the managers whom they perceived to be effective 

supervisors possessed sex-role characteristics that differentiated them from 

managers who were perceived to be unsatisfactory supervisors. 

Information on subordinate satisfaction with supervisor in relation to the 

supervisor's sex-role behavior was obtained from the application of the Bern 

Sex-Role Inventory (BSRI) and the Supervision Component of the Job 

Descriptive Index (SCJDI). Supervisors with equally high scores on both 

masculine (such as, acts as leader, analytical, assertive, athletic, competitive, 

and willing to take risks) and feminine (such as, cheerful, compassionate, 

sensitive to the needs of others, understanding, warm, and yielding) 

characteristics achieved the greatest subordinate satisfaction. The 

experiment provided evidence that there exists a distinct class of managers 

who can appropriately be termed androgynous, whose sex role adaptability 

enables them to engage in situationally effective behavior without regard 

for its stereotype as masculine (assertive and instrumental) or feminine 

(yielding and expressive). Organizations need to take into account 

manager-subordinate relationships, which require effective masculine 

instrumental behavior as well as feminine expressive behavior. 

Maienza explored some predictors of access to the school 

superintendency for men and women, with particular emphasis on 

determinants of access for women. The superintendents in Maienza's study 
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had a history of visibility. They had been singled out and had participated 

in leadership roles at every stage of life, beginning in childhood. For 

example, "many of the superintendents had organized neighborhood or town 

events—plays, community parties, a baseball league—before the age of 16." 

In addition, "ten of them, including seven females, were school editors," and 

"80 percent of the sample had been class officers." They also had been 

highly visible as classroom teachers (Maienza 1986a, 32). 

The data in the Maienza (1986a) study indicated that much more 

than family support was involved in access to the superintendency. 

Subjects were highly skilled in using the resources and sponsorship of 

important people. They made career progress with the help of contacts 

they initiated, through their own long-term or broad visibility, or because of 

strong social ties. This study revealed three types of career sponsorship: 

(1) their universities and professors in educational administration; (2) 

informal coalitions of university professors and professionals in public 

education on the state level, appearing to have a very strong influence on 

choice of superintendents in some states; and (3) extraordinary visibility to 

consultants employed by districts to assist with executive searches. 

Most of the women superintendents in the Maienza (1986a) study 

reported early responsibilities for home, family, or community. The 

behavior of coping with family responsibilities along with the primary duty 

of attending school appears to be tied to socioeconomic status. Many of the 

respondents' mothers worked outside the home because of economic 

necessity, leaving family responsibilities to young children. These 

experiences may have prepared the women superintendents to balance 

career, marriage, and family. 
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Maienza's study also noted an interaction effect of sex and district size 

on marriage. In the smaller districts, all of the women were married; only 

one woman in a large district was married, and she was in a second 

marriage. The other female superintendents in large districts were single, 

widowed, or divorced (Maienza 1986a). 

Personality Traits 

The personalities of successful women managers and administrators 

in the educational field are often the focus of research studies. Marion 

Wood, contributing author for B. Stead's book Women in Management. 

conducted interviews with one hundred women in the Los Angeles area in 

1977 who were holding management positions. These interviews revealed 

convictions, compromises, and challenges which the women being 

interviewed believed defined the common characteristics essential for 

success in a male-dominated world. When men working with, over, or 

under these women managers were asked the same questions, they 

responded with almost identical characteristics. Wood's primary question 

was, "What does it take for a woman to make it in management?" The 

interviews yielded these ten top characteristics: "competence, education, 

realism, aggressiveness, self-confidence, career-mindedness, feminity, 

strategy, support of an influential male, uniqueness" (Stead 1978, 271). 

Another study entitled Survey. Attitudes Toward Women as School 

District Administrators which was funded as part of the Women's 

Educational Equity Act Program examined attitudes toward women 

specifically as school district administrators. The survey of persons 

responsible for hiring school district administrators was generally directed 
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toward determining whether the attitudes of those persons could be 

affecting the professional opportunities for women in this field. One of the 

three major factors in the primary survey instrument centered on the 

personality characteristics that are seen as important to success in a 

managerial role. 

In reporting data from that section of the survey, the effective 
administrator's descriptors most often chosen were: conscientious, 
sensitive to the needs of others, reliable, adaptable, and tactful. The 
survey reporters make this interesting note: those descriptors were 
chosen more often than terms like assertive and willing to take risks, 
which were also included on the list and would seem to reflect more 
closely the traditionally used traits (Survey 1980, 68). 

In another book also entitled Women in Management. Douglas Basil 

reports the results of a questionnaire mailed in 1971 to 316 male and female 

respondents (Basil 1972). The profile questions asked for data which 

included age, education, marital status, work experience, and family 

background (father, mother, and spouse's education and occupation). One 

part of Basil's questionnaire which is relevant to this study included a 

"Ranking in Importance of Certain Personal Characteristics as 

Requirements for Upper Management." The results present the relative 

ranking of such characteristics by men and women managers: 

PERSONAL CHARACTERISTICS AS SEEN BY WOMEN 
Emotional Stability 93% 
Decisiveness 92% 
Consistency and Objectivity 90% 
Perception and Empathy 88% 
Loyalty 87% 
Interest in People 85% 
Creativity 79% 
Attention to Detail 31 % 
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PERSONAL CHARACTERISTICS AS SEEN BY MEN 
Decisiveness 96% 
Consistency and Objectivity 95% 
Emotional Stability 94% 
Analytical Ability 93% 
Perception and Empathy 91 % 
Loyalty 90% 
Interest in People 87% 
Creativity 83% 
Attention to Detail 40% 

There was a high degree of similarity of response between men and 

women managers in their rating of the characteristics required for upper 

management (Basil 1972, 68). 

Regardless of what personal characteristics seem important in 

management, many of the writers in the field continue to stress the issue of 

self-confidence. In her book Survival Strategies for Women Administrators. 

Carolyn Burkhardt pulls together advice and counsel from many women 

administrators who have made it to the top of their organizations and are 

doing well. The author writes about women as marketers and the issue of 

self-confidence. She says that it is important for women to learn accurately 

to assess their own strengths and weaknesses and to modify their career 

goals accordingly. She continues that the women who do make it to the top 

are continually seeking means to new solutions as each new situation or 

stumbling block arises (Burkhardt 1979). 

In a survey report conducted for the American Management 

Association in 1977, the question was asked, "What needs to be done to 

develop women managers?" The respondents in this survey indicated the 

creation of a positive self-image for women managers as their primary 
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concern. Comments included the following: "Emphasize self-esteem, 

riddance of fear, and developing self-confidence" (Temmen 1982, 8-9). 

Barriers 

According to Jones and Montenegro: 

Stereotypes about women evolved from absurd generalities— For 
example, Aristotle believed females to be 'deformed males,'.... A 
couple of centuries later, a Roman public official declared that 
'woman is a violent and uncontrolled animal.' Still later, Thomas 
Aquinas adopted Aristotle's view that women were defective. Martin 
Luther thought that because men have broad shoulders and narrow 
hips, they must possess more intelligence. In more recent times 
Freud posited that women, more than men, are prone to neurotic 
tendencies, especially hysteria (Jones and Montenegro 1982, 8). 

The authors continue that "not all philosophers had anti-female attitudes:" 

however, "those negative attitudes that persisted contributed to myths 

about women as too emotional, too dependent and irrational, and unfit as 

effective managers" (Jones and Montenegro 1982.8). 

The personality theorist Alfred Adler identified power with 

masculinity and weakness with femininity. "It was at this stage of his 

thinking (circa 1910) that he set forth the idea of the masculine protest,' a 

form of overcompensation that both men and women indulge in when they 

feel inadequate and inferior" (Hall and Lindzey 1970, 123). 

Western leaders, according to Jones and Montenegro, have 

traditionally been male, so managerial and leadership qualities have also 

been equated with men. On the other hand, the authors contend, timidity, 

deference, and self-abasement have been associated with women (Jones and 

Montenegro 1982, 8). 
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In a comprehensive review of the literature on women leaders in 

public education, Suzanne Estler found that the reasons given by 

researchers for the scarcity of women in leadership positions could be 

ascribed to one of three models. The absence of women in leadership 

positions, according to Estler's women's place model, is due to the different 

ways men and women are socialized. For example, as they grow up, women 

learn to defer to men, prefer the leadership of men, and to be nurturing 

rather than aggressive. "A career with hierarchical promotions, such as the 

progression from teacher to superintendent, requires planning and 

commitment and is difficult to pursue if one's focus should be' on the home" 

(Estler 1975, 363-385). 

Centuries-old attitudes and prejudices also explain discrimination in 

training and hiring practices that encourage promoting more men than 

women. A study by Neidig revealed that more male board members than 

female board members believe women cannot cope with the emotional and 

physical stress of administrative positions (Neidig 1973,2983A). Zellman 

suggested that the structural factors limiting women's leadership roles stem 

from society's values and beliefs (Zellman 1976, 33). 

According to Jones and Montenegro (1982), theories explaining the 

lack of women in educational administration can be categorized into 

internal and external barriers. External barriers obstructing women's climb 

on the career ladder include society's attitudes, systems, and structures. 

The authors list external barriers related to women school administrators' 

success (or lack of it). The barriers included too few role models, lack of 

sponsorship, resentment by others, family responsibilities, and perceptions 
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of female characteristics and abilities as incongruent with job demands 

(Jones and Montenegro 1982, 8-9). 

Internal barriers stem from the personal conflicts experienced by 

women and the personal qualities often associated with them. Darley 

presented a paper explaining the differential career achievement in women 

and men; the paper focuses on the situational factors which operate on 

women to shape their domestic and professional choices and behavior. The 

author points out that the qualities traditionally associated with the role of 

wife-mother and those associated with the role of career woman are 

incompatible. As a result of the expectations which often relate to the 

individual's sex, different kinds of behavior is expected of men than of 

women. The author points out that "when a person fails to behave role-

appropriately, she/he violates role expectations and is likely to meet with 

disapproval and perhaps outright hostility from others" (Darley 1976, 86). 

This incompatibility, Darley says, leads to personal anxiety, personal 

sanctions, and the avoidance of one role (usually the career-achievement-

oriented role) and the acceptance of the mother-wife role. Because of role 

conflicts, women may lack geographical mobility and support from their 

families for their careers. They also may experience feelings of guilt or 

inadequacy in one or both roles. 

Margaret Hennig and Anne Jardim based their book The Managerial 

Woman (1977b) primarily on the research findings of Hennig's doctoral 

dissertation, which was designed to determine how twenty-five women 

achieved top-line positions in the male-dominated management world. The 

authors describe internal barriers associated with women's lack of 

aggressiveness, low self-image, lack of self-confidence, and lack of social 
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skills in relating to other leaders. They list five major internal conflicts for 

women in business: 

1. Women describe themselves as waiting to be chosen—discovered, 
invited, persuaded, asked to accept a promotion. 

2. Women describe themselves as hesitant, as waiting to be told what 
to do. 

3. Women describe themselves as often feeling conflicted and 
confused about their own goals. 

4. Women describe themselves as reluctant to take risk. 
5. Women often say that the only way they can deal with their 

feelings of guilt over having a career is to try to be a perfect 
woman/wife/mother simultaneously. If she is single, she is open 
to the accusation, by herself and others, that she has failed as a 
traditional woman (Hennig and Jardim 1977,36). 

According to Frasher, Frasher and Hardwick, the questions 

surrounding the absence of women in leadership positions and the 

motivations and experiences of those who chose to pursue them are as 

compelling when applied to the profession of education as to the world of 

business (Frasher, Frasher and Hardwick 1982,36). 

Females who choose to pursue the school superintendency face 

certain obstacles. The conclusions revealed in a study by Dopp and Sloan 

show that, at the outset, our social structure presents obstacles to the 

administrative career development of women. The sheer paucity of 

numbers of female administrators presents a social obstacle. Moreover, 

people do not see effective women in positions of responsibility and, 

therefore, do not appoint potential candidates because of social prejudice. 

Dopp and Sloan state that "decision makers, community members, and 

board of education members need to be more informed about women's 

abilities and competencies" (Dopp and Sloan 1986, 125). 
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Dopp and Sloan conclude that women must possess the motivation 

and perserverance equal to others who seek executive administrative 

positions to succeed as superintendents of schools. White males continue to 

dominate the top level administrative posts although it appears that women 

and minorities are making strides in securing greater representation among 

public school administrators. "Most important talent must be recognized 

and opportunities provided on an equal basis for both men and women" 

(Dopp and Sloan 1986, 126). 

Summary 

As evidenced in the research findings and related literature, 

knowledge of barriers to career mobility, certain personal characteristics, 

and personality traits is important to the development of successful women 

managers and educational leaders. Characteristics of effective women 

leaders and knowledge of barriers to be overcome can be learned. The 

various research studies in this chapter presented a narrow focus in terms 

of the total female educational leader. 

In addition, while many of the research studies were directed at 

exploring the characteristics of women in general as managers and 

educational leaders, a study is needed to determine personal characteristics, 

personality traits, and barriers to career mobility of women who specifically 

aspire to be superintendents. Because Texas has over one thousand school 

districts with possible opportunities for women to fill the superintendents' 

positions in those districts, a study which explores the commonalities of 

women who were successful in becoming superintendents in Texas would 

be beneficial to both women and men who aspire to be superintendents. 



CHAPTER III 

PROCEDURES FOR THE COLLECTION AND ANALYSIS OF DATA 

The purpose of this chapter is to describe the procedures employed in 

gathering and analyzing the data regarding the commonalities among 

women superintendents in Texas during the 1988-89 school year. 

Primarily a quantitative approach was used in this study; however, the 

open-ended questions on the survey added a qualitative dimension. The 

answers to these questions were reported as recorded in most instances in 

order to give insight into the personalities of the women superintendents. 

The selection of the population for the study, the development of the 

instrument, and the procedures for the collection and analysis of the data 

are described in this chapter. 

Selection of Population for Study 

The population for this study was the female superintendents of 

independent districts of public schools in Texas during the 1988-89 

school year. The organizational structure of the district was not considered 

to be important in selecting the women superintendents to be surveyed; 

therefore, female superintendents in school districts with grade 

configurations from pre-kindergarten through grade twelve to kindergarten 

through grade five were included. The key variable considered was that the 

women were superintendents of independent school districts. Eliminated 

from the study were female superintendents of state homes and 
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consolidated school districts (one from each for a total of two super-

intendents). Also excluded from the study were women superintendents of 

private or parochial schools. Thirty-four female superintendents of 

independent districts of public schools in Texas during the 1988-89 school 

year were identified to be surveyed. One female superintendent lost her 

job during the school year and was eliminated from the study. Only two of 

the women superintendents out of a possible thirty-three superintendents 

did not respond to the survey. A total of thirty-one female superintendents 

(93.9 percent) responded to the questionnaire. 

Development of the Survey Instrument 
The method used for collecting data was a questionnaire which was 

sent to the women superintendents in Texas in order to analyze 

statistically and report the commonalities in the areas of personal 

characteristics, personality traits, and perceived internal and 

external barriers. 

