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ABSTRACT 

LYA RENEE WHITING SNELL 
FEMALE SUPERINTENDENTS IN GEORGIA: THEIR LIVES, TESTIMONIES, 
OBSTACLES AND SHARED EXPERIENCES 
Under the direction of Olivia Boggs, Ed. D & Mary O'Phelan, Ph.D. 

The purpose of this study was to address the following issues: (1) barriers to the 

superintendency identified by females currently serving in the position; (2) strategies for 

overcoming obstacles associated with the position; and (3) patterns and themes that 

emerged as females described themselves as the chief educational leaders in the district. 

This research contributes to the body of research involving the advancement of females 

as leaders in education at the level of school superintendent. In this research study the 

researcher focused on a small, finite number of public school superintendents in a 

relatively large state in the US, the state of Georgia. 

This study obtained in-depth perceptions and information by employing mixed 

methodology to analyze the perceptions and experiences of current female 

superintendents in Georgia. The target population included all practicing female 

superintendents in Georgia (N = 47). These women were currently serving as the chief 

executive officers of public school districts representing a variety of inner city, rural, and 

suburban areas from districts ranging slightly over 1,700 students to those serving just 

under 50,000 students. Participants responded to two research instruments: (1) a two-part 

xiii 



survey with five demographic questions, six open-ended response items and a twenty-

four item scaled-response section (N = 25), and (2) an in-depth interview utilizing thirty-

two questions allowing female superintendents to identify their experiences and 

testimonies in the position (N = 7). Quantitative data analyses involved the use of 

frequency distributions, means, and standard deviations. Qualitative data analyses 

involved the coding of interview responses and responses to the open-ended questions on 

the Superintendent Survey Instrument to identify common themes and patterns shared by 

the female superintendents. Scaled-responses and narratives were analyzed separately as 

well as jointly in order to identify emerging and opposing themes. 

The underlying themes, revealed by this research, have implications for women 

considering the superintendency. Nine major themes emerged from the analysis of the 

qualitative and quantitative data. 
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CHAPTER 1 

INTRODUCTION 

This study was designed to address the lives, testimonies, obstacles, and 

experiences of female school superintendents in Georgia. This chapter includes the 

problem statement, purpose, research questions, and significance of the study. The 

purpose of this study was to capture personal experiences of female superintendents in 

Georgia. The target population included forty-seven current female superintendents in the 

state. These women were serving as the chief educational officer of public school districts 

representing a variety of inner city, rural, and suburban areas from districts slightly over 

1,700 students to districts just under 50,000. 

The school superintendent stands at the crux of the organizational structure 

in public education. These powerful, multi-million dollar enterprises, known as school 

systems, are charged with the personal, cognitive, moral, social, and academic 

advancement of children (Gewertz, 2006). The superintendent's leadership has been 

challenged, however, particularly in a climate in which all of education's many 

stakeholders (Murray, 2006), including the United States President, are urging reform. 

As more administrative layers are created in schools, women continue to become 

lead teachers, teaching principals, supervisors, mid-level administrators, and 

superintendents (Handy, 2008). As a group, however, females are underrepresented in the 

1 
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position of the public school superintendent in America (Dana & Bourisaw, 2006; 

Brunner & Grogan, 2007). 

Statement of the Problem 

Women have been a part of the workforce throughout history; however, they are 

significantly underrepresented in high-ranking management positions both in American 

organizations and abroad (Koneck, 2006). Women continue to be underrepresented in 

many leadership capacities, including educational leadership. According to Grogan and 

Brunner, very few women have held the role of school superintendent in the United 

States (2005). In 2003, women led 18% of the 13,728 districts nationwide (Grogan & 

Brunner, 2005). 

In 2003, most school superintendents were white males; hence, because of this 

common trend of this specific gender and ethnicity dominating the superintendency in 

America, Gewertz (2006) asserted that the general public had come to accept the job of 

superintendent as a white man's job. In 2009, this demographic had not changed for the 

vast majority of superintendents in Georgia and nationally. Although the majority of 

teachers in public schools are female, the majority of superintendents are male 

(Shakeshaft, 1989b; Grogan, 1996; Blount, 1998; Skrla, 2000). 

The school superintendency is the most gender stratified executive position in the 

United States (Gracia, 2006); with men almost 20 times more likely than women to 

advance from the level of teacher to the top leadership role in a school district (Skrla, 

2000). Of the 13,728 school districts in the United States during the 2003 school year, 
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2,471 had a female as superintendent. This number had risen from the 2000 school year, 

when only 1,921 districts were led by a female. Though women have made slight 

progress towards moving into superintendent positions, there is still a disproportionate 

representation of females nationwide in these top-level positions (Shakeshaft, 1989b; 

Grogan, 1996). 