The questionnaire represents a composite of several instruments 

already in place. The researcher developed the questionnaire using parts 

of two instruments from earlier studies which were included in ERIC and, 

hence, in the public domain. In addition, the researcher used a part of an 

unpublished interview guide. Modifications were made to the following 

instruments to produce the questionnaire used in this study: (1) Women 

Administrators' Profile (Temmen 1982, 91-100); (2) Research on 

Women's Eauitv. Survey (Jones and Montenegro 1982,48-51); 

(3) "Women and Careers in Education," Research Project (Funk 1987, 

1-2). 
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The resulting seventy-item questionnaire (Appendix C) was 

structured to elicit data in four different areas: demographic information, 

personal characteristics, personality traits on a self-rating scale, and 

perceived internal and external barriers. Questions 1 through 6 asking for 

demographic information and questions 7 through 25 concerning personal 

characteristics are modifications of questions on survey instruments used 

by Karen Temmen and Carol Funk. Karen Temmen conducted a research 

study in 1982 of selected successful women administrators in the 

educational field. An interest in learning the characteristics and self-images 

of successful women administrators and how they attained their current 

career levels led to her survey of 112 women administrators from twelve 

large Midwestern urban school districts and three Midwestern educational 

laboratories (Temmen 1982). Carole Funk conducted a research project in 

1987 in her Women and Careers in Education class. According to the 

requirements for the course, her students conducted structured interviews 

with two female managers—women who occupied managerial positions in 

education or business and industry (Funk 1987). Questions 26 through 51 

concerning personality traits on a self-rating scale were taken from 

Temmen's instrument and were not changed. The last section, questions 

52 through 67, is concerned with internal and external barriers. These 

questions were kept intact from a survey instrument used in a study 

conducted by Jones and Montenegro which revealed that the career 

training offered to women in school administration by the American 

Association of School Administrators (AASA) in 1977 decreased the 

influence of external barriers on the participants' upward career mobility 
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(Jones and Montenegro 1982). Questions 68 through 70 are modifications of 

questions from Carole Funk's structured interview guide (Funk 1987). 

The questionnaire was validated by a panel of five women judges. 

One woman was a university professor who has done research in the area of 

women in administration; two women were interns in the superintendents' 

intern program at the University of Texas; and two women were 

superintendents in two states other than Texas. The panel was used to 

establish content validity of the items on the questionnaire, to ensure that 

the topic was adequately covered, and to ensure that the questions were 

clearly stated. 

A copy of the questionnaire (Appendix C) with a cover letter 

(Appendix A) and a response form (Appendix B) were mailed to each panel 

member. Panel members were asked to respond to the questionnaire by 

indicating whether they believed the items were valid for inclusion in the 

study or invalid for use; panel members were also given an opportunity to 

indicate that they were unsure. For an item to be included in the 

questionnaire, three of the five panel members had to agree that an item 

was valid. Panel members agreed that all items were valid to be included 

in the survey except question twenty-five which asked the following: Do 

you think that women are more effective leaders than men? Why or why 

not? This question was changed to read as follows: What qualities do you 

consider the most important to be an effective leader? List five. 

Procedures for Collection of Data 

The questionnaire (Appendix C) was mailed to thirty-three women 

superintendents. A letter (Appendix D) asking for their participation and 
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explaining the procedures to be followed was sent with the questionnaire. 

The superintendents were assured that they would not be identified 

individually in the study. 

Two weeks after the questionnaire was sent, a follow-up letter 

(Appendix E) was sent to each woman superintendent who had not 

responded. Two weeks after the follow-up letters were sent, telephone 

calls were made to non-respondents. After another two weeks additional 

telephone calls were made. Two questionnaires and part of a third one 

were answered as telephone surveys. Two women superintendents 

telephoned to say that they were too committed to respond to the 

questionnaires. A total of thirty-one women superintendents participated in 

the study out of a possible thirty-three superintendents, resulting in a 93.9 

percent response rate. 

Procedures for Analysis of Data 

Descriptive statistical methods were used. Percentages were used to 

summarize the demographic data and responses to research question one 

concerning personal characteristics. Data were entered into tables as 

needed to facilitate a comprehensive examination of the information. 

Research question two concerning personality traits was analyzed 

using cluster analysis. 

Cluster analysis. . . is a set of techniques for accomplishing the task 
of partitioning a set of objects into relatively homogeneous subsets 
based on the inter-object similarities. The applications of cluster 
analysis are many. For example, we might be interested in clustering 
individuals based on their similarities with respect to social attitudes, 
self-images, blood chemistry, past ailments, or consumer needs 
(Kachigan 1986, 402). 
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Based upon cluster analysis, only one cluster was identified, which means 

that the women superintendents could not be partitioned into subgroups 

which differed (Appendix F). In other words, the women as one cluster or 

group rated themselves high, middle, or low on the twenty-six personality 

traits. Therefore, discriminant analysis could not be used to analyze the 

differences in the profiles of the clusters as originally proposed if more than 

one cluster were identified. The twenty-six variables (survey questions 26 

through 51 concerning personality traits) were grouped in tabular form to 

display each variable with its percentage and mean. 

Because only one cluster was identified in answering research 

question 2 concerning personality traits, the differences in clusters could 

not be examined with respect to their perceived internal and external 

barriers (research question 3) with analysis of variance. Research question 

3 concerning internal and external barriers, therefore, was answered by 

displaying the frequency of responses and percentages for survey questions 

52 through 66. 

Responses elicited from the open-ended questions throughout the 

survey are reported as recorded and grouped when possible in order to 

analyze the responses. 

Summary 

This chapter has described the procedures followed in fulfilling the 

purpose of the study. The selection of the population, the development of 

the survey instrument, the procedures for collection of the data, and the 

procedures for analysis of the data were discussed. 



CHAPTER IV 

PRESENTATION AND ANALYSIS OF DATA 

This chapter describes the results of the survey that was designed to 

identify the commonalities among women public school superintendents of 

independent districts in Texas during the 1988-89 school year. The 

responses to the questionnaire, "Women Superintendents' Profile Survey," 

were tabulated; the data from the open-ended questions were recorded and 

evaluated. 

A total of thirty-one women superintendents, out of a possible thirty-

three, responded to the questionnaire for a 93.9 percent response rate. 

However, in some instances, individuals omitted responses to specific 

questions. Therefore, the totals presented in the discussion of the research 

questions may be less than the total number of respondents. The responses 

of the women superintendents were analyzed for the total group. The 

method of analyzing the collected data involved the use of descriptive 

statistics. 

The questionnaire was structured to elicit data in four different areas. 

Questions 1 through 6 asked for demographic information. Questions 7 

through 25 were designed to answer research question one: What were the 

personal characteristics common among the women public school 

superintendents of independent school districts in Texas during the 

1988-89 school year? Questions 26 through 51, concerning personality 

traits on a self-rating scale, were structured to answer research question 
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two: Did the women superintendents have common views of themselves on 

subjective measures concerning their own personalities? Questions 52 

through 66 were designed to answer research question three: Did these 

women encounter similarly perceived internal and external barriers to 

career mobility? The last four questions on the survey, questions 67 

through 70, asked for open-ended answers as did several of the questions in 

the area relating to personal characteristics. 

Demographic Information 

Questions 1 through 6 on the questionnaire asked for demographic 

information in the areas of size of district, education, certification, total 

years experience in education, educational administration, and the 

superintendency, achievement of position of superintendent, and salary 

range. 

The Texas Association of School Board (TASB) enrollment groupings 

for salary data for the 1988-89 school year were the basis for the six 

categories of districts by size of average daily membership (ADM): under 

300; 300 to 999; 1,000 to 2,499; 2,500 to 9,999; 10,000 to 24,999; and over 

25,000. Thirty-one out of a possible thirty-three women superintendents 

responded to the questionnaire, for a 93.9 percent response. The total 

thirty-three women superintendents and the thirty-one respondents are 

categorized by response and percentage of response in Table 1. 
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Size of District 

Question 1 in the demographic section asked for size of district. 

Table 2 presents the numbers and percentages of the thirty-one 

superintendents who reported serving districts of various sizes according to 

TABLE 1 

RESPONSE OF WOMEN SUPERINTENDENTS BY AVERAGE 

DAILY MEMBERSHIP GROUPING 

Average Daily Membership Response Percent 

Over 25,000 

10,000 to 24,999 

2,500 to 9,999 

1,000 to 2,499 

300 to 999 

Under 300 

1/2 

2/2 

5/6 

6/6 

5/5 

12/12 

50.0 

100.0 

83.3 

100.0 

100.0 

100.0 

Total 31/33 93.3 

average daily membership (ADM). The largest ADM category with 38.7 

percent was the grouping of under 300 students. A little over one-half of 

the respondents (54.8 percent) reported serving in districts with average 

daily membership of less than 1,000 students. 



30 

Education 

Question 2 in the demographic section asked respondents to list their 

education in four areas: bachelor's degree with major and minor, master's 

degree with major and minor, post-master's work with area of study, and 

doctorate with major and minor. 

TABLE 2 

RESPONSE OF WOMEN SUPERINTENDENTS BY SIZE OF DISTRICT 

ADM NUMBER PERCENT 

Over 25,000 1 3.2 

10,000 - 24,999 2 6.5 

2,500 - 9,999 5 16.1 

1.000 - 2,499 6 19.4 

300 - 999 5 16.1 

Under 300 12 38.7 

Total 31 100.0 

All of the respondents listed bachelors' degrees with major areas of 

study. Twenty-eight listed minor areas of study; three respondents did not 

list minors. The major, minor, and major/minor areas for the respondents' 

undergraduate degrees are listed by percentages and presented in Table 3. 
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According to the data in Table 3, almost one-half (45.2 percent) of the 

respondents held majors in elementary education, while almost 40 percent 

(39.3 percent) reported minors in English. One-fourth (25.0 percent) 

reported having a major-minor combination in elementary education-

English. A majority (51.6 percent) of the women superintendents held 

either a major or a minor in English. 

All thirty-one respondents held bachelors' degrees; a majority (52 

percent) held Bachelor of Science degrees, 42 percent held Bachelor of Arts 

degrees, and 6 percent listed other but did not designate the type of degree. 

All thirty-one of the women superintendents listed masters' degrees 

with major areas of study. Sixteen respondents listed minor areas of study. 

Almost three-fourths (74 percent) of the women superintendents reported 

holding Master of Education degrees while almost one-fourth (23 percent) 

listed Master of Arts degrees, and 3 percent listed Master of Science 

degrees. 

Table 4 lists by percentages the women superintendents' major, 

minor, and major-minor combinations for their masters' degrees. 

Almost one-half (45.2 percent) of the respondents listed educational 

administration as their major area of study; almost one-fifth (18.8 percent) 

listed supervision and almost one-fifth (18.8 percent) listed English as their 

minor areas of study. Very little commonality was found in the 

major-minor combination with only 12.5 percent listing a major-minor 

combination in educational administration-supervision and 12.5 percent 

listing a combination in elementary education-methods and materials. 
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TABLE 3 

WOMEN SUPERINTENDENTS' RESPONSES CONCERNING 

BACHELORS' DEGREES -- MAJOR, MINOR 

AND MAJOR/MINOR AREAS 

Area of Study Major Minor Major-Minor 

Percent* Percent** Percent** 

Elementary Education 45.2 • , 

English 16.1 39.3 

Education • • 10.7 

Psychology 6.5 7.1 

History 6.5 7.1 

Health 6.5 . . 
Physical Education • • 7.1 

Elementary Education/English • - • • 25.0 

English/Education • • • • 10.8 

History /English 
• • • • 7.1 

Health/Physical Education • • • • 7.1 

Other*" 19.2 28.7 50.0 

Total 100.0 100.0 100.0 

**H.-28 

*** No common areas of study 
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Twenty-three (74 percent) of the thirty-one women superintendents 

listed some post-master's work; 69.6 percent of this group listed work in 

educational administration, and 21.7 percent listed work in the area of mid-

management and superintendent's certification. The remaining 8.7 percent 

of this group reported some post-master's work in various other fields in 

which they did not share common areas of study. 

Almost one-third (29 percent) of the thirty-one women 

superintendents reported holding doctorates. Of this group, more than 

one-half (55.6 percent) had majors in educational administration, while 22.2 

percent had majors in curriculum and instruction. The other 22.2 percent 

had majors in various areas and did not share common major areas of study 

for the doctorate. 

Almost one-half (44.4 percent) of the respondents reported having 

minor areas of study for the doctorate. No common minor fields existed for 

this group. In addition, no common major-minor combinations were 

reported for the group. 

The nine women superintendents with doctorates were about evenly 

divided concerning the types of degrees; five (55.6 percent) reported 

holding Doctor of Education (Ed.D.) degrees, and four (44.4 percent) 

reported holding Doctor of Philosophy (Ph.D.) degrees. The women 

superintendents holding doctorates served in districts of all sizes. Over one-

half (66.6 percent) of the women worked in districts serving under 2,500 

students. 
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TABLE 4 

WOMEN SUPERINTENDENTS' RESPONSES CONCERNING 

MASTERS' DEGREES -- MAJOR, MINOR 

AND MAJOR-MINOR AREAS 

Area of Study Major Minor Major-Minor 

Percent* Percent** Percent** 

Educational Administration 45.2 . . 

Guidance and Counseling 16.1 • • 

Elementary Education 16.1 • • 

History 6.5 • • 

English 18.8 

Supervision 18.8 

Psychology 12.5 

Methods and Materials 12.5 

Ed. Admin./Supervision • • 12.5 

Elem. Ed./Meth. and Materials • • 12.5 

Other*** 16.1 37.4 75.0 

Total 100.0 100.0 100.0 

*H-31 

**&-16 

***No common areas of study 
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Areas of Certification 

Question three under the demographic section asked for areas of 

certification. Because the respondents listed multiple areas of certification, 

the numbers exceed thirty-one and the percentage exceeds 100; therefore, 

no attempt was made to total this section. All of the women 

superintendents reported having certification in the area of educational 

mid-management, while most (93.5 percent) reported certification in the 

area of the superintendency (the other two superintendents reported that 

they are currently working on their superintendents' certification), and 

almost one-half (45.2 percent) reported certification in the area of 

supervision. Outside the educational administration and supervision areas, 

over one-half (58.1 percent) of the superintendents reported being certified 

in the area of elementary education, almost one-third (32.3 percent) in 

English, and almost one-fifth (19.4 percent) in the area of guidance and 

counseling. The numbers and percentages of women superintendents who 

responded to the question concerning certification are presented in Table 5. 

Experience 

Question 4 in the demographic section relates to the women 

superintendents' experience in education, educational administration, and in 

the superintendency. The average number of years the women 

superintendents spent in education was 22.7 years, in educational 

administration was 10.9 years, and in the superintendency was 4.5 years. 

The mode for the years they spent in education was 24.5 years (12.9 

percent of the women superintendents listed both 24 and 25 years equally), 

in educational administration was ten years, as reported by 16.1 percent of 
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the women, and in the superintendency was one year, as reported by 22.6 

percent of the women superintendents. The women superintendents spent 

a minimum of ten years in education and a maximum of forty-six years, for 

a range of thirty-six years; a minimum of one and a maximum of twenty-

three years in educational administration, for a range of twenty-two years; 

and a minimum of one and a maximum of fifteen years in the 

superintendency, for a range of fourteen years. 

TABLE 5 

RESPONSE OF WOMEN SUPERINTENDENTS CONCERNING 

AREAS OF CERTIFICATION 

Areas of Certification Number Percent 

Mid-Management 31 100.0 
Superintendency 29 93.5 
Elementary Education 18 58.1 
Supervision 14 45.2 
English 10 32.3 
Guidance and Counseling 6 19.4 
Special Education 5 16.1 
Kindergarten Endorsement 4 12.9 
Special Education Supervision 3 9.7 
History 3 9.7 
Social Studies 3 9.7 
Psychology 2 6.5 
Physical Education 2 6.5 
Political Science 2 6.5 
Secondary Science 2 6.5 
Other* 9 29.0 

*No common areas of certification 
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A majority (51.6 percent) of the women superintendents had served 

as superintendents three years or fewer, with 22.6 percent serving one 

year, 16.1 percent serving two years, and 12.9 percent serving three years. 

Table 6 presents the mean, standard deviation, mode, minimum to 

maximum years of experience, and range for the years the women 

superintendents reported serving in education, educational administration, 

and the superintendency. 

TABLE 6 

YEARS EXPERIENCE OF WOMEN SUPERINTENDENTS IN EDUCATION, 

EDUCATIONAL ADMINISTRATION, AND THE 

SUPERINTENDENCY 

Area of Experience* Mean Std. Dev Mode Min - Max Range 

Yrs. Exper. 

Education 22.7 7.5 24.5 10 to 46 36 

Educational Administration 10.9 5.4 10 l t o 2 3 22 

Superintendency 4.5 3.8 1 1 to 15 14 

'Experience in years 

Achievement of Position of Superintendent 

Question 5 in the demographic section asked the following: How did 

you achieve your present position as superintendent? Over one-half (54.8 

percent) of the women were promoted within district, 22.6 percent 
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responded to an advertised position in another district, and 3.2 percent 

responded to an advertised position within district. The remaining 19.4 

percent reported achieving their positions as superintendents by other 

means. Their explanations all differed and are recorded as given: 

I knew of the opening when I worked at the Service Center, and I 
had been to the school previously. 

I responded to an announced opening at the superintendents' summer 
conference. 

I was invited to apply by the board. 

I applied to the district from a position at T.E.A. 

The board contacted my husband who was a suprintendent and 
asked him if he knew of someone. He gave them my name, and they 
contacted me. 

I was invited by the district to apply (10 were invited). There were a 
total of 70 applicants. 1 came from outside the district. 

Salary Range 

Question 6 asked the women superintendents to give their salary 

range. Table 7 presents salary range by category and the numbers and 

percentages of women superintendents in those categories. 

Almost one-third (32.3 percent) of the women superintendents 

reported salaries in the $35,000 to $44,999 range, one-fourth (25.8 percent) 

in the $55,000 to $64,999 range, and almost one-fifth (19.4 percent) in the 

$45,000 to $54,999 range. Over one-half (61.4 percent) of the women 

superintendents received salaries below $55,000, while almost 90 percent 

(87.2 percent) received salaries below $65,000. 
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The relationship of women superintendents' salaries and size of 

district is shown by percentage of women in each category and presented 

in Table 8. The data in Table 8 show that over one-fourth (25.8 percent) of 

the women who serve in districts with less than 300 students in average 

daily membership receive salaries in the $35,000 to $44,999 range. 

TABLE 7 

SALARY RANGE FOR WOMEN SUPERINTENDENTS 

Salary Range Number Percent 

$75,000 and up 3 9.6 

65,000 to 74,999 1 3.2 

55,000 to 64,999 8 25.8 

45,000 to 54,999 6 19.4 

35,000 to 44,999 10 32.3 

34,999 to and below 3 9.7 

Total 31 100.0 

Personal Characteristics 

Survey questions 7 through 25, under the heading of personal 

characteristics, were formulated to answer research question one: What 

were the personal characteristics common among the women 

superintendents of independent public school districts in Texas during the 

1988-89 school year. These questions covered a broad range of personal 
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characteristics which included age, ethnicity, marital status, children, 

education and occupation of family members, siblings, birth order position, 

leadership activities, heros and heroines, self-description, assertiveness and 

risk-taking attitudes, and leadership styles and qualities. 

TABLE 8 

RELATIONSHIP OF WOMEN SUPERINTENDENTS' SALARIES 

AND SIZE OF DISTRICTS 

Percentage of Women by Size of District 

Salary Range Under 300 300- 1,000- 2,500- 10,000- Over 

999 2,400 9,999 25,000 25,000 

$34,999 and below 9.7 , „ , « , , * • • * 

35,000 - 44,999 25.8 6.5 * . * • . . 
45,000 - 54,999 3.2 6.5 9.7 . . . . 
55,000 - 64,999 . . 3.2 9.7 12.9 . . 
65,000 - 74,999 . . . • . . . - 3.2 

75,000 and above • • . . . • 3.2 3.2 3.2 

Total 38.7 16.2 19.4 16.1 6.4 3.2 

Age 

The women superintendents were asked in question 7 to give their 

current age by categories which ranged from under thirty to over sixty. 
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The under thirty age category did not include any of the respondents. A 

majority (51.6 percent) were in the 40 to 49 age category, one-fourth 

(25.8 percent) were in the 50 to 59 age group, and over three-fourths (77.4 

percent) of the women were in the combined groups with ages ranging 

from 40 to 59 years. The five age categories and the numbers and 

percentage of respondents in each group are presented in Table 9. 

TABLE 9 

RESPONSE OF WOMEN SUPERINTENDENTS BY AGE GROUP 

Current Age Group Number Percent 

Under 30 0 0.0 

30 to 39 4 12.9 

40 to 49 16 51.6 

50 to 59 8 25.8 

Over 60 3 9.7 

Total 31 100.0 

Each woman superintendent was also asked to give her age at first 

becoming superintendent. Thirty women responded to this question, with 

one choosing not to answer. The youngest to the oldest ranged in ages from 

31 to 60. The mode was forty-five years of age, while the mean was 44.5. 

Almost one-fourth (23.3 percent) first became superintendents in their 



42 

thirties, a majority (53.3 percent) in their forties, one-fifth (20 percent) in 

their fifties, and one woman (3.3 percent) in her sixties. 

Racial Background 

All thirty-one women superintendents (100 percent) responded to 

question eight with a classification of Anglo. 

Marital Status 

Question 9 asked the respondents to categorize their marital status in 

five areas: married, never married, remarried, divorced, or widowed. A 

majority (67.7 percent) were married, almost one-fifth (19.3 percent) 

responded that they were never married, 6.5 percent reported being 

remarried, 6.5 percent responded as being divorced, and none responded as 

being widowed. Table 10 presents the marital status of the women 

superintendents by numbers and percentages. 

Marital Status and Career 

The women superintendents were asked in question 10 to respond to 

the following: Has your marital status been affected by your career? Most 

(93.5 percent) answered "no" to this question. The two superintendents 

who answered "yes" gave the following explanations: 

It was the primary reason for divorcing my first husband. My 
current husband is a superintendent who is retiring this year. 

Once I entered administration, I worked instead of dating. 



43 

Children 

Question 11 asked if the women superintendents had children. If the 

women answered yes, they were asked to tell how many and their ages. 

One-fourth (25.8 percent) reported that they did not have children, while 

twenty-three women (74.2 percent) answered "yes." The number of 

TABLE 10 

MARITAL STATUS OF WOMEN SUPERINTENDENTS 

Marital Status Number Percent 

Married 21 67.7 

Never Married 6 19.3 

Remarried 2 6.5 

Divorced 2 6.5 

Widowed 0 0.0 

Total 31 100.0 

children for each respondent ranged from one to five: 17.4 percent had one 

child, 30.4 percent had two children, 30.4 percent had three children, 8.7 

percent had 4 children, and 13.1 percent had five children. The children's 

ages ranged from one to forty. 
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Attitude as Mother and Working Woman 

Women superintendents who reported having children were asked to 

respond to question 12, which asked: If you have children, what is your 

attitude (briefly) about the roles you play as mother and working woman? 

Most of the women (78.3 percent) reported either no conflict with or a 

positive attitude toward the dual roles of mother and working woman. Four 

women (17.4 percent) responded that the roles conflicted, and one mother 

(4.3 percent) responded that performing the dual roles had been difficult. 

The women superintendents' explanations are reported as recorded. 

The superintendent who reported difficulty with the two roles of 

mother and working woman answered as follows: 

It has been difficult. I often feel that my children have been 
"motherless" and that I have spent more time "mothering" the school. 
Fortunately, my husband has been a great father and mother! 

The four women superintendents who responded that the roles of 

mother and working woman were conflicting gave the following 

explanations: 

I hope that I have been able to juggle the roles. From time to time, I 
have felt guilty about working long hours. I have had household help 
since entering administration, and that has helped. 

The two roles inevitably conflict, and priorities become critical. The 
resolution typically boils down to a "quality time vs. quantity time" 
situation with the child. 

Because my children are grown, I feel I can meet their needs. If they 
were younger, there is no way I could be effective in either role 
because of the time element involved. 
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I have always worked, and 1 don't feel that my children suffered from 
it. I do not advise a woman with young children to take on a 
superintendent's job because she would have no time for them. 

Over three-fourths of the women (78.2 percent) responded that they 

experienced no conflict and their attitudes toward the dual rotes of being 

mothers and working women were positive; these women gave the 

following explanations: 

I constantly try to do both jobs expertly; fortunately, there is lots of 
over-lap in being an effective parent and an effective educator. 

Both can be accomplished in a successful manner. 

I take them very seriously, but I feel God put me in my present 
position. I try to spend 20 minutes daily with each of my children 
giving them my exclusive attention. I read to each nightly and put 
them to bed. 

It has worked well for us and has taught our children responsibility 
and cooperation. 

I feel fulfilled in both roles—as a mother and as a professional. 

My attitude is positive. Two roles require me to be organized with a 
realization that I have to be flexible in all areas. 

I feel no conflict in these two roles; being a professional educator has 
helped me to be a better parent. Our family always worked together 
to help each achieve goals. 

It has always been fine. 

Combining the roles was never difficult for me. I always had the 
same time schedules as my children and was able to share quality 
time with them. 

My husband and I both feel that our children received quality time 
from both of us. We feel that working together, we were able to 
support our children in all areas and activities. 
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Employment in education allows a woman to still be involved as a 
mother. My two older children are less independent; I did not work 
until they were a sophmore and a senior in high school. 

Great! 

My daughters are now teachers; perhaps my working role influenced 
them. 

It does not apply now. 

My son was in college before I was involved in upper administration; 
hence, I did not have a problem. 

My role as a mother has to take precedence over my job. It has 
rarely caused a conflict. I work at keeping the roles separate; I don't 
take my job home with me. 

It is not impossible to do both, but it takes planning. It takes a family 
that believes in you and your job. 

My working has had a positive effect on my children. We spend 
quality time together. They know I expect more because of my 
responsibilities. We've all had to pitch in. 

Education of Father, Mother, and Husband 

The women superintendents were asked in question 13 to give the 

educational attainment of family members: What is or was the highest 

grade level of education attained by your father, mother, and husband (if 

presently married)? The average grade attainment was 11.7 for the 

women superintendents' fathers, 12.2 for their mothers, and 16.0 for their 

husbands. The mode was grade twelve for the fathers, also grade twelve 

for the mothers, and grade sixteen for the husbands. The median was the 

same as the mode for the fathers, mothers, and husbands. The highest 
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grade level attained ranged from grade 5 tol8 for the fathers, 4 tol6 for the 

mothers, and 12 tol9 for the husbands. Table 11 lists the women 

superintendents' family members with their highest grade attainment in 

terms of the mean, median, mode, range, and lowest and highest values for 

the range. 

TABLE 11 

HIGHEST EDUCATIONAL ATTAINMENT OF WOMEN 

SUPERINTENDENTS' FATHERS, MOTHERS, AND HUSBANDS 

Lowest/Highest 

Family Mean Median Mode Grade Level Range 

Father* 11.7 12 12 

OO 1 in 13 

Mother* 12.2 12 12 4 - 1 6 12 

Husband** 16.0 16 16 1 2 - 1 9 7 

*K-31 

**H-23 

Occupation of Father, Mother, and Husband 

Question 14 in the personality characteristics section asked: What is 

or was the occupation of your father, mother, and husband? The answers 

varied and were categorized in occupational fields. Thirty superintendents 

responded to the question concerning their fathers' occupations. One-third 

(33.3 percent) reported that their fathers worked in farming or ranching, 
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16.7 in the oil and gas industry, 13.3 in private business, 6.7 in sales, and 30 

percent in various other occupations. 

AH of the superintendents answered the question concerning their 

mothers' occupations. Almost one-half (48.4 percent) reported that their 

mothers were housewives, 16.1 percent were teachers, 9.7 percent were in 

private business, 6.4 percent were in the medical field, 6.4 percent were in 

the clerical field, and 13 percent were in various other fields. 

Twenty-two women superintendents answered the question 

concerning their husbands' occupations. Their responses showed that over 

one-half (59 percent) of their husbands were in the field of education with 

positions ranging from teacher to university administrator, 9 percent were 

in field of agriculture, and 32 percent were in various other fields. 

Occupations of women superintendents' fathers, mothers, and husbands are 

listed in Table 12 by percentages. 

Number of Siblings 

Question 15 asked the women superintendents to provide the number 

of their brothers and sisters. Five of the women (16.1 percent) were "only" 

children leaving twenty-six superintendents responding to this question. 

The most frequently reported number of siblings was one; over one-third 

(38.5 percent) of the women superintendents reported having one brother 

and almost one-half (46.1 percent) reported having one sister. The data in 

Table 13 show the number and percentage of the women superintendents' 

siblings. 
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Birth Order Position 

The women superintendents were asked in question 16 to give their 

birth order position. The largest was the first-born category with 41.9 

percent of the women reporting this position. Next in order was the last-

born category with 22.6 percent; this category was followed by the 

TABLE 12 

OCCUPATIONS OF WOMEN SUPERINTENDENTS' 

FATHERS, MOTHERS, AND HUSBANDS 

Father Mother Husband 
Occupations (Percent) (Percent) (Percent) 

H-30 K- 31 R-22 

Farming/Ranching 33.3 9.0 
Oil and Gas Industry 16.7 . 