The disproportionate number of women holding superintendent roles has 

prompted many researchers to investigate the reasons why more women are not 

superintendents (Grogan, 1996; Glass, Bjork, & Brunner, 2000; Sharp, Malone, Walter, 

& Supley, 2004). About a decade ago, Keller (1999) indicated that 75% of public school 

teaching positions were held by females and Glass (2000) found that 14% of 

superintendents were women. This percentage increased to 18% in 2003 (Grogan & 

Brunner, 2005). This percentage is low in comparison to the statistics in Georgia 

Of the 181 superintendents in the state of Georgia in 2009, 47 of them were 

female (Georgia School Superintendents Association, 2009). Figure 1 shows the 

percentage of female and male superintendents in Georgia at the time of this study. 
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Figure 1. Percentage of superintendents in Georgia by gender 

Although the number of female superintendents in Georgia is low in comparison 

to some other states, this has improved over the last fifteen years. In 1992, Crawford 

reported that there were fifteen women superintendents in Georgia during the 1991-1992 

school year. In 2000, there were 21 female superintendents in Georgia (Lee, 2000). This 

number has more than doubled since that time (GSSA, 2009). Katz (2006) suggests that a 

greater body of research needs to be conducted with females to learn how they access, 

maintain, and thrive in their positions as educational leaders. In this study, the researcher 

obtained in-depth perceptions and information by analyzing the voice of current female 

superintendents in Georgia and documented their personal experiences. 

Purpose of the Study 

Even though the numbers are rising slightly, females are still underrepresented in 

the ranks of the public school superintendency in Georgia. Hence, the purpose of this 
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study was to address the following issues: (1) barriers to the superintendency identified 

by females currently serving in the position; (2) strategies for overcoming obstacles 

associated with the position; and (3) patterns and themes that emerged as females 

described themselves as the chief educational leaders in the district. The researcher hoped 

to contribute to the body of research involving the advancement of females as leaders in 

education, particularly at the level of superintendent. In this research study, the researcher 

focused on a small, finite number of public school superintendents in a relatively large 

state in the US, the state of Georgia. 

Research Questions 

The research questions that guided the study were: 

1) What patterns, themes, testimonies, and experiences emerged when the female 

superintendents in Georgia described themselves? 

2) What were some of the obstacles and/or barriers, if any, faced by female 

superintendents in Georgia? 

3) How did the female leaders overcome those barriers? 

Significance of the Study 

This study was one of the first of its kind in the southeastern state. Results of this 

study provided information for females in education interested in advancing into 

superintendent positions as well as educational leadership preparation programs. 

Information was obtained firsthand from women in these positions in order to provide 

useful information for other women aspiring to serve in this capacity. 
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Procedures 

To address the research questions, this study utilized mixed research methods 

including quantitative descriptions through descriptive statistics, as well as qualitative 

inquiry by analyzing survey results and interview transcriptions gathered from practicing 

female school superintendents in the state of Georgia. The researcher used cross-case 

analysis to analyze the interview transcripts. The target population included all female 

superintendents in the state of Georgia (N = 47). Using descriptive survey research, a 

Superintendent Survey Instrument (SSI) was distributed to all female superintendents in 

the state of Georgia. This SSI can be found in Appendix F. The second part of the survey 

instrument, titled Barriers to the Superintendence/ (Galloway, 2006), was adapted from a 

study on women superintendents in Texas with permission (see Appendix C). The first 

part of the SSI captured demographic information from the practicing female 

superintendents. 

The quantitative research methodology involved comparison of the means on Part 

II of the SSI, which allowed superintendents to score each barrier. Additionally, the first 

six questions on the SSI captured quantitative data and led to comparisons between the 

responses. The quantitative data were supported by several open-ended questions on the 

SSI. 

The qualitative research methodology involved in-depth interviews with seven 

female superintendents in the survey group. The last question on the SSI asked the 

participant if she would be willing to participate in a follow-up interview with the 
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researcher. The subset of superintendents selected for the follow-up interview was 

selected based on the participants that responded affirmatively to that question. The list of 

in-depth interview questions, or interview protocol, can be found in Appendix G. The 

qualitative data were collected using a tape recorder and notes taken during the in-depth 

interview. The completed surveys, tape recorded notes, and transcriptions were 

maintained at the researcher's personal residence. They were locked in a file cabinet once 

the results were analyzed in order to protect the confidentiality of the participants' 

responses. All documents will be destroyed after three years. 

Limitations 

Limitations refer to such factors as researcher bias and research methodology that 

may compromise the findings (Isaac & Michael, 1995). Several limitations of the study 

were identified. The research study was subject to all of the limitations common to 

research conducted by surveys and research instruments distributed by mail. For example, 

there may have been response bias due to the 53% rate of return; however, an equitable 

distribution by type of school district was achieved. 

The amount of time required to complete the Superintendent Survey Instrument 

may have resulted in fewer returns from the initial sampling. The researcher expected the 

survey to take approximately 25 to 40 minutes to complete. Also, the follow-up, in-depth 

interview took one hour and thirty minutes minimum per participant. 

Another assumption of the study was that the superintendents involved in this 

study were honest and forthright. The data analysis and findings were based on 
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information shared by the practicing superintendents. Another limitation acknowledged by 

the researcher was that the analysis and conclusion were based on self-reported data. 

Additionally, it was assumed that the results of this study will add to the body of 

knowledge relative to females accessing the superintendency, and that the survey 

instrument and interview questions are valid and reliable for the purposes of this study. 

The sample size and homogeneous characteristics regarding age, gender and ethnicity of 

the participants also limited the findings of the study. 

Since the study only involved female superintendents in the state of Georgia, this 

may limit the generalizability of the results. Making any generalizations from the data 

collected in this state to other states should be regarded with caution because of (1) the 

reliance on self-reporting, (2) the study population may be smaller than the number of 

female superintendents relative to other states, and (3) all the participants were middle 

aged and either Caucasian or African American (Georgia School Superintendents 

Association, 2009). 

Delimitations 

This study only involved participants in one southeastern state, Georgia, 

encompassing various sizes of school districts including small, mid-sized, and large. This 

study was limited to practicing female superintendents of public school districts. Aspiring 

superintendents were not solicited. Also, private, for-profit, or parochial school 

organizations were not considered for this study. 
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Definition of Terms 

The following terms were used throughout the research and are herein defined as 

indicated: 

(1) Recently hired or appointed - Hired or appointed within the past one to two years 

(between 2007 and 2009) 

(2) Superintendent - "The chief educational leader and spokesperson for a school 

district" (Carter & Cunningham, 1997, p. 21) 

(3) Superintendent Survey Instrument (SSI)- a two-part questionnaire that obtained 

information directly from practicing female superintendents. Part I obtained 

demographic information and included open ended response items. Part II asked 

superintendents to rank the barriers. 

Summary 

The percentage of women in the superintendency has remained steady for over 80 

years of the last century and has only increased slightly, to just fewer than 18% of the 

public school superintendents in the United States (Dana & Bourisaw, 2006). Similarly, 

the number of female superintendents in Georgia has increased over the last decade. In 

1992, there were fifteen women superintendents in Georgia. In 2000, there were 21 

female superintendents in Georgia. This number has more than doubled since that time to 

47 female superintendents in 2009. 

The trend of female underrepresentation is changing in educational leadership; 

however, there is still a disproportionate number of females in the top executive position 
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of the school system in Georgia. In this study, the researcher investigated the voices of 

current female superintendents in Georgia and obtained their perspectives, experiences, 

testimonies and barriers that existed in the position of school superintendent. 



CHAPTER 2 

REVIEW OF THE LITERATURE 

This literature examines empirical evidence related to: (a) the history of women 

in leadership, (b) biological differences between men and women, (c) women leaders in 

other professions, (d) barriers, obstacles, and challenges that women superintendents 

encountered in other states while seeking the superintendency, and (e) the experiences of 

women in the superintendent's position. 

This study addressed the underrepresentation of women in the role of public 

school superintendent. Women have shown to be effective educational administrators, 

and although the numbers are rising, the percentages are small in comparison to men 

(Dana & Bourisaw, 2006; Grogan & Brunner, 2005; Shakeshaft, 1989a). Women have 

demonstrated competency in the superintendency in the United States, but they are 

simply not represented as equitably in the position as men (Dana & Bourisaw, 2006). 

Historical Perspective 

History documents that in their pursuit of power, women have been as adamant as 

men counting back to the years of B.C. (Kantrowitz, 2007). Female rulers have always 

been present in world history. Leaders such as Elizabeth I of England, Margaret Thatcher 

of Britain, Maria Theresia of Austria, Catherine the Great of Russia and others, lived in a 

world where women, as the minority in leadership, had little influence but were very 

11 
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successful (Ward, 2006). Even before their legacy, some Egyptian Queens are suspected 

to have governed from around 4500 B.C. (Christensen, 2007). Many historians cite the 

first female ruler to be Ku-baba, who ruled a city-state in Mesopotamia around 2500 B.C. 

(Kubaba, 2007). In the third millennium B.C., this legendary, female warrior took charge 

of the great city-state of Ur and changed the shape of the Middle East at the dawn of 

civilization (Ward, 2006). Her reign as the only "king" (p. 1) of the Third Dynasty of 

Kish was one of peace and prosperity (Kubaba, 2007). 

Christensen (2007) traces the origin of the first female leaders in the world to the 

continent of Africa. He states that the first female ruler was recorded as Legendary Queen 

Eyleuka of Ethiopia who ruled from 4530 to 3240 B.C.. She was also known as 

Dalukaha, and according to legend, she was one of the rulers before the Antediluvian (the 

flooding). She ruled for 45 years. Between 2952 and 2939 B.C. another female leader, 

Pharaoh Meritneith, ruled ancient Egypt (Christensen, 2007). Historians report that 

according to Manetho, an Egyptian historian and priest from Sebennytos, it was during 

the reign of Neteren that it was decided that women might occupy the throne (Shaw & 

Nicholson, 1995). Around 2720 B.C. Regent Dowager Queen, Ni-Maat-Hepi, of Egypt 

was the first Dowager Queen of Egypt that is known with certainty to have acted as 

regent, exercising the ruling power in the kingdom during the absence of her sovereign 

son, Djoser, during the 3rd dynasty (Christensen, 2007). During the time period 2585 to 

2145 B.C., Legendary Queen Nehasset Nais ruled Ethiopia. According to legend, she 

reigned for 30 years sometime after the flooding (Christensen, 2007). Controller of the 
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Affairs of the Kiltwearers, Queen Hetepheres II, reigned over Egypt from 2580 to 2510 

B.C.. She ran the civil service, as well as oversaw, governed and judged all affairs. For 

4,500 years, however, after these African rulers' tenures, women have struggled to gain a 

foothold on the global pyramid of leadership that remains a male stronghold (Ward, 

2006). 