Private Business 13.3 9.7 
Sales 6.7 
Housewife 

# # 
48.4 

Education • * 16.1 59.0 
Medical Field . , 6.4 
Clerical Field 6.4 
Other* 30.0 13.0 32.0 

Total 100.0 100.0 100.0 

•Various Fields 

middle-child position with 19.4 percent. The smallest category was the 

only-child position, listed by 16.1 percent of the women superintendents. 
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Leadership Activities 

In question 17, the women superintendents were asked about their 

leadership activities. The question was stated as follows: As a student in 

kindergarten through grade twelve, were you involved in school leadership 

activities, team sports, community activities, or other outside activities? 

The respondents were asked to comment if they gave a "no" 

TABLE 13 

NUMBER OF SIBLINGS OF WOMEN SUPERINTENDENTS 

Brothers Brothers Sisters Sisters 

Siblings (Number) (Percent) (Number) (Percent) 

H-26 1 - 2 6 

0 9 34.6 7 27.0 

1 10 38.5 12 46.1 

2 5 19.3 3 11.5 

3 1 3.8 4 15.4 

4 1 3.8 0 0.0 

Total 26 100.0 26 100.0 

answer and specify activities for a "yes" answer. Most of the women 

superintendents (93.5 percent) responded that they were involved in 

leadership activities. These women were highly active and very visible; 

each was involved in from two to nine activities which included school, 
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church, and community. A majority of the respondents (58.6 prcent) were 

involved in sports activities (basketball, volleyball, and tennis); almost one-

half (48.3 percent) served on student council (with some serving in officer 

positions); over one-third (34.5 percent) participated in church activities 

(including teaching Sunday School classes, taking part in youth groups, and 

singing in the choir); almost one-third (31 percent) served as class officers; 

more than one-fourth (27.6 percent) were involved in band; and almost one-

fourth (24.1 percent) were involved in drama and community activities. 

Table 14 presents the numbers and percentages of women 

superintendents involved in leadership activities in grades kindergarten 

through twelve. 

Two of the women superintendents (6.5 percent) responded that they 

were not involved in leadership activities. Their explanations were as 

follows: 

I was involved in very little school leadership. My father worked in 
pipeline construction, and we moved frequently. 

I did not have a positive self-concept of myself. 

Heros/Heroines 

The women superintendents were asked in question 18 to name their 

heros or heroines when they were students in kindergarten through grade 

twelve and now. They were asked to name two in each category. In the 

kindergarten through grade twelve category, some of the respondents 

named two, and some named only one. One-fourth of the women (25.8 

percent) did not name any in this category. In the "now" category, some of 
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the respondents listed two heros or heroines, some listed one, and almost 

one-third (32.3 percent) did not list any. 

In the kindergarten through grade twelve category, over one-third 

(34.8 percent) of the respondents named educators as their heros or 

heroines: English teachers, fourth- and fifth-grade teachers, band 

director, seventh-grade English teacher, Helen Keller, physical 

education teacher, and John Townley. The second largest group, named 

by 30.4 percent of the respondents, was political figures: Eleanor Roosevelt, 

John F. Kennedy, Martin Luther King, Jr., outstanding political figures, 

Abraham Lincoln, Lady Bird Johnson, "Mama" Coleman, and F.D. Roosevelt. 

In the "now" category, the respondents just reversed the two groups 

with the largest group being political figures and the second largest being 

educators. Almost one-half (47.6 percent) of the respondents named 

political figures as their heros or heroines: Harry Truman, Madame Sadat, 

Ronald Reagan, Margaret Thatcher, Nancy Reagan, Martin Luther King, Jr., 

Barbara Bush, Jackie Kennedy, and President Bush. Over one-third ( 38.1 

percent) of the women superintendents named educators as their heros or 

heroines: Madeline Hunter, Marva Collins, Helen Keller, young teachers 

with young families, a superintendent (husband), Victoria Bergin, John 

Townley, and Jim Boyd. 

Other groups listed as heros or heroines in the kindergarten through 

twelve category were as follows: family and relatives (dad, mother, 

parents, paternal grandmother) with 26.1 percent; movie stars (Jimmy 

Stewart, Andy Griffith, Roy Rogers, Sandra Dee, Annette, Lone Ranger) 

with 17.4 percent; religious figures (Bishop Everett Jones, Jesus) and comic 
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TABLE 14 

K-12 LEADERSHIP ACTIVITIES OF WOMEN SUPERINTENDENTS 

Leadership Activities* "Number Percent 

Sports 17 58.6 

Student Council 14 48.3 

Church Activities 10 34.5 

Class Officer 9 31.0 

Band 3 27.6 

Drama 7 24.1 

Community Activities 7 24.1 

Yearbook Staff 5 17.2 

Future Homemakers of America 5 17.2 

U.I.L Competition 4 13.8 

National Honor Society 4 13.8 

Cheerleader 3 10.3 

Girl Scouts 2 6.9 

School Choir 2 6.9 

Drill Team 2 6.9 

Debate 2 6.9 

4-H 2 6.9 

Future Teachers of America 2 6.9 

Other Activities 10 34.5 

•Multiple Activities Listed **N=29 
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book characters (Katy Keene, Wonder Woman) with 8.7 percent each; and 

sports figure (Babe Zaharis) with 4.3 percent. 

In the "now" category, other groups listed as heros or heroines were 

as follows: religious figures (Mother Teresa, woman minister, Bishop 

Everett Jones) and family and relatives (dad, mother, parents, niece) with 

19.1 percent each; movie stars (Bob Hope, Andy Griffith, Robert Redford, 

and Michael Landon) with 14.3 percent; and sports figure (Danny White), 

motivational speaker (Zig Ziglar), and film director and producer (Walt 

Disney) with 4.8 percent each. Table 15 presents the categories of heros or 

heroines and the percentage in each. Because of multiple answers, 

percentages do not equal 100. 

Self-Description with Adjectives 

Survey question 19 asked the women superintendents to describe 

themselves using six adjectives. All thirty-one responded; however, some of 

the respondents gave only five adjectives. The top eight (instead of six) 

adjectives—chosen because several of the adjectives occupy the same rank 

position—and the percentages of respondents who chose them are as 

follows: organized (35.5 percent), hardworking (29 percent), caring (29 

percent), energetic (22.6 percent), intelligent (22.6 percent), efficient (16.1 

percent), dedicated (16.1 percent), and honest (16.1 percent). Table 16 

shows by percentages the eight most common adjectives chosen by the 

superintendents. 

Each of the following adjectives was chosen by 12.9 percent of the 

women superintendents: assertive, fair, and creative, and 9.7 percent of the 
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respondents chose the adjectives committed, aggressive, flexible, 

cooperative, and determined. 

Assertiveness 

Question 20 asked the women superintendents if they considered 

themselves assertive. They were also asked to explain their answers. 

All thirty-one women superintendents answered the first part of the 

question; and most, but not all, gave explanations. Over three-fourths (77.4 

percent) of the respondents answered "yes" to the question, while 

3.2 percent gave a "no" response. Almost one-fifth (19.4 percent) responded 

that they considered themselves moderately assertive. 

The women superintendents who considered themselves moderately 

assertive gave the following explanations: 

I am assertive to a certain degree—to the point of not hurting others 
or stepping on others. 

I am if I need to be. 

I am moderately so. I tend to be a situational leader. 

I am somewhat. This is an area I feel I need to improve. 

When all else fails, I am assertive. 

I am to a certain extent. I would like to be more assertive; I find it 
rather difficult. 

The explanations of the 77.4 percent of the women who considered 

themselves assertive all varied and are recorded as given to preserve the 

qualitative nature of their responses. 
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TABLE 15 

WOMEN SUPERINTENDENTS' HEROS AND HEROINES 

1C-12 Now 
Heros orHeroines* (Percent) (Percent) 

K-23 &-21 

Educators 34.8 38.1 

Political Figures 30.4 47.6 

Family /Relatives 26.1 19.1 

Movie Stars 17.4 14.3 

Religious Figures 8.7 19.1 

Comic Book Characters 8.7 0.0 

Sports Figure 4.3 4.8 

Motivational Speaker 0.0 4.8 

Film Director/Producer 0.0 4.8 

'Multiple Answers Given 

Yes, I have developed assertiveness because it is a requirement for 
the job I do. 

Yes, I usually stand up for my rights and beliefs, but I consider the 

needs of others. 

Yes, I am willing to state my position even when others oppose. I am 
willing to lead when required. 
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Yes, If I believe in something and think it is worthwhile, I want to see 
it implemented. 

TABLE 16 

WOMEN SUPERINTENDENTS' SELF-DESCRIPTIONS 

USING EIGHT MOST COMMON ADJECTIVES 

Adjectives Percent 

H-31 

Organized 35.5 

Hardworking 29.0 

Caring 29.0 

Energetic 22.6 

Intelligent 22.6 

Efficient 16.1 

Dedicated 16.1 

Honest 16.1 

Yes, but I am not aggressive. My personality is open and friendly, 
and this makes me seem to be assertive without negative 
connotations (I hope). 

Yes, I will step in and ask for who or what I want persistently and 
base my convictions on facts. 

Yes, I believe I move around obstacles in quiet ways. 

Yes, I get things done. 
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Yes, very. I get my way. 

Yes, I have much to be assertive about. 

Yes, I do. I do not hesitate to state my opinion, and I do not take 
constructive criticism personally. 

Yes, I am a good listener, but I don't hesitate to make my feelings 
known. 

Yes, if you don't go for what you believe in, someone else will. 

I'm more of a time player—enabling others rather than grabbing the 
reins and running on ahead. Assertive, yes, in that I know what 
needs to be done, and I'll go for it. However, I probably move ahead 
more slowly and carefully than a more assertive person would. 

Yes, I speak in a manner that leaves little doubt as to what I expect. 

Yes, I like to win! I like to take the lead. 

Yes, I know that most people will eventually come around to my way 
of thinking/doing if I stay at it and give them data and logical reasons 
for actions. 

Yes, I confront people readily to work through problems rather than 
walking or working around them. 

Yes, I am properly assertive in that I try not to become defensive, but 
I try to persuade others to see the "whole picture." 

Yes, I consider myself assertive. As an opinionated individual who 
generally utilizes "common sense," I am outspoken and generally 
express myself well. 

Yes, I say what I think while trying to be tactful. 

Yes, being assertive is part of my personality, I guess. 
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Yes, very much so. I have a strong sense of right and wrong, and if 
you believe in something, then you end up having to be assertive. 

Yes, I am assertive, not aggressive. 

Risk-Taker 

All thirty-one women superintendents answered the first part of 

question 21, which asked the following: Would you describe yourself as a 

risk-taker? Please explain. Some (13 percent) of the respondents, however, 

did not give explanations for their answers. Most of the women 

superintendents (80.6 percent) answered "yes" to the question, while 13 

percent of the respondents considered themselves as cautious or calculated 

in taking risks. Only two respondents (6.5 percent) gave a "no" answer; one 

of these respondents did not give an explanation. The explanation of the 

other is as follows: 

No I am sometimes forced to take risks, but my nature is 
basically cautious. 

The women superintendents who considered themselves cautious or 

calculated risk-takers gave the following explanations: 

I try new things, but I do so conservatively. 

I tend to weigh all possible consequences and like for outcomes to be 
predictable. 

I am more comfortable when the outcomes are fairly predictable. Of 
course, we all take risks as that is part of life. 

If I want to implement something new, I plan how to communicate 
with those involved and how to involve them. Consequently, my 
risks are calculated and planned well. 
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The explanations of 80.6 percent who considered themselves to be 

risk-takers give insight into the personalities of the women superintendents 

and are recorded as given: 

Yes, I have taken assignments and succeeded where other failed and 
no one wanted the problems. 

Yes, there is a great deal of risk in the superintendency. Remember, 
superintendents get fired. 

Yes, in my job—but not in my personal life. 

Yes, when I become too comfortable in a position, it's time to move on 
and try a new challenge. 

Yes, I take risks if something important is at stake. 

Yes, I am very determined to reach my goals, and sometimes I feel I 
take too many risks (one of these days. . . ) . 

Yes, I take risks all of the time; I start new things. 

Yes, I have always been, and so far they have worked out. I think 
what I want or feel is important or necessary is worth a risk. 

Yes, it was a risk to take this job in this area where I did not know 
anyone. 

Yes, I am when it's a risk that is in the best interest of kids. 

Anyone who is in a primary decision-making position takes risks. 

Yes, I'm not afraid to try something new. 

Yes, I'm willing to assume responsibility and try rather than waiting 
until I'm absolutely sure I can do something. I'm willing to work (at 
least try) in difficult situations as long as I'm making headway. 
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Yes, I risk my neck for KIDS daily with the BOARD and others. I'm 
their advocate. "You can't steal 2nd base with your foot on 1st!" 

Yes, just being female and a superintendent indicates I am a risk-
taker. 

Yes, anyone who changes positions, school systems, and states is a 
risk-taker. 

As an admirer of Texas heroes, I memorized in third grade the motto 
of Davy Crockett: "If you're sure you're right, go ahead." Practicing 
this motto has taken me on many adventures. 

Yes, I took the risk of being rejected when I decided to take a "man's" 
job. 

Yes. In my job I've done a lot of things that I've put my neck on the 
line for. In order to bring about change, I often have to take risks. 

Yes. At the age of 48, my husband and 5 children and I pulled up 
roots from a district I had been in for 18 years and moved to the 
Houston ISD so I could take a job as an assistant superintendent. 

Yes, I have taken different approaches in trying new ideas with 
teachers and students. 

Achievement of Superintendent Position 
over Other Candidates 

Question 22 asked the women superintendents to explain why they 

thought they got their present positions as superintendents over the other 

candidates who applied? Almost one-half (48.3 percent) believed they got 

their present positions over the other candidates because of their past 

records in the school districts. Their explanations are as follows: 

It was my record in the school district. 

I spent years of proving myself and actually administering the 
district during two previous superintendents. 
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I believe I had demonstrated my skills to the community; they 
respected me and had confidence in me. 

I had proven myself in the position of Assistant Superintendent for 
Instruction, and the board was looking for an instructional leader. 
Being a "home town" girl helped. 

The school district traditionally filled the principal from within; I was 
effective there. The past superintendent supported me. 

I was the most competent applicant; I had the respect of the staff and 
community. 

I applied myself as a teacher, always going beyond what was the 
norm. 

I was already in the district, had exercised my leadership capabilities, 
and had been recognized as really caring for the students and their 
education. (Actually, the district preferred to go with what they had 
and were sure of. rather than taking a chance on an outsider.) 

I got the job because of hard work and success in a coaching program 
of 12 years. 

I probably got the job because I was in the system and had been an 
Assistant Superintendent for Instruction for 7 years. 

The board had confidence in me after having taught here for 10 
years. 

My strengths were what the district needed. I had the backing of the 
entire community. I had the respect of administrators in the district, 
except for the former superintendent. 

It was my past record in the school district. 

I spent years in the district in a leadership position. 

I was well-supported in the community and by the teachers. 
Knowledge of my abilities as teacher and principal in this small 
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school caused many board members to feel that I would work to 
maintain the system and to fight off consolidation if at all possible. 