Furthermore, historians tell the story of Cleopatra, the Queen of Egypt, who ruled 

ancient Egypt with fierce political command while giving birth to four children by two of 

the most powerful men of her time (Haggard, 1889). As queen from 51-30 B.C., 

Cleopatra VII was an intelligent ruler whose fame came from her political and romantic 

alliances with the powerful Roman leaders Julius Caesar and Marc Anthony 

(Smithsonian American Art Museum, 1996). She left behind no record or indication that 

she worried about balancing work and family (Kantrowitz, 2007). Records describe her 

presence, persuasiveness and diffused character as stimulating (Wainwright, 2007). 

Cleopatra, as a female leader, was recorded as having an compelling presence (Haggard, 

1889). 

These women are just a small portion of all of the female rulers of great nations in 

the world. Females have been rulers of dynasties and great nations from 4500 B. C. to 

the present. In addition to prior, worldwide female leaders, a female in the 

superintendency in the United States is not a new phenomenon. The history of the female 

superintendent in the United States also dates back to over a century ago. 
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The first documented female superintendent to have served in the United States of 

America is Phebe Sudlow (Noraian, 2007). She was hired as superintendent of the 

Davenport, Iowa City Schools in 1874. During that same year, Sarah Raymond 

Fitzwilliam was appointed as a superintendent in Illinois. She was elected by the board of 

education in August 1874 to serve as superintendent of the Bloomington, Illinois City 

Schools (Noraian, 2007). According to The First Annual Report of Bloomington Schools 

(1876-77) written by Sarah Raymond, the community at the time was concerned about 

her gender with regard to leadership (Raymond, 1877). There was a desire to hire male 

teachers, and there were issues over curriculum and the mismanagement of funds by the 

superintendent that preceded her in the position. She indicated in the address, 

This was the first time in the history of this county that a lady had been invited to 
hold such a responsible post. Teaching had been so fascinating a profession to me. 
[So], it was with many questionings in my own heart that I accepted the very high 
compliment paid to me by the board, but [I] trusted and hoped that all might be as 
agreeable as my earlier experiences. As I took my seat only a few days before the 
opening of the school year, I found myself in the midst of the following 
conditions: out of the 53 teachers employed, there were no male teachers...,a 
disorganized course of study, and aware that many felt a woman could not handle 
this job. (Fitzwilliam, 1903, p. 62) 

Blount (1998) reported a steady increase in the rate of women serving as 

superintendents- from nine percent in 1910 (after Raymond's time) to 11% in the 1930s. 

There was a rapid decline after World War II where the lowest documented percentage of 

superintendents nationally was three percent. The upward turn did not begin again until 

the 1970s. 



15 

This information is pertinent to this research study because the idea of females in 

leadership is not a new phenomenon. This researcher hoped to add to the body of 

literature involving female superintendents, particularly in Georgia. The literature review 

provides a comprehensive, historical perspective regarding females in leadership. Also, 

the literature provided information regarding female leaders in other career fields. 

Major Themes 

A Comparison of Women and Men 

Biological Differences 

For many years, a captivating issue has been the source of debate among many 

biological scientists. The exact role that brain structure plays in behavior has been an area 

of considerable contention in science for hundreds of years (Marano, 2003). According to 

scientists, there are many biological differences that exist between males and females 

beginning at birth (Marano, 2003). Scientists have long believed, however, that males and 

females are really not that different when it comes down to their DNA (Check, 2005). In 

recent years, scientists provided some breakthrough information regarding the study of 

differences between men and women (Brown & Greally, 2003; Check, 2005). 

Check (2005) explains that the sexes differ more than predicted, particularly when 

it comes to the genes on one vital chromosome. Every woman carries two X 

chromosomes from conception, whereas men carry one X and one Y chromosome from 

conception (Brown & Greally, 2003; Marano, 2003). Each X chromosome carries 

between 1000 and 1500 genes, whereas the Y chromosome carries only 78 chromosomes 
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(Brown & Greally, 2003). Scientists revealed that women do not express both copies of 

the X chromosome in their cells because in each cell they silence (Brown & Greally, 

2003) or shut down one copy (Check, 2005), which becomes known as the inactive X 

chromosome (Brown & Greally, 2003; Check, 2005). According to scientists, the 

inactivation of the X chromosome is a remarkable occurrence in mammalian females and 

this inactivation results in the silencing of one of the pair of X chromosomes (Brown & 

Greally, 2003). However, not all X-linked genes are subject to inactivation (Check, 

2005). In humans, the proportion of genes on the X chromosome that escapes inactivation 

is more than 15% (Check, 2005; Marano, 2003). Researchers have shown that women 

still express many genes and characteristics from their silenced or inactive X 

chromosomes (Brown & Greally, 2003; Check, 2005). Furthermore, different women 

express different genes from the inactive X (Check, 2005). Another intriguing fact 

involves the structural differences between male and female brains. 

Psychologist Michael Gurian, identified approximately one hundred structural 

differences between male and female brains (2004). Gurian stated that culture is 

important in the phases of brain development, but he argues that biology also plays an 

equally important role (2004). Gurian commented that men tend to compartmentalize 

communication into a smaller part of the brain, so they tend to be better at getting right to 

the issue (2004). He further suggests that the female brain more frequently gathers 

information, feels, hears, and senses (2004). One major structural difference that Gurian 

(2004) has made clear is that males generally have more activity in the mechanical 
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centers of the brain, while women have more activity in centers of the brain dedicated to 

verbal communication and emotion. He makes a point of how in a study conducted, 

where MRI scans were performed on several male and female brains, the MRI scans 

show that the female corpus callosum, the center of the brain which regulates 

communication between the brain's hemispheres, is larger than the male's (Gurian, 2004). 

On the other hand, the scans also show that information flows more freely between the 

hemispheres of the male brain (Gurian, 2004). 

Gur et al. (1999) stated that women have a higher percentage of gray matter in 

their brains. Gur's discovery, that females have about 15 to 20% more gray matter than 

males, suddenly led to the fact that men, overall, have larger brains than women (1999). 

Although men's heads and bodies, in general, are larger, the sexes score equally well on 

tests of intelligence (Gur et al., 1999). Furthermore, the larger male cranium is filled with 

more white matter and cerebrospinal fluid (Marano, 2003). White matter, made of the 

long arms of neurons encased in a protective film of fat, helps distribute processing 

throughout the brain (Gur et al., 1999). Some researchers contend that this leads to males 

being better at spatial reasoning than females (Marano, 2003). Women perform better 

than men on verbal and memory tasks, whereas men excel in spatial tasks (Maccoby & 

Jacklin, 1974; Delgado & Prieto, 1996; Caplan et al., 1997; Gur et al., 1999). The 

preeminence of males at spatial cognition and females' talent for language probably leads 

to the more basic difference of systemizing versus empathizing (Marano, 2003). Sex 

differences in brain anatomy can help explain some documented differences in behavior. 
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Gur et al. (1999) stated that the female brain has more gray matter and is more 

densely packed with neurons and dendrites, providing concentrated processing power and 

more thought-linking capability. Men, however, have a cranium filled with more white 

matter that carries fibers inhibiting information spread in the cortex (Gur et al., 1999; 

Marano, 2003). That allows a single-mindedness that spatial problems require, especially 

difficult ones (Marano, 2003). The harder a spatial task the more activation required in 

the right side of the brain in males, but not in females. The white matter advantage of 

males, he believes, suppresses activation of areas that could interfere with work (Gur et 

al., 1999). 

Women have another separate advantage ~ faster blood flow to the brain, which 

offsets the cognitive effects of aging (Gur et al., 1999; Marano, 2003). Researchers have 

revealed that men lose more brain tissue with age, especially in the left frontal cortex, the 

part of the brain that thinks about consequences and provides self-control (Gur et al., 

1999; Marano, 2003). This information is significant as one studies the leadership 

characteristics that differ in men and women. In order to understand the roles of men and 

women and their leadership abilities, one must understand the biological differences that 

may hinder or enhance leadership capacities in males and females. 

Male versus Female Leadership 

Lichtenberg (2005) asserts that one can achieve his/her most desired professional 

and personal goals by simply tapping more fully and consciously into the power and 



19 

woman already within. Once women acquire a high political profile they will begin to 

face the kind of stereotyping that seldom affects men (Lichtenburg, 2005). 

According to Judith Witmer (2006), a former public school administrator, 

females tend to possess participatory management and collaborative leadership styles. 

Many would agree that those styles are highly appropriate for today's schools. Witmer 

believes that there is a common thread between the leadership theories (Witmer, 2006). 

She also suggests that the best result to create effect change comes from merging the 

leadership strengths of men and women (Witmer, 2006). Although the author specifically 

addresses females, she argues that many of the leadership practices can be relevant for 

both male and female aspiring administrators. Many of the problems that both men and 

women face as administrators are addressed by the author. For example, Witmer (2006) 

believes that men and women share some of the same problems as leaders (i.e. 

determining how aggressive to be when advocating for a new program, making the tough, 

initial decisions, deciding what community organization to get involved in, deciding 

where to sit at a meeting, and dealing with difficult people). 

The Queen Bee Syndrome 

When women's intragroup derogation in the workplace was considered, the image 

of the queen bee came to mind (Staines, Tavris, & Jayaratne, 1974). When it was coined 

over thirty years ago, the term queen bee, (Staines, Tavris, & Jayaratne, 1974) was used 

to describe a woman who had obtained success in a historically male sphere of 

employment, and had the tendency to avoid helping her female colleagues and 
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subordinates. In some cases it was noted that the woman would actively disfavor female 

colleagues so as to limit their upward mobility (Cooper, 1997). The Queen Bee 

Syndrome is an interesting phenomenon involving women in the workplace (Bune, 

2008). According to Bune (2008), this syndrome usually dominates in environments 

where there is a female supervisor or leader of an organization and has female employees 

working under her. Female leaders in positions of power and who comprise this 

syndrome, according to Staines et al. (1974), have an overwhelming desire to be in 

control of all things and all people at all times. According to Bune (2008), they can, 

oftentimes, be ruthless in their quest to do so. 