Almost one-fifth (19.4 percent) of the women superintendents 

believed they got their positions as superintendent over the other 

candidates because of their experience. Their explanations are as follows: 

I had varied administrative experience, good references, and 
personality. 

I was more qualified and had had successful experience at other 
administrative levels. 

I had qualifications and experience. 

It was my years of experience. 

I was the best qualified. I worked a long time to be prepared; I was a 
teacher at ail levels. I had the knowledge and a broad base of 
experience. 

The board felt that my background had the range of successful 
experience in instruction and business administration that they 
needed in the school district—I was the best qualified. 

Another approximate one-fifth (19.4 percent) of the superintendents 

believed they got their positions because of their interview skills. Their 

explanations are as follows: 

I was assertive. I researched the district and was able to address the 
needs during the interview. I prepared carefully for the interview. I 
was easy to talk to and was able to present myself well. 

I was well-qualified, had a concise but thorough resume, and 
presented myself well. Also, the people my board talked to verified 
my abiliites. 

I was more competent and had goals that I could verbalize for the 
school. 
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I know instruction, and I made the board feel relaxed. They liked me, 
and they liked my references. 

I had a strong interview and good credentials and references. 

I answered questions more directly and specifically than other 
candidates. I was also more knowledgeable about the district. 

Varied explanations came from 12.9 percent of the women superintendents. 

They are as follows: 

The board believed that I cared about the district and that I was 
capable of running it as well as or better than the other candidates. 

They were looking for someone who could wear many hats—teach, 
diagnose problems, and listen to the teachers. 

I had confidence, knew the reform movement—wrote it! I was a 
change agent. 

I was knowledgeable and honest. 

Influence of Leadership Style 

Question 23 asked the women superintendents to tell what or who 

had most influenced their style of leadership. All thirty-one of the 

superintendents responded to the question. Because some of the 

respondents gave more than one answer, the percentages exceed 100. 

Almost one-third (32.3 percent) of the women said that former 

superintendents most influenced their leadership style. Some named their 

former superintendents: Leslie Harlan, J.D. Cox, W.F. Huncock, Ed Cody, 

John Townley, and Billy Reagan. 

College courses and professors were named by 29 percent of the 

women superintendents as influencing their style of leadership. Their 

explanations are as follows: extensive exposure to leadership theory: my 
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extremely negative teacher; college professors; Nolan Estes; Paul Stevens, 

SWT; my department head in college; John W. McFarland, major professsor; 

college courses; Jack Stagg, Sam Houston State University; Ben Harris, 

University of Texas; and the staff of the educational administration 

department at South West Texas State University. 

Other answers given concerning what or who had influenced the 

women superintendents' styles of leadership were as follows: supervisors 

(16.1 percent), self-beliefs and principles (16.1 percent), relatives 

(6.5 percent), mentors (6.5 percent), famous educators (3.2 percent), and 

religion (3.2 percent). 

Description of Leadership Style 

Question 24 asked the women superintendents to describe their 

leadership style. Thirty of the superintendents responded to this question. 

Almost one-third (30 percent) of the respondents described their leadership 

style as participatory, 16.7 percent as democratic, 10 percent as 

collaborative, and 6.7 percent as situational. Over one-third of the women 

superintendents gave the various answers which follow: 

I lead by example. I can do, I do do, and I expect others to do. 

I lead in a quiet, efficient, effective and caring way. 

My style is positive, friendly, and supportive. 

I'm fairly authoritarian. 

I keep an open door. I'm a team leader/player, and I invite advice 
and praise a good job. I am also an excellent motivator. 
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I lead mostly by pushing and guiding people in making decisions I 
would have made originally. 

I'm flexible and visionary. 

Leadership is exhibited by me in all areas of education—board of 
education, curricululm, etc. 

My leadership style is fair, firm, and geared for improvement. 

I ask, listen, then make what I think is the best decision. I also take 
the consequences of my actions. 

I'm positive yet forceful. 

Most Important Qualities of Effective Leader 

The last question in the section on personal characteristics, question 

25, asked the women superintendents to list five qualities they considered 

the most important to be an effective leader. All thirty-one women 

superintendents responded to this question. As a result of multiple 

answers, the percentages given exceed 100. The top nine qualities are 

given because several qualities occupy the same rank. 

Almost one-third (32.3 percent) of the women superintendents gave 

good listener as the first effective leader quality, 25.8 percent each gave 

delegator and knowledgeable as the next two qualities, 19.4 percent gave 

visionary, and 16.1 percent each gave decision maker, fair, goal setter, and 

honest as effective leader qualities. The most effective leadership qualities 

given by the women superintendents are listed in Table 17 by percentages. 

Personality Traits 

Survey questions 26 through 51, under the heading of personality 

traits, were used to answer research question number two: Did the women 
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superintendents have common views of themselves on subjective measures 

concerning their own personalities? All thirty-one women superintendents 

responded to the questions in this section of the survey instrument. The 

respondents were asked to mark how they saw themselves on a self-rating 

scale in each of the twenty-six areas named. They were asked to mark the 

eleven-point continuum with number one indicating the highest level, 

number six the middle, and number eleven the lowest level. The continuum 

was further divided to produce the following categories: ratings 1 through 

3—high; ratings 4 through 5—medium high; rating 6—medium; ratings 7 

through 8~medium low; and ratings 9 through 11—low. The women 

superintendents rated themselves high in over one-half (69.2 percent) of 

the areas, which are as follows: self-esteem, general daily activity level, 

independence, job satisfaction, ability to operate under pressure, practical, 

flexible, goal setting behavior, ability to persist in an unpleasant but 

necessary job, happiness with personal life, sociability; agreeability, need 

for feedback, acceptance of authority, contentment, boldness, need for 

orderliness, and creativity. The respondents rated themselves medium-high 

in 15.4 percent of the areas, which are as follows: need to avoid failure, 

need for status, need for control, and tolerance of ambiguity. A rating of 

medium was given by the respondents for 7.7 percent of the areas, which 

are as follows: excitable, and critical of others. In addition, a rating of 

medium low was given by the respondents for 7.7 percent of the areas, 

which are as follows: impulsiveness, and selfishness. The women 

superintendents did not rate themselves low on any of the twenty-six 

personality traits. The mean and category are given in Table 18 for each of 

the women superintendent's responses to the section on personality traits. 
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Barriers 

Research question 3 reads as follows: Did the women 

superintendents encounter similarly perceived internal and exernal barriers 

to career mobility? Survey questions 52 through 66 were structured to 

answer the third research question. The respondents were given a list of 

internal and external barriers commonly encountered by women in their 

upward career mobility. They were asked to identify the barriers that 

TABLE 17 

EFFECTIVE LEADERSHIP QUALITIES OF 

WOMEN SUPERINTENDENTS 

Effective Leadership Qualities Percent 

&-31 

Good Listener 32.3 

Delegator 25.8 

Knowledgeable 25.8 

Visionary 19.4 

Communicator 16.1 

Decision Maker 16.1 

Fair 16.1 

Goal Setter 16.1 

Honest . . 
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were applicable to them by marking the appropriate space as "no," 

"somewhat/sometime," or "much." 

Internal Barriers 

Survey questions 52 through 58 asked about internal barriers. These 

internal barriers are as follows: personal anxieties about being a wife-

mother and being a career woman, conflict or confusion regarding life goals, 

lack of assertiveness, lack of self-confidence, reluctance to take risk, lack of 

motivation (in pursuing career goals), and low professional perseverance (in 

pursuing career goals). 

Personal Anxieties—Wife/Mother and Career Woman 

The first question (survey question 52) under the heading of internal 

barriers was concerned with personal anxieties about being a wife-mother 

and being a career woman. Table 19 shows the numbers and percentage of 

women superintendents responding to the question concerning the barrier 

of personal anxieties. 

Over one-half (67.7 percent) of the women reported that personal 

anxieties were not a barrier, almost one-third (29 percent) reported they 

were somewhat of a barrier, and a small number (3.2 percent) said they 

were perceived as very much of a barrier. Almost one-third (32.3 percent) 

of the women considered personal anxieties about being a wife-mother and 

being a career woman as barriers. 
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Conflict or Confusion Regarding Life Goals 

Survey question 53 asked about conflict or confusion regarding life 

goals. Table 20 summarizes the data for question 53. 

Almost three-fourths (74.2 percent) of the respondents said that 

conflict or confusion regarding life goals was not a barrier, 22.6 percent 

said it was somewhat of a barrier, and 3.2 percent reported that it was a 

barrier. A total of one-fourth (25.8 percent) of the women reported that 

conflict or confusion regarding life goals was either somewhat or very 

much of a barrier. 

Lack of Assertiveness 

The women superintendents were asked, in question 54, if they 

perceived lack of assertiveness as a barrier. Over three-fourths (77.4 

percent) reported that it was not a barrier, while 22.6 percent said that lack 

of assertiveness was somewhat of a barrier. Table 21 provides the data for 

survey question 54. 

Lack of Self-Confidence 

Survey question 55 asked the women superintendents if they 

perceived lack of self-confidence as a barrier. Most (80.6 percent) of the 

respondents reported that lack of self-confidence was not a barrier, while 

almost one-fifth (19.4 percent) said that it was somewhat of a barrier. 

Table 22 provides the supporting data for question 55. 
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TABLE 18 

WOMEN SUPERINTENDENTS' PERCEPTIONS 

OF THEIR PERSONALITY TRAITS 

Personality Traits Category Mean 
(H- 31) 

Self-esteem High 2.2 
General Daily Activity Level High 2.2 
Independence High 2.2 
Job Satisfaction High 2.3 
Ability To Operate Under Pressure High 2.3 
Practical High 2.3 
Flexible High 2.5 
Goal Setting Behavior High 2.6 
Ability To Persist in an 

Unpleasant But Necessary Job High 2.6 
Happiness with Personal Life High 2.7 
Sociability High 2.7 
Agreeability High 3.2 
Need for Feedback High 3.2 
Acceptance of Authority High 3.4 
Contentment High 3.5 
Boldness High 3.6 
Need for Orderliness High 3.6 
Creativity High 3.8 
Need To Avoid Failure Med. High 4.1 
Need for Status Med. High 5.3 
Need for Control Med. High 5.5 
Tolerance of Ambiguity Med. High 5.8 
Excitable Medium 6.1 
Critical of Others Medium 6.5 
Impulsiveness Med. Low 7.2 
Selfishness Med. Low 8.3 
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WOMEN SUPERINTENDENTS' PERCEPTIONS OF PERSONAL 

ANXIETIES ABOUT BEING A WIFE-MOTHER/CAREER 

WOMAN AS A BARRIER 

72 

Response Number Percent 

No 21 67.7 

Somewhat/Sometime 9 29.1 

Much 1 3.2 

Total 31 100.0 

TABLE 20 

WOMEN SUPERINTENDENTS' PERCEPTIONS OF 

CONFLICT OR CONFUSION REGARDING 

LIFE GOALS AS BARRIER 

Response Number Percent 

No 23 74.2 

Somewhat/Sometime 7 22.6 

Much 1 3.2 

Total 31 100.0 
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Reluctance To Take Risk 

The women superintendents were asked, in survey question 56, if 

they perceived reluctance to take risk as a barrier. Most (83.9 percent) of 

the respondents said that reluctance to take risk was not a barrier, while 

16.1 percent said that it was somewhat of a barrier. Table 23 summarizes 

the data for question 56. 

TABLE 21 

WOMEN SUPERINTENDENTS' PERCEPTIONS OF 

LACK OF ASSERTIVENESS AS BARRIER 

Response Number Percent 

No 24 77.4 

Somewhat/Sometime n 
i 22.6 

Much 0 0.0 

Total 31 100.0 

Lack of Motivation (in Pursuing Career Goals) 

Survey question 57 asked the women superintendents if they 

perceived lack of motivation (in pursuing career goals) as a barrier. Table 

24 provides the data for question 57. Most (87.1 percent) of the 

respondents reported that lack of motivation was not a barrier, while 12.9 

percent said that it was somewhat of a barrier in pursuing career goals, 
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Low Professional Perserverance 
(in Pursuing Career Goals) 

Question 58 asked respondents if they perceived low professional 

perserverance in pursuing career goals as a barrier. Most (87.1 percent) of 

the women superintendents said that it was not a barrier; however, 12.9 

percent reported that low professional perserverance in pursuing career 

goals was somewhat of a barrier. Table 25 presents a summary of the data 

for survey question 58. 

TABLE 22 

WOMEN SUPERINTENDENTS' PERCEPTIONS OF LACK OF 

SELF-CONFIDENCE AS A BARRIER 

Response Number Percent 

No 25 80.6 

Somewhat/Sometime 6 19.4 

Much 0 0.0 

Total 31 100.0 

External Barriers 

Survey questions 59 through 66 asked the women superintendents 

about external barriers to career mobility. These barriers are as follows: 

lack of female role models; lack of an influential sponsor; lack of support or 

encouragement from peers; lack of support or encouragement from family; 
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TABLE 23 

WOMEN SUPERINTENDENTS' PERCEPTIONS OF RELUCTANCE 

TO TAKE RISK AS A BARRIER 

Response Number Percent 

No 26 83.9 

Somewhat/Sometime 5 16.1 

Much 0 0.0 

Total 31 100.0 

TABLE 24 

WOMEN SUPERINTENDENTS" PERCEPTIONS OF LACK OF 

MOTIVATION (IN PURSUING CAREER GOALS) AS A BARRIER 

Response Number Percent 

No 27 87.1 

Somewhat/Sometime 4 12.9 

Much 0 0.0 

Total 31 100.0 

personal characteristics and abilities incongruent with job demands; and 

lack of a professional network. 
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Lack of Female Role Models 

Survey question 59 asked women superintendents if they perceived 

lack of female role models as a barrier. Table 26 presents the data for 

question 59. 

TABLE 25 

WOMEN SUPERINTENDENTS' PERCEPTIONS OF LOW PROFESSIONAL 

PERSERVERANCE (IN PURSUING CAREER GOALS) AS A BARRIER 

Response Number Percent 

No 27 87.1 

Somewhat/Sometime 4 12.9 

Much 0 0.0 

Total 31 100.0 

A little over one-half (54.8 percent) of the respondents reported that 

lack of female role models was not a barrier; however, almost one-third (29 

percent) said that it was somewhat of a barrier, and 16.1 percent said that 

lack of female role models was definitely a barrier. A total of 45.1 percent 

of the women considered the lack of female role models as a barrier. 
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TABLE 26 

WOMEN SUPERINTENDENTS' PERCEPTIONS OF LACK OF 

FEMALE ROLE MODELS AS A BARRIER 

Response Number Percent 

No 17 54.8 

Somewhat/Sometime 9 29.0 

Much 5 16.1 

Total 31 100.0 

Lack of an Influential Sponsor 

Survey question 60 asked the women superintendents if they 

perceived lack of an influential sponsor as a barrier. Table 27 

presents the data for question 60. Most (83.9 percent) of the women said 

that it was not a barrier, while 16.1 percent reported that lack of an 

influential sponsor was somewhat of a barrier. 

Lack of Support, Encouragement from Peers 

The women superintendents were asked, in survey question 61, if 

they perceived lack of support or encouragement from peers as a barrier. 

Table 28 gives the supporting data for question 61. 

Most (83.9 percent) of the respondents reported that it was not a 

barrier, 9.7 percent said that it was somewhat of a barrier, and 6.5 percent 

said that this area was definitely a barrier. A total of 16.2 percent of the 
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women superintendents said that lack of support or encouragement from 

peers was a barrier. 

TABLE 27 

WOMEN SUPERINTENDENTS' PERCEPTIONS OF LACK OF AN 

INFLUENTIAL SPONSOR AS A BARRIER 

Response Number Percent 

No 26 83.9 

Some what/Someti me 5 16.1 

Much 0 0.0 

Total 31 100.0 

TABLE 28 

WOMEN SUPERINTENDENTS' PERCEPTIONS OF LACK OF SUPPORT, 

ENCOURAGEMENT FROM PEERS AS A BARRIER 

Response Number Percent 

No 

Somewhat/Sometime 

Much 

Total 

26 

3 

2 

31 

83.8 

9.7 

6.5 

100.0 
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Lack of Support, Encouragement from Family 

Survey question 62 asked the women superintendents if they 

perceived lack of support or encouragement from family as a barrier. Table 

29 presents the supporting data for question 62. As the data show in Table 

29, the women superintendents reported unanimously (100 percent) that 

lack of support or encouragement from family was not a barrier in their 

upward career mobility. 

TABLE 29 

WOMEN SUPERINTENDENTS' PERCEPTIONS OF LACK OF SUPPORT, 

ENCOURAGEMENT FROM FAMILY AS A BARRIER 

Response Number Percent 

No 31 100.0 

Somewhat/Sometime 0 0.0 

Much 0 0.0 

Total 31 100.0 

Personal Characteristics Incongruent with Job Demands 

The respondents were asked in survey question 63 if they perceived 

personal characteristics and abilities incongruent with job demands as a 

barrier. Table 30 presents the supporting data for survey question 63. 

Almost three-fourths (74.2 percent) reported that personal characteristics 

and abilities incongruent with job demands did not present a barrier; 
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however, a little over one-fifth (22.6 percent) said it was somewhat of a 

barrier, while 3.2 percent said it was definitely a barrier. A little over one-

fourth (25.8 percent) of the women superintendents perceived personal 

characteristics and abilites incongruent with job demands as either 

somewhat or much of a barrier. 

TABLE 30 

WOMEN SUPERINTENDENTS' PERCEPTIONS OF PERSONAL 

CHARACTERISTICS AND ABILITIES INCONGRUENT 

WITH JOB DEMANDS AS A BARRIER 

Response Number Percent 

No 23 74.2 

Somewhat/Sometime 7 22.6 

Much 1 3.2 

Total 31 100.0 

Lack of a Professional Network 

The women superintendents were asked in survey question 64 if 

they perceived lack of a professional network as a barrier. Table 31 gives 

the supporting data for survey question 64. A little over one-third (35.5 

percent) of the respondents reported that lack of a professional network 

was not a barrier, however, more than one-half (54.8 percent) said it was 

somewhat of a barrier, and 9.7 percent said that lack of a professional 
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network was much of a barrier. More than one-half (64.5 percent) of the 

women superintendents perceived lack of a professional network as either 

somewhat or much of a barrier to upward career mobility. 

TABLE 31 

WOMEN SUPERINTENDENTS' PERCEPTIONS OF LACK OF A 

PROFESSIONAL NETWORK AS A BARRIER 

Response Number Percent 

No 11 35.5 

Somewhat/Sometime 17 54.8 

Much 3 9.7 

Total 31 100.0 

Employers' Negative Attitudes Toward Women 

The women superintendents were asked in survey question 65 if 

employers' negative attitudes toward women presented a barrier. Table 32 

gives the supporting data for question 65. Almost one-half (48.3 percent) 

reported that employers' negative attitudes toward women did not present 

a barrier; however, almost one-third (32.3 percent) said they presented 

somewhat of a barrier, and almost one-fifth (19.4 percent) said they 

definitely presented a barrier. Over one-half (51.6 percent) of the women 

superintendents said that employers' negative attitudes toward women 

presented either somewhat or much of a barrier to upward career mobility. 
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Conflict with Husband s Career 

The last survey question under the heading of external barriers was 

question 66. The women superintendents were asked if they perceived 

TABLE 32 

WOMEN SUPERINTENDENTS' PERCEPTIONS OF EMPLOYERS' 

NEGATIVE ATTITUDES TOWARD WOMEN AS A BARRIER 

Response Number Percent 

No 15 48.3 

Somewhat/Sometime 10 32.3 

Much 6 19.4 

Total 31 100.0 

conflict with their husbands' careers as a barrier. Table 33 presents the 

supporting data for question 66. 

Most (87.1 percent) of the women superintendents reported that they 

did not perceive conflict with their husbands' careers as a barrier to their 

upward career mobility, while 9.7 percent said that it was somewhat of a 

barrier. One respondent answered that the question did not apply to her. 
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TABLE 33 

WOMEN SUPERINTENDENTS' PERCEPTIONS OF CONFLICT WITH 

HUSBANDS' CAREERS AS A BARRIER 

Response Number Percent 

No 27 87.1 

Somewhat/Sometime 3 9.7 

Much 0 0.0 

Non-Applicable 1 3.2 

Total 31 100.0 

Summary of Barriers 

Table 34 gives a summary by percent of the barriers that the women 

superintendents perceived as much or somewhat/much of a problem in 

their upward career mobility. 

As the data show in Table 34, the two greatest barriers perceived by 

the women superintendents were employers' negative attitudes toward 

women with 19.4 percent and lack of female role models with 16.1 percent. 

When combined with the "somewhat" category to form a 

"somewhat/much" category, the highest ranking barriers perceived by the 

women superintendents were as follows: lack of a professional network 

(64.5 percent); employers' negative attitudes toward women (51.6 percent); 

lack of female role models (45.2 percent); personal anxieties about being a 
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wife-mother and being a career woman (32.3 percent); conflict or confusion 

regarding life goals and personal characteristics and abilities incongruent 

with job demands (25.8 percent each); and lack of support or 

encouragement from peers (16.2 percent). 

Other Barriers 

Survey question 67 asked the respondents to cite other barriers if 

they were applicable. Less than one-third (32.2 percent) of the women 

superintendents responded to this question. Although no commonalities 

could be found to group their answers, their replies are recorded as given to 

add insight into their personalities. 

Biased expectations from board, employees and sometimes parents 
and students; necessity to "over prove" yourself; and sometimes lack 
of support from other female education executives are all barriers. 

Other barriers are experience, location of available jobs, age, sex (one 
board didn't feel their community was ready for a woman). 

There are not many female superintendents. It is traditionally a 
"man's job." The balancing act of being wife, mother and working 
and participating in professional organizations and church, etc. all 
work as barriers. 

External political factors are barriers. 

Not being Texas born, not being Texas educated (UT or Texas A&M), 
and being too young are all barriers. 

I never intended to be a pioneer in a man's world. I did not seek it, 
but I am happy in it now. 

Internal barriers are my impatience with non-professionalism and 
those who don't understand my vision. External barriers are dealing 
with the politics that impede educational progress and with programs 
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and situations that take time and energy away from my being an 
instructional leader. 

Superintendent consultants were not truly promoting women-lip 
service! Interview committees are still mainly men. Lack of 
information on "inside" deals before public announcements of opening 
is a barrier. 

TABLE 34 

WOMEN SUPERINTENDENTS' PERCEPTIONS OF BARRIERS 

TO UPWARD CAREER MOBILITY 

Barrier Much 

(Percent) 

Somewhat/Much 

(Percent) 

Lack of Professional Network 9.7 

Employers' Negative Attitudes 

Toward Women 19.4 

Lack of Female Role Models 16.1 

Personal Anxieties About Being 

Wife-Mother/Career Woman 3.2 

Conflict or Confusion Regarding 

Life Goals 3.2 

Personal Characteristics and 

Abilities Incongruent with 

Job Demands 3.2 

Lack of Support, Encouragement 

from Peers 6.5 

64.5 

51.6 

45.2 

32.3 

25.8 

25.8 

16.2 
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Being a forty-five year old who openly expresses her views is 
intimidating to thirty-five year old males who serve on many boards. 
Young Republicans and "rednecks" have a hard time dealing with 
women. 

The greatest barrier to women in administration is the negative 
attitudes of men in positions of authority—lack of confidence in 
women being able to fulfill administrative roles. 

Role of Mentor in Career Development 

The women superintendents were asked about the role of mentors in 

their career development in survey question 68: Has anyone (mentor-type 

or otherwise) performed a particularly useful function for you in your 

career development? Please describe the role if applicable. Twenty-five 

(80.6 percent) of the women superintendents responded to this question. 

Of the 25 respondents, two (8 percent) of the women answered "no," 

and twenty-three (92 percent) of the respondents answered "yes" to the 

question concerning mentors helping them in their career development. 

The respondents who gave "yes" answers described the roles of those who 

were mentors as follows: former superintendents were named by 39.1 

percent; university and college professors by 21.7 percent; former 

principals by 21.7 percent; husbands by 13 percent; good role models by 8.7 

percent; state agency people by 8.7 percent; specific people (Jack Staggs at 

Sam Houston State University and John Townley) by 8.7 percent; and a 

female owner of a dress shop, a peer, a former superior, and former co-

worker by 4.3 percent each. Because some of the respondents gave 

multiple answers, the number will exceed 23 and the percentage will 

exceed one-hundred. Table 35 gives the supporting data for question 68. 
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TABLE 35 

MENTORS WHO HELPED IN WOMEN SUPERINTENDENTS' 

CAREER DEVELOPMENT 

Role of Mentor 'Number Percent 

Former Superintendents 9 39.1 

University and College Professors 5 21.7 

Former Principals 5 21.7 

Husbands 3 13.0 

Good Role Models 2 8.7 

State Agency People 2 8.7 

Specific People 2 8.7 

Female Owner of Dress Shop 1 4.3 

Peer 1 4.3 

Former Supervisor 1 4.3 

Former Co-Worker 1 4.3 

'Multiple answers given by the twenty-three respondents 

Networking with Other Males or Females 

Survey question 69 asked the following question: How important is 

"networking" with other males or females for women administrators? 

Please explain. AH thirty-one women superintendents responded to this 
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question. Their answers ranged from not important to extremely important. 

The answers were grouped and recorded as given. 

Over one-fifth (22.6 percent) of the respondents considered 

networking as extremely important. There answers are as follows: 

It is extremely important to join a support group or find support 
outside the district to allow for sharing, collaboration, and positive 
strokes, as well as objective feedback. 

It is extremely important. It has nothing to do with sex; the job 
demands it. 

It is extremely important. Everyone needs it. I sometimes neglect it 
due to "not enough time." 

Extremely important!!! We must work with the men and help the 
men gain positions, too! Females must learn not to be jealous of other 
females who "make it." We do each other in because of this attribute. 

Through communication with other administrators, one learns that 
attacks by the "Mother Mafia" and other similar groups are relatively 
common place. Keeping one's perspective is essential to effective 
school management. 

Extremely important. This is an area that we women need to 
develop. 

Critical. We must share experiences and solutions with one another 
in order to reach the best possible solutions. 

Almost one-third (32.3 percent) of the women superintendents said 

that they considered networking very important. Their answers are as 

follows: 

It is very important, especially on the way up when desiring a change 
or when wanting to influence others. 
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Very important. We can all learn so much from each other, and 
especially I can because I need to hear new ideas and see if they can 
be used in my district. 

Very important. Women administrators need to network with both 
males and females. 

Very important. Not only for a job, but for job performance and one's 
self. 

Very, very important. You cannot successfully function as an island. 
The males are more important because there are more of them. 

Very important. 

Most important. 

Very important for all administrators-male and female. Networking 
is the key that opens the door. You get the positions based on what 
you have when you get inside, but you have to get invited first, and 
networking does that. 

Very important. In order for us to grow in our own careers, it is 
important to network with others to keep up with current trends. 
That has been the hardest thing for me; I am the only administrator 
in my district, and I have to make a telephone call in order to talk to 
another administrator. 

I think it's very important—for the sharing of information, for advice 
and objectivity, and for support and encouragement. 

A little over sixteen percent (16.1) of the women superintendents 

considered networking as important. Their responses are as follows: 

I believe a network is important; however, I have never been part of 
a network. I have always worked alone, and I am used to being the 
only woman. 

It is reassuring to have a network of administrators, both male and 
female. So many changes have affected our school operation, and this 
close association provides a check/balance system, so to speak. 
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Networking is important just to hear different ideas about the same 
problems. 

Networking is important in that it provides opportunities for a 
sounding board from peers, as well as innumerable other ways. 

It is important to become "one of the boys." There are not enough 
women superintendents to have much clout. You must act like a lady, 
think like a man, and work harder than anyone else. It is important 
that men superintendents respect you and know that you can do a 
good job. 

A little over one-fifth (22.6 percent) of the respondents considered 

networking as helpful or useful. The women superintendents responded as 

follows: 

It is helpful. However, I don't see that gender is a major factor. I 
network more with men than with women. 

Reasonably important. It is at the same level of importance as for 
male administrators. 

It depends on the person; some have a need to network more than 
others. I have somewhat of a network, but it may be only one or two 
people. 

Contact with other professionals is always useful. 

I do not have the need to network with other females, just 
superintendents. If the superintendent happens to be a female, then I 
will interact with that person. 

It is helpful in problem-solving. 

Networking helps in performing the job—not in getting the job. 

One respondent (3.2 percent) was undecided about the value of 

networking, and one respondent (3.2 percent) said that it was not 

important. Their responses are as follows: 
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I haven't decided yet. 

It is not as important as others would believe. 

Table 36 gives the responses of the thirty-one women 

superintendents to survey question 69 concerning the importance of 

networking with other males or females, ranging from extremely important 

to not important, and the number and percent for each response. 

TABLE 36 

WOMEN SUPERINTENDENTS' RESPONSES OF 

IMPORTANCE OF NETWORKING 

Response Number Percent 

Extremely Important 7 22.6 

Very Important 10 32.3 

Important 5 16.1 

Helpful/Useful 7 22.6 

Undecided 1 3.2 

Not Important 1 3.2 

Total 31 100.0 

Tips To Help Women Aspiring To Be Superintendents 

Question 70, the last survey question, asked the respondents what 

tips they would give to women aspiring to be superintendents to help them 
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advance successfully in the ranks of the organization. In order to preserve 

the qualitative nature of the women superintendents' responses, their 

answers were recorded as given and then analyzed for commonalities. 

Their answers are as follows: 

Be open and honest. Use your "femaleness" (caring, sensitivity, etc.) to 
do a better job; never use it as an excuse for not doing a job well. Be 
yourself. Do not emulate men—in dress, behavior, etc. Avoid being a 
feminist activist. 