Wrigley (2005) defined the Queen Bee Syndrome as "the manifestation of a 

power struggle within organizations" (Wrigley, 2005, p. 5). The study included extensive 

interviews with women working in public relations and communications management in 

the United States auto industry. The women interviewed were able to quickly and easily 

recognize Queen Bees in their own work environments. When asked how women's 

behavior contributed to the power struggle, the women offered a number of explanations: 

Queen Bees are created as a result of competition within the workplace, which is referred 

to as "tokenism" (p. 1), and the adaptive behavior of women who enter these traditionally 

male roles (Wrigley, 2005). 

It is not uncommon for Queen Bees to feel threatened by one or more female 

employees who work for them, particularly if they are highly educated and skilled in their 

profession with a commendable work history (Bune, 2008). The Queen Bee views the 
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employees under her as competition (Staines et al.,1974). If other employees are admired 

and respected in their chosen career field, and if they have developed a positive 

reputation beyond the immediate workplace, the Queen Bee can find that intimidating 

(Bune, 2008). Consequently, employees who worked for a Queen Bee supervisor 

reported being victimized in their work environments as a result of the power plays that 

occur and the manner in which they are treated (Bune, 2008; Valverde, 1974). This study 

addressed the lives, experiences, personal testimonies, and obstacles faced by female 

superintendents in Georgia. The concept of queen bee was addressed as a potential barrier 

for these women and other aspiring female superintendents. 

Gender and its Relationship to Education Nationally and Internationally 

Women school leaders may act as social agents who promote gender equality, but 

evidence is inconclusive regarding the effect of women's leadership on gender ranking in 

the workplace (Addi-Raccah, 2006). As society becomes increasingly diverse, there is 

significant awareness both nationally and internationally in education about how gender 

ranking impacts leaders and leadership (Lumby & Coleman, 2007). After conducting an 

empirical study in Israel, Dr. Audrey Addi-Raccah (2006) found that female school 

leaders showed more diversified behavior to other women than male school leaders 

showed in regard to men. The study was based on a survey conducted by the Israel 

Central Bureau of Statistics in 2000 that included teachers and school administrators 

(N = 63, 886). The data were analyzed by conducting several multinomial logistic 

regression analyses in which the dependent variable was holding an internal leadership 
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position within the school. The findings indicated that female school leaders treated other 

women in a variety of different ways compared to how male school leaders treated other 

men in the organization. The extent to which women promoted other women depended 

on their relative social power within each educational system. 

According to Weiler (2006), gender has not received as much attention as a 

significant category of historical analysis in the history of American progressive 

education (Weiler, 2006). For decades the emphasis has been placed on increasing the 

number of leaders with specific attributes, such as women or those from ethnic 

minorities, in order to encourage a true representation of society (Lumby & Coleman, 

2007). Early reactions, influenced by the 1920 Women's Movement, to tradition by 

female historians of education sought to rescue and celebrate the women of the 

progressive education movement. Weiler's findings helped to uncover some of the 

contributions that woman have made to the field of education. Weiler believes that the 

female historians managed to replicate a kind of "individualistic biographical history" 

(Weiler, 2006, p. 170), focusing on the achievements of individual women and ignoring 

the ways in which male/female differences have worked to create gendered structures of 

power. Weiler (2006) argues that demographic differences, such as race and gender, 

should not be understood as referring to preset categories and fixed reality. She urges that 

those differences should allow educators to reflect on the work of making a difference. 

The author suggested that "historians of education need to go beyond the recovery project 

of writing the stories of those who have been hidden from history to an analysis of the 
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process of gendering—in the educational sites studied and in the writing of history as an 

intellectual enterprise" (Weiler, 2006, p. 167). This includes examining the paths of 

individual female leaders, which this study addressed particularly in the field of 

educational leadership. 

Female Leaders in Other Professions 

Females are underrepresented in many professions throughout the world. In 2003, 

the percentage of women in high level management positions in the world was in the 

single digits (Tyson, 2003). In 2005, women accounted for exactly half of all workers in 

the high paying management, professional, and related occupations (US Department of 

Labor, 2005). According to the US Department of Labor Bureau of Labor Statistics, 

women still faced barriers, at that time, in trying to get top-level positions in business and 

politics. A worldwide study conducted by the organization found that women held only 

one to three percent of the top executive jobs in the largest corporations, such as the 

Fortune 500 organizations. In the study, the researchers noted that some progress had 

been made because in the United States women secured 5.1% of executive management 

positions in the 500 largest companies in 1999 (US Department of Labor, 2005). This is a 

gain of 2.7% froml996, where the percentage of women in those positions was 2.4% (US 

Department of Labor, 2005). 

Many females on the path to educational administration face challenges familiar 

to every woman who seeks power and influence in a male-dominated culture (Hayes, 

2001; Keller, 1999; Valverde, 1974). Balancing personal and professional 
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responsibilities; being judged by different standards than those applied to men; working 

with men who may be easily threatened by bright women; dealing with sexism, sexual 

harassment, and racism; being paid less than male colleagues for the same job; and 

making time to take care of yourself are common issues that have emerged in recent 

literature (Evans, 2007). This literature review will provide an overview of the status of 

females in leadership among many organizational structures. 