Do your best. Be confident but not overconfident. Be yourself. Be 
knowledgeable. Never put down the opposite sex or behave in a 
manner to intimidate them. Communicate and be visible. 

Form a support group; network even outside of education. Always do 
your very best. Learn about resumes and interviewing in order to 
present yourself at your very best. Work within the good-old-boys' 
system. Keep things in perspective—importance of family. It takes 
time to move up; take care of yourself and your health. Keep your 
sense of humor. 

Read, read, read. Observe others in the superintendency. Practice 
good health habits. Maintain a good sense of humor. Be assertive. 
Care about others. Join the Texas Council of Women School 
Executives. 

Get in and do the job better than any male; don't rely on others—sell 
yourself. Don't become too closely aligned with female organizations; 
it's still a male s world. 

Be yourself. Don't step on anyone on your way up. Don't be hung up 
on titles. Keep your priorities straight. Be honest. Be decisive. Have 
a good sense of humor. Be helpful to others. 

Keep trying, keep trying. Don't become discouraged. Be more 
assertive. Continue to improve professionally. 

Be persistent in your goals. Keep your eyes and your ears open. 
Don't ever think you can't. 
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Know your professional stuff. Don't play games or politics. Be 
thorough, kind, and devoted to those you serve. Work hard. 

Study and learn all aspects of the school. Don't aspire to be 
superintendent if you can't take pressure. Don't be a woman's 
leader—lead all. Be yourself. 

Be yourself and enjoy it. Don't try to fit a model. 

Be willing to do much more than your share of hard work on your 
way "to the top." Be reasonably assertive and decisive, but avoid 
being thought of as a "pushy" female. Don't try to be one of the 
"boys." If your background is curriculum and instruction, learn 
finance, construction, and personnel or you won't survive. 

Find a superintendent to be your mentor. Share all goals—work for 
and learn from. Give all you can as a team member. 

Get as much experience as possible in different assign-
ments—director, principal, etc. Perform as well as you can wherever 
you are assigned. 

Be honest. Be loyal. Work hard. Be yourself. Take calculated risks. 
Interact with males, not just females. Be decisive. 

Build your experiences carefully, i.e., make sure you have elementary 
and secondary experience. Build your base in the community-
become actively involved. Be visible. 

Be comfortable in your role as a woman. Traditional female 
characteristics are important in organizations that concern people. 
Work hard in any job that you undertake. 

Keep trying. 

Go for it, and don't look back! 

Be willing to work upward; begin in a lower position, and then use 
your expertise and capabilities for the good of the district. This will 
demonstrate a) concern for students/district, b) willingness to work 
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with others in accomplishing goals, and c) leadership capabilities. Be 
able to identify what is needed in a district (do not begin with what 
you want to give and do), and exercise leadership in meeting those 
needs. Be gently aggressive; enable/empower others to achieve 
rather than commanding or intimidating. Be a team player. 

Be dedicated, well-organized, and stand up for your rights. 

Set your goals and keep working toward them. 

Volunteer for all types of extra jobs. Learn everything about the 
organization. Especially learn the financial area. Be assertive—not 
aggressive. Become known as an expert in a male-dominated area. 
Stop gossipping about other women! Advocate for the effective male 
as well as female. Be confident even if you have to fake it! 

Be persistent. Set goals and stick with them. 

Do an excellent job in whatever position you have now. Gain as 
much experience as possible in different positions within the school 
system. Volunteer to serve on committees, to do inservice, etc. Be 
visible and available for projects. 

Do your job to the best of your ability daily. Encourage and support 
principals, teachers, and staff. Abide by district policies, and always 
behave in a professional manner. Keep your U-Haul packed and 
become familiar with Title VII of the U. S. Equal Employment 
Opportunity Commission as you do not leave your civil rights at the 
curb when you go to work. 

Learn as much as you can. Be the best that you can be. Don't act like 
a liberated woman. Earn the respect of men who can help you. 
Never give up. Have confidence in yourself and your abilities. Don't 
be afraid to try. Be able to make tough decisions. 

Do a lot of soul searching. Are you willing to pay the price? The job 
is far more demanding than one really realizes. You have to have 
hide as thick as a rhinoceros. You're in a shooting gallery; any time 
anyone is displeased with anything in life, the person takes pot shots 
at you. The higher up you go, the more people to whom you become 
a servant. 
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Learn all you can about all facets of public education. Especially 
learn about those areas in which women are usually considered weak: 
budget, personnel, facilities, taxes, maintenance and operation, etc. 
Make ways to get involved—in your district, through organizations, 
and through conferences. 

Be willing to do more than any male aspiring superintendent. A 
female has to work harder to gain confidence and trust that she can 
handle a leadership position. 

Thirty women superintendents responded to this question. Tips were 

given by the respondents as follows: "avoid being a feminist activist" by 

over one-fifth (23.3 percent): "be yourself" and "do your best" by 20 percent 

each: "learn about all facets of public education" by 16.6 percent; "work 

hard," "be decisive," "be assertive," and "gain as much experience as 

possible" by 13.3 percent each; and "be visible," "be honest," and "have a 

good sense of humor" by 10 percent each. Most (93.3 percent) of the 

respondents gave multiple answers; therefore, the number of respondents 

will exceed thirty, and the percent will exceed one-hundred. Table 37 lists 

the common tips given by the women superintendents by number and 

percent. 
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TABLE 37 

WOMEN SUPERINTENDENTS' TIPS TO WOMEN 

ASPIRING TO BE SUPERINTENDENTS 

Tips Number 

*(£-30) 

Percent 

Avoid being a feminist activist 7 23.3 

Be yourself 6 20.0 

Do your best 6 20.0 

Learn about all facets of 

public education 5 16.6 

Work hard 4 13.3 

Be decisive 4 13.3 

Be assertive 4 13.3 

Gain as much experience as 

possible 4 13.3 

Be visible 3 10.0 

Be honest 3 10.0 

Have a good sense of humor 3 10.0 

'Multiple answers given by each of the 30 respondents 



CHAPTER V 

SUMMARY OF FINDINGS, CONCLUSIONS, AND RECOMMENDATIONS 

FOR FURTHER STUDY 

A summary of the findings of the study is presented in this chapter. 

In addition, the conclusions resulting from the analysis of the data are 

outlined. Recommendations for further study are also provided. Three 

major concerns were addressed in this study. The first sought to determine 

personal characteristics common among women public school 

superintendents of independent districts in Texas during the 1988-89 

school year. The second concern focused on whether or not the women 

superintendents had common views of themselves on subjective measures 

concerning their own personalities. The third concern was directed at 

determining if women superintendents encountered similarly-perceived 

internal and external barriers to career mobility. 

In order to address these concerns, the thirty-three women 

superintendents in Texas were sent a seventy-item questionnaire which 

had been validated by a panel of five women who were selected from both 

within and outside the state. A total of thirty-one (93.9 percent) women 

superintendents responded to the questionnaire. Their responses were used 

to answer the three concerns of the study. 

97 
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Summary of Findings 
The following is a summary of the major findings of the study. 

Summary of Findings Regarding Demographic 

Data of Women Superintendents 

1. Less than 4 percent of the superintendents of independent school 

districts in Texas are female. 

2. More than one-half of the women superintendents led districts 

with an average daily membership (ADM) of less than 1,000 students, while 

nearly 40 percent served school districts with an (ADM) of less than 300 

students. 

3. Almost one-half of the respondents held bachelors' degrees with 

elementary education as the major area of study, while almost 40 percent 

had minor areas of study in English. 

4. Over one-half of the respondents achieved their positions as 

superintendents through being promoted within their own districts. 

5. Over one-half of the women superintendents received salaries 

below $55,000, while almost one-third of the women superintendents 

received salaries in the $35,000 to $44,999 range. 

Summary of Findings Regarding Personal Characteristics 
of Women Superintendents 

1. A majority of the respondents were between forty and forty-nine 

years of age. 

2. One hundred percent of the women superintendents were Anglo. 
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3. A majority of the respondents were married, and 74.2 percent had 

children. 

4. Most of the respondents had either no-conflict or a positive 

attitude toward the dual roles of being both a mother and a working 

woman. 

5. The average highest grade attainment was 11.7 for the women 

superintendents' fathers, 12.2 for their mothers, and 16.0 for their husbands. 

6. Over one-half of the women superintendents listed the field of 

education as their husbands' occupations. Almost one-half of the women 

superintendents reported their mothers' occupations as housewife, while 

one-third listed their fathers' occupations as farming or ranching. 

7. The birth-order position for almost one-half of the respondents 

was first born. 

8. Most of the women superintendents were involved in leadership 

activities in grades kindergarten through grade twelve. A majority was 

involved in sports (basketball, volleyball, and tennis), and almost one-half of 

the respondents were involved in student council. 

9. Educators and political figures were the most often named as 

heros or heroines both when they were in grades kindergarten through 

twelve and at the time of the study. In the kindergarten through grade 

twelve category, 34.8 percent of the respondents named educators, and 30.4 

percent named political figures as their heros or heroines. In the "now" 

category, 47.6 percent of the respondents named political figures, and 38.1 

percent named educators as heros or heroines. 
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10. The five adjectives that women superintendents used most often 

to describe themselves are as follows: organized (35.5 percent), 

hardworking (29 percent), caring (29 percent), energetic (22.6 percent), 

and intelligent (22.6 percent). 

11. Over three-fourths of the respondents considered themselves 

assertive, while 80.6 percent perceived themselves as risk-takers. 

12. Almost one-half of the women superintendents 

believed they achieved their positions as superintendent over other 

candidates because of their past records of being effective in their school 

districts. 

13. In responding to who or what had most influenced their style of 

leadership, 32.3 percent of the women superintendents named former 

superintendents, and 29 percent named college professors and courses. 

14. Almost one-third of the women superintendents described their 

leadership style as participatory. 

15. The four qualities named by women superintendents as being 

most important for an effective leader were as follows: good listener (32.3 

percent), delegator (25.8 percent), knowledgeable (25.8 percent), and 

visionary (19.4 percent). 

Summary of Findings Regarding Personality Traits 
of Women Superintendents 

1. The thirty-one women superintendents formed one cluster in the 

area of twenty-six personality traits on a self-rating continuum. 

2. The women superintendents rated themselves high in over one-

half of the areas, including self-esteem, general daily activity level, 
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independence, job satisfaction, ability to operate under pressure, practical, 

flexible, goal setting behavior, ability to persist in an unpleasant but 

necessary job, happiness with personal life, sociability, agreeability, need 

for feedback, acceptance of authority, contentment, boldness, need for 

orderliness, and creativity. 

3. The six personality traits ranked highest by women 

superintendents are self-esteem, general daily activity level, independence, 

job satisfaction, ability to operate under pressure, and practicality. 

Summary of Findings Regarding Women superintendents' 

Barriers to Career Mobility 

1. The three external barriers most often perceived by women 

superintendents as impeding their career mobility are lack of a professional 

network (64.5 percent), employers' negative attitudes toward women (51.6 

percent), and lack of female role models (45.2 percent). 

2. Internal barriers to career mobility, as perceived by the women 

superintendents, are personal anxieties about being a wife/mother and a 

career woman (32.3 percent), conflict or confusion regarding life goals (25.8 

percent), and personal characteristics and abilities incongruent with job 

demands (25.8 percent). 

Summary of Findings Regarding Role of Mentors, 
Importance of Networking, and Tips to 

Aspiring Women Superintendents 

1. Most of the women superintendents considered mentors as 

important in their career development. Former superintendents were 
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named by 39.1 percent of the respondents; university and college professors 

and former principals were each named by 21.7 percent of the respondents. 

2. Networking with other male or female administrators was 

considered useful to extremely important by most of the women 

superintendents. 

3. The four tips most often given to aspiring women superintendents 

were to: avoid being a feminist activist, be yourself, do your best, and learn 

about all facets of public education. 

Conclusions 
1. The commonalities in personal characteristics which exist among 

women superintendents, include age group, ethnicity, marital status, 

parenthood, positive attitudes toward being both mothers and working 

women, preference for husbands with occupations in the field of education, 

demonstration of early leadership traits, and self-perceptions of being 

assertive and risk-taking. 

2. Most women superintendents share common views of themselves 

on subjective measures concerning their own personalities, such as self-

esteem, general daily activity level, independence, job satisfaction, ability to 

operate under pressure, and practicality. 

3. Most women superintendents perceive similar internal and 

external barriers in their career mobility. Mentors were considered 

important to their career development. In addition, networking with other 

male and female administrators is important to most women 

superintendents. 
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Analysis of Data and Significance 
of the Study 

Several of the findings and conclusions of this study merit additional 

attention. A closer look at data regarding the representation of women 

among the ranks of superintendents, the personal characteristics and 

personality traits of women superintendents, and the women's perceived 

barriers to career mobility offers additional insight and provides the bases 

for recommendations and suggestions for further study. 

According to data from this study, less than 4 percent of the 

superintendents of independent school districts in Texas are female. Of that 

4 percent, no minority women hold the position of superintendent. 

It was also determined by this study that commonalities in personal 

characteristics exist among women superintendents. A close look at women 

superintendents in Texas reveals the following personal profile based on a 

majority of the respondents. The typical superintendent in this study is a 

white female between forty and forty-nine years of age, is married, and is a 

mother. She experiences no internal conflict between her roles as mother 

and superintendent. Her husband is (or was) an educator. She 

demonstrated early leadership traits in kindergarten through grade twelve, 

and she perceives herself as being both assertive and a risk-taker. 

A look at the demographic information about a majority of women 

superintendents also reveals a profile of a woman superintendent in Texas 

who achieved her position by being promoted from within her own district 

and who receives a salary below $55,000. What is not clear from the study 

concerning achievement of the superintendency is whether women who 

were promoted from within their own districts considered themselves 
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placebound and, therefore, did not apply or actively pursue superintendent 

positions in other districts. 

A third determination of the study is that women superintendents 

have common views of themselves on subjective measures concerning their 

own personalities. The profile of a woman superintendent also includes 

personality traits shared with a majority of other women superintendents. 

A woman superintendent in Texas considers herself to have high self-

esteem and a generally high daily activity level. She also considers herself 

independent and able to operate under pressure. In addition, she enjoys her 

job and considers herself to be practical. 

Another determination of the study is that women superintendents 

encountered similarly perceived internal and external barriers to career 

mobility. The absence of a professional network and employees' negative 

attitudes toward women were perceived as external barriers by a majority 

of women superintendents. In addition, mentors and networking with other 

male and female administrators were considered important to career 

development. 

The author believes that the findings of this study may be beneficial 

in several ways. It is hoped that the awareness level concerning the 

minimal role of women in top leadership positions will be raised for women 

aspiring to be superintendents and school districts hiring superintendents. 

Women, including minority females, who fit the profile of a successful 

superintendent may be encouraged to seek the superintendency. In 

addition, school districts may seriously consider women who fit the profile 

and are seeking the superintendency. 
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Data from this study support findings and conclusions from some 

research studies described previously in Chapter II and contrast others. 

Three studies in Chapter II related to female executives and their masculine 

or feminine styles of behavior. The Henning and Jardim study (Henning 

and Jardim 1977a) concluded that female business executives adopted a 

largely masculine style of behavior beginning in early childhood and 

continuing through the successful period of early career development. In 

contrast, the Frasher, Frasher and Hardwick study (Frasher, Frasher and 

Hardwick 1982) of female superintendents concluded that the subjects 

reflected a more traditional orientation during childhood, youth, and early 

career development and appeared to have integrated masculine modes of 

behavior as they advanced to higher levels of authority and responsibility. 

The results of a recent study of both male and female managers by Maupin 

(Maupin 1989) suggest that a blend of male and female qualities, 

androgynous management, may be the key to effective supervisory 

relations. 

Some of the findings and conclusions from this study support the 

findings of the Maupin study. The female superintendents in this study 

perceived themselves to be risktaking, assertive, athletic, as well as leaders 

(masculine qualities) and sensitive to the needs of others and caring 

(feminine qualities). It appears the female superintendents in this study had 

sex role adaptability allowing them to engage in situationally effective 

behavior without regard for its stereotype as masculine or feminine. 

Another conclusion from this study concerned high visibility of the 

women superintendents, who were involved in leadership activities (such as 

sports and student council) in grades kindergarten through grade twelve. 
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This conclusion was supported by the Maienza study (Maienza 1986a) 

which explored some predictors of access to the school superintendency for 

men and women, with particular emphasis on determinants of access for 

women. The superintendents in Maienza s study had a history of visibility. 

Like the women superintendents in this study, the superintendents in the 

Maienza study had been singled out and participated in leadership roles 

beginning in childhood. 

Recommendations 

The following recommendations are based upon information from the 

review of literature and the findings of this study. Some strategies for 

action are suggested for administrators, school board members, university 

instructors, consultants who conduct superintendent searches, and other 

groups committed to promote educational equity. 

1. Make a careful examination of one's own assumptions and 

attitudes about women (and men), in general and specifically as 

superintendents. 

2. Be conscious of the importance that superintendents in the schools 

in Texas represent the diversity of those whom they serve. 

3. Be willing to be encouraging and supportive mentors to both 

women and men who demonstrate leadership qualities and potential and 

aspire to be superintendents. 

4. Examine both formal and informal network settings in which 

administrators, especially superintendents, participate to be sure they 

include both men and women. 
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Recommendations for Further Study 

This study focused on the commonalities among women 

superintendents in Texas who served independent public school districts 

during the 1988-89 school year. As a result of this study, related areas that 

need further study were identified. 

It was determined in the study that commonalities exist among 

womer^uperintendents in all three areas of concern: personal chacteristics, 

personality traits, and internal and external barriers to career mobility. 

Additional studies that explore the relationship of these variables to women 

superintendents of non-public schools and to men superintendents of both 

public and non-public schools in Texas and the nation are recommended. 

A finding of this study was that the majority of women who achieved 

the superintendency were promoted within their own districts. A study of 

the relationship of women's geographic mobility and achievement of the 

superintendency is also recommended. 

In addition, a study exploring the relationship of barriers to career 

mobility for women superintendents as perceived by administrators and 

school board members in Texas to the perceptions of the women 

superintendents in this study merits attention. 
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Letter to Panel of Judges 

Dear Panel Member: 

Thank you for your willingness to serve on a panel of judges for my 
dissertation study entitled "Commonalities Among Women Superintendents 
in Texas." Enclosed is a copy of the Women Superintendents' Profile 
Survey that will be sent to the women who are presently serving as 
superintendents in Texas. 

Please read each survey question carefully and mark the answer sheet that 
has been provided. Put a check mark in the valid column if you believe the 
item should be included, a check mark in the invalid column if you believe 
the item should not be included, or a check mark in the undecided column if 
you are not sure about the item. 

Please return the survey and answer sheets in the stamped, addressed 
envelope provided. If you would like to receive a copy of the results of this 
survey, please make a note to that effect. 

Your prompt attention and response will be greatly appreciated. Thank you 
again for sharing your expertise with me. If you have any questions, please 
call collect to my home in Mansfield, Texas, at (XXX) XXX-XXXX after 5:00 
p.m. 

Sincerely, 

Rachel Howell 
Director of Instruction 
Mansfield ISD 

Enclosures 
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Women Superintendents' Profile Survey 
Response Form 

Please respond to survey questions 1-25 and 67-70 by putting a check 
mark in the valid column if you believe the item should be included, a check 
mark in the invalid column if you believe the item should not be included, 
or a check mark in the undecided column if you are not sure about the item. 

1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
13. 
14. 
15. 
16. 
17. 
18. 
19. 
20. 
21. 
22. 
23. 
24. 
25. 

67. 
68. 
69. 
70. 

Valid Invalid Undecided 
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Women Superintendents' Profile Survey 

DEMOGRAPHIC INFORMATION 

1. Size of District - Average Daily Membership (ADM) 

Under - 300 2,500 - 9,999 

300 - 9 9 9 10,000 -24,999 

1,000 - 2,499 Over- 25,000 

2. Education - (Please list major/minor areas.) 

Bachelors Degree - Major/Minor. 
BA; BS; Other (Designate) 

Masters Degree - Major/Minor 
MA; MS; M.Ed.; Other (Designate) 

Some Post-Masters Work - Area of Study 

Doctorate - Major/Minor 
Ed.D.; Ph.D.; Other (Designate) 

3. Areas of Certification? 

4. Number of total years experience in education? 

In educational administration? 

As superintendent? 
(Count current year as one.) 
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5. How did you achieve your present position as superintendent? 

Promoted within district 

Responded to an advertised position in another district 

Other means (explain) : 

6. Salary Range 

$75,000 and up 

65,000 -74,999 

55,000 - 64,999 

45,000 - 54,999 

35,000 - 44,999 

34,999 and below 

PERSONAL CHARACTERISTICS 

7. Current Age Group 
Under 30 

30-39 

40-49 

50-59 

Over 60 

Age at First Becoming Superintendent? 

8. Racial and Ethnic Background 

9. Marital Status 

Married 

Divorced 

Never Married 

Widowed 

Remarried 

10. Has your marital status been affected by your career? 

No 

Yes. If yes, please tell how. 
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11. Do you have any children? 

No, 

Yes. If yes, how many, and what are their ages? 

12. If you have children, what is your attitude (briefly) about the roles 
you play as mother and working woman? 

13. What is/was the highest grade level of education attained by your 
father, mother, and husband (if presently married)? 

Father Husband 

Mother 

14. What is/was the occupation of your father, mother, and husband? 

Father 

Mother 

Husband 

15. Number of Siblings 

Brothers Sisters 

16. What is your birth order position? 

Only Child First Born 

Middle Child Last Born 



17. As a student in grades K-12, were you involved in school leadership 
activities, team sports, community activities, or other outside 
activities? 

No. Please comment. 

Yes. If yes, please specify the activities. 

18. Who were/are your heros/heroines? (Name two.) 

As a student in grades K-12? 

Now? 

19. Describe yourself, using 6 adjectives. 

1) 4) . 

2) 5) . 

3) 6) . 

20. Do you consider yourself assertive? Why or why not? 
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21. Would you describe yourself as a risk-taker? Please explain. 

22. Why do you think you got your present position as superintendent over 
the other candidates that applied? 

23. What or who has most influenced your style of leadership? 

24. Describe your leadership style. 

25. What qualities do you consider the most important to be an effective 
leader? List five. 
n 
2) 
3) 
4) 
5) 
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PERSONALITY TRAITS 

Self-Rating Quiz 

Please mark how you see yourself overall in each area named on the 11 
point continuum provided. Number 1 indicates the highest level, 6 would 
be the very middle, and 1 i would indicate the lowest level. 

HIGH MIDDLE 
26. Self-esteem 

27. Selfishness 

28. General Daily 
Activity Level 

29. Agreeability 

30. Goal Setting 
Behavior 

31. Need To Avoid 
Failure 

32. Need for Feedback 

33. Need for Control 

34. Job Satisfaction 

35. Impulsiveness 

.1 I I I I _ 
2 3 4 5 6 

I I I I I. 
2 3 4 5 6 

I I I I I _ 
2 3 4 5 6 

I I I I I. 
2 3 4 5 6 

I I I I I. 
2 3 4 5 6 

I I I I I _ 
2 3 4 5 6 

J I I I I _ 
2 3 4 5 6 

I I I I I _ 

7 8 

2 3 4 5 6 

.1 I I I I _ 
2 3 4 5 6 

I I I I I _ 
2 3 4 5 6 7 8 9 10 11 

8 

8 

8 

LOW 

_ I I I 
9 10 11 

_I_ 
10 

9 

_I_ 
10 

_I_ 
10 

_I_ 
10 

_I_ 
10 

_I_ 
10 

_I_ 
10 

_I_ 
10 
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HIGH MIDDLE 

36. Creativity 

37. Acceptance of 
Authority 

38. Happiness with 
Personal Life 

39. Ability To Operate 
Under Pressure 

40. Ability To Persist 
in an Unpleasant 
But Necessary 
Job 

41. Tolerance of 
Ambiguity 

42. Need for Status 

43. Need for 
Order-
liness 

44. Contentment 

45. Sociability 

46. Boldness 

LOW 

I I _ _ I _ _ I _ .1 I I_ I I 

1 2 3 4 5 7 8 ~9 10 11 

I I _ I _ _ I _ I I I 

1 2 3 4 "IT 7 8 9 10 11 

I I _ I _ _ I _ _ _ I_ I I 

1 2 3 4 8 ~9 10 11 

I I I I I I I I I 

1 2 3 4 5 7 8 9 10 11 

I I I I I I I I I 

.1 2 3 4 5 7 8 9 10 11 

I I I I I __ I I I 

1 2 3 4 5 T 8 T 10 11 

I I I I I I I I I 

1 2 3 4 5 6 7 8 9 10 11 

I I T I I I I I I 
1 2 3 4 5 6 7 8 9 10 11 

I I I _ I _ _I I I 
1 2 3 4 5 ~6 ~~T 8 9 10 11 

I I I I I I I I I 
1 2 3 4 5 6 7 8 9 10 11 

I I I _ I _ I I I I I I 
1 2 3 4 5 6 7 8 9 10 11 
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HIGH MIDDLE LOW 

47. Independence 

48. Critical of Others 

49. Excitable 

50. Flexible 

51. Practical 

I I I I I I I I I I 1 
2 3 4 5 6 7 8 9 10 11 

I I I I I I I I I I _ I 
2 3 4 5 6 7 8 9 10 11 

I I I I I I I I I I I 
2 3 4 5 6 7 8 9 10 11 

I I I I I I I I I I I 
2 3 4 5 6 7 8 9 10 11 

_I I I I I I I I I I I 
2 3 4 5 6 7 8 9 10 11 

BARRIERS 
Below is a list of barriers commonly encountered by women in their 
upward career mobility. Please identify the barriers which were 
applicable to vou by marking the appropriate space on the right. 

SOME-
NO WHAT/ MUCH 

A. Internal Barriers 

52. Personal anxieties about 
being a wife-mother and 
being a career woman 

53. Conflict or confusion 
regarding life goals 

54. Lack of assertiveness 

SOME-
TIME 

55. Lack of self-confidence 



1 2 1 

SOME-
NO WHAT/ MUCH 

SOME-
TIME 

56. Reluctance to take risk 

57. Lack of motivation (in 
pursuing career goals) 

58. Low professional 
perseverance (in pursuing 
career goals) 

B. External Barriers 

59. Lack of female role models 

60. Lack of an influential sponsor 

61. Lack of support, encouragement 
from peers 

62. Lack of support, encouragement 
from family 

63. Personal characteristics and 
abilities incongruent with job 
demands 

64. Lack of professional network 

65. Employers' negative attitudes 
toward women 

66. Conflict with husband's career 
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67. Please cite other barriers, if applicable: 

68. Has anyone (mentor-type or otherwise) performed a particularly 
useful function for you in your career development? Please 
describe the role, if applicable. 

69. How important is "networking" with other males or females for 
women administrators? Explain. 
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70. What tips would you give to aspiring superintendents to help 
them advance successfully in the ranks of the organization? 

THE END!! THANK YOU VERY MUCH. 
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Letter to Female Superintendents 

Dear Superintendent: 

I am a doctoral student at the University of North Texas at Denton, Texas, 
and the chairman of my advisory committee is Dr. Frank Kemerer. As one 
of only 34 superintendents in Texas who is female, your participation is 
important in my dissertation study entitled "Commonalities Among Women 
Superintendents in Texas." 

You have reached the highest executive position in the field of education, 
and your responses to the enclosed survey are important to me in analyzing 
the commonalities you share with your peers. In addition, this study should 
provide interesting information from which other aspiring superintendents 
may benefit. 

Please complete the enclosed survey and return it to me by March 1 in the 
enclosed envelope. Your identity will be kept totally confidential, so please 
feel free to be as candid as you like. 

This request, I recognize, adds to your heavy workload, but I hope that by 
completing it you will benefit from the opportunity for reflection and 
intraspection it provides. As women in the workplace, we frequently forget 
about the issues and barriers that may have impeded our progress or the 
efforts that led to our success. Since the data from this study will be unique 
to Texas, a summary of the findings will be sent to you upon request. 

Thank you in advance for your time and cooperation. 

Sincerely, 

Rachel Howell 
Director of Instruction 
Mansfield ISD 

Enclosure 
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Follow-up Letter to Female Superintendents 

Dear Superintendent: 

I know you are busy these days keeping abreast of those obligations which 
are essential and required, much less completing those "extra" tasks which 
come your way and receive your best intentions. 

From the questionnaire which reached you~I hope—about three weeks ago, 
I have had no reply. Perhaps you mislaid the questionnaire, or it may have 
gotten lost in the mail—any one of a dozen things could have happened. 

In any event, I am enclosing another copy of the questionnaire. Would you 
please complete it and return it to me in the postage-paid envelope 
provided, no later than March 15? 

My appreciation is extended in advance for your cooperation. 

Sincerely, 

Rachel Howell 
Director of Instruction 
Mansfield ISD 

Enclosure 
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Cluster Membership of Cases Using Complete Linkage 

SPSS.LIS 

Label Case 5 4 

1 1 1 
2 2 1 
3 2 1 
4 2 1 
5 2 1 
6 1 1 
7 1 1 
8 1 1 
9 1 1 
10 2 1 
11 3 2 
12 4 3 
13 *5 4 
14 1 1 
15 1 1 
16 1 1 
17 1 1 
18 *5 
19 1 1 
20 2 1 
21 1 1 
22 1 1 
23 1 1 
24 2 1 
25 1 1 
26 3 
27 2 1 
28 2 1 
29 1 1 
30 2 1 
31 2 1 

*Two cases belong to Cluster 5. 
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