Female Leaders in Government 

"Real power comes from confronting the challenges each woman faces and 

passing on hard-won wisdom" (Shriver, 2007, p. 54). Elected leaders like Golda Meir, 

one of the founders of the State of Isreal; Indira Gandhi, the first and only Prime Minister 

of India; and Margaret Thatcher of the United Kingdom, became icons of female power 

by ruling ruthlessly and have surpassed the expectations men have of women as leaders 

(Johnson, 1998). These three women were the first, and only, women to have held any of 

the four great offices of state in the United Kingdom (Johnson, 1998). Their backgrounds 

are applicable to this study because it strengthens the argument that females have been 

capable of leading organizations and great nations for several decades (Johnson, 1998). 

Margaret Thatcher, for example, was the first woman to lead a major political party in the 

United Kingdom. "Strong-willed, autocratic and determined to govern an almost 

ungovernable nation that seemed always in strife" (Charlton, 1984), Indira Gandhi was 

Prime Minister four times and the dominant figure in India for almost two decades (Li, 

2008). Golda Meir was Israel's first and, to date, only female Prime Minister, and was the 
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third female Prime Minister in the world (Butt, 1998). Butt (1998) describes Golda Meir 

as being as tough as, or even tougher, than any other male counterpart. These three 

women were among many of the pioneers of females in leadership and positions of 

power. They helped shape world history involving powerful female leaders. The trend of 

female leadership in America has not grown as fast as many historians had anticipated. 

Women are still underrepresented in many of the high-paying, powerful positions in 

America. 

By 2006, women leaders had taken their places atop the political tables in 

Germany, Jamaica, Liberia, Chile and other countries (Ward, 2006). World-wide there 

are several powerful, influential, female leaders of great nations (Christensen, 2007). 

These leaders include female heads of state and government. There are twenty women 

currently in office as heads of state throughout the world. 

In 1960, Sirivamo Bandaranaike of Sri Lanka became the world's first female 

elected Premier Minister and in 1974 Isabel Peron of Argentina became the first woman 

President - one woman had been Acting Head of Government and two women Acting 

Heads of State before that. Today, the only two countries, which never had a female 

member of government in at least a sub-ministerial position, are Monaco and Saudi 

Arabia. In 1999, Sweden became the first country to have more female ministers than 

male: 11 women and nine men. In 2007, the government was 60% female. In 2007, 

several females served as heads of state and government; however, the numbers are fewer 

in comparison to men (Christensen, 2007). 
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There were 192 members of the United Nations and two independent states 

outside: 17 countries with female leaders. Of the monarchies, there were reigning queens 

in three countries: Denmark, The Netherlands and the United Kingdom. Female 

Governor Generals are represented in Antigua and Barbuda, Canada and Saint Lucia, 

who function as their countries' de-facto Heads of State. There are seven female 

Presidents and they are in Chile, Finland, India, Ireland, Liberia, The Philippines and 

Switzerland. Currently there are four female Prime Ministers; in Germany, New Zealand, 

Mozambique and The Netherlands Antilles. These women are: H.M. Elizabeth II of 

United Kingdom of Great Britain and Northern Ireland; H.M. Margrethe II, Denmark's 

Queen; H.M. Beatrix, Queen of the Netherlands; President Mary McAleese of Ireland; 

Governor-General Hon. Dr. Dame C. Pearlette Louisy, St. Lucia; Prime Minister Hon. 

Helen Clark, New Zealand; President Tarja Halonen, Finland; Executive President Gloria 

Macapagal-Arroyo, The Philippines; Prime Minister Luisa Dias Diogo, Mocambique; 

President of the General Council Nassimah Magnolia Dindar, Reunion (French Oversea's 

Territory); Governor-General Michaelle Jean, Canada; Federal Chancellor Angela 

Merkel, Germany; President of the Sameting/Samediggi Aili Keskitalo in Norway; 

Executive President Ellen Johnson-Sirleaf, Liberia; Executive President Michelle 

Bachelet Jeria, Chile; Minister-President Emily de Jongh-Elhage, Nederlandse Antillen 

(Self-governing Part of the Kingdom of the Netherlands); President of the Confederation 

Micheline Calmy-Rey, Switzerland; President Pratibha Patil, India; Governor General 



27 

Louise Lake-Tack, Antigua and Barbuda; and President Borjana Kristo, The Federation 

of Bosnia (Bosnia-Hercegovina) (Christensen, 2007). 

Female Leaders in American Law Enforcement 

Law enforcement is one of the most male-dominated occupations, according to 

Meistrich (2007). Out of 18,000 police departments in the United States, only 200 to 250 

had women chiefs in 2007 (Meistrich, 2007). Such under-representation reflects the 

"glass ceiling" effect that prevents women from rising to the top of an organization, 

regardless of qualifications. In a research study involving women in American law 

enforcement, Meistrich (2007) examined three questions: (1) What are the issues and 

problems articulated by women police officers attempting to move upwards; (2) What 

strategies were employed as the women attempted to advance; and (3) What strategies 

could help other women reach the top?. In the study, nine female participants in law 

enforcement leadership were interviewed, as were six male police chiefs and two other 

women in high ranks (Meistrich, 2007). 

Seven barriers to the advancement of women were identified: double standard, old 

boys club, queen bee, disloyalty, personal traits, race, and recruitment procedures 

(Meistrich, 2007). The author analyzed the barriers and the methods proposed for 

overcoming each barrier. An important finding was that each female participant exhibited 

a strong, resilient personality (Meistrich, 2007). Their leadership style was characterized 

by extreme confidence and unquestionable self assurance, balanced by awareness and 

acceptance of the operative political climate (Meistrich, 2007). The study also indicated 
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that some women in law enforcement engaged in a form of denial regarding the 

victimization they experienced (Meistrich, 2007). The statistics on the progress women 

have made as well as the experiences these participants lived dramatize the lack of 

advancement of women as law enforcement executives (Meistrich, 2007). The author 

further suggested that when women finally reach the top, they frequently encounter a 

"rubber ceiling" resulting in their failure or sudden departure (Meistrich, 2007). 

Considering the numbers of women in law enforcement and the time women have 

been employed, there are fewer women in chief level positions than would be expected 

(Meistrich, 2007). Legal action through court-ordered affirmative action like consent 

decrees, frequently the catalyst for meaningful social equality, may be useful in creating 

the change needed for gender equality in the law enforcement field and many other fields 

(Meistrich, 2007). 

Female Leaders in Religious Organizations 

Research indicates that in many different professions, women face similar 

challenges when serving in a leadership capacity (Kearse-Reid, 2007). This is not only 

true for educational leaders, but also for ministerial leaders. The vocation of the pastor 

has become more challenging in today's society, especially, if one is a woman (Kearse-

Reid, 2007). In a dissertation research study titled "Changing leadership roles of African 

American women in the African Methodist Episcopal Church: A case study," the author 

(Kearse-Reid, 2007) examined the challenges confronting women as leaders in hierarchal 

leadership positions such as in an organized religious institution of the African Methodist 
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interviewed to determine what life experiences had influenced their career choice in 

ministry (Kearse-Reid, 2007). Transformational leadership theory guided this study, as 

the researcher employed a historical methodology in order to investigate the ladies' 

"callings" (p. 10) into the faith (Kearse-Reid, 2007). By employing a historical case study 

methodology and applying a transformational leadership theory grounded in Weber 

(1947, as cited in Kearse-Reid, 2007), the researcher discovered unique life and career 

experiences of three African-American church women that facilitated the pastoral 

appointment in the AME church (Kearse-Reid, 2007). It was discovered, however, that 

their success was not free of obstacles and problems (Kearse-Reid, 2007). These African-

American women leaders were often confronted with similar biases that prevailed in the 

patriarchal vocational ministry, as well as in many other vocational sectors. The women 

in the study referenced instances where equally or less qualified male ministers were 

being assigned to large thriving churches, while they were assigned to small struggling 

churches, often in remote places from their homes (Kearse-Reid, 2007). The researcher 

noted several key themes that resulted from this study. Women should have (1) a 

combination of leadership skills, hard work, and faith, (2) extensive preparation and 

training, and (3) the personal relationships of unique life experiences and self-efficacy 

(Kearse-Reid, 2007). The women stated that the recommendations for their successors' 

successful experience are to (a) provide ministerial mentoring support for new pastors, 

(b) develop an affiliation between women pastors and nearby universities to continue 
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leadership development, and (c) continue striving to improve women's leadership in 

church and society (Kearse-Reid, 2007). 

Female Leaders in Medicine 

The past two decades have seen an increasing interest in women's participation in 

academic medicine (Colletti, Mulholland, & Sonnad, 2000). For at least the past 10 years, 

the number of female medical students has risen steadily, leading to an expectation of 

parallel increases in female academic physicians and leaders. According to Colletti, 

Mulholland, and Sonnad (2000), the number of female academic physicians and leaders 

did not see an increase from 1990 to 2000. According to the authors, in 1998, women 

were chairs at only three departments of internal medicine in the United States. This 

raised questions for the authors about how men and women perceived their academic 

environment and if women were leaving academic medicine at a disproportionate rate 

compared with men. 

When researchers identify specific problems causing women to leave academic 

medicine, or incentives keeping women within the academic environment without 

advancing to the highest levels, this might lead to avenues for addressing these issues. 

These could be addressed either by changing departmental structures and/or processes or 

by attempting to increase individual female's awareness and education (Colletti, et al, 

2000). Colletti et al. (2000) uncovered the likely issues that were common across a range 

of specialties, as well as ones specific to given areas of practice. In general, the factors 

that seemed to impede academic progress for women were childbearing and child care 
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responsibilities, lack of mentors and role models, sex stereotypes, and feelings of 

isolation. The authors articulate that while representation of women was increasing 

overall, representation seemed to cluster in certain specialties, such as family practice and 

pediatrics, and in the lower ranks, primarily because of spending longer periods in the 

lower ranks before achieving promotion (Colletti, et al, 2000). 

A survey of fourteen United States medical schools found that women 

experienced sexual harassment and gender discrimination significantly more than men, 

most commonly in general surgery and obstetrics/gynecology, and these behaviors were 

most prevalent in academic medical centers and community hospitals (Nora, 

McLaughlin, & Fosson, 2002). In another study of graduating seniors in twelve United 

States medical schools found that women reported the following experiences more 

frequently than men: stereotypical comments; sexual overtures; offensive, embarrassing, 

or sexually explicit comments; inappropriate touching; sexist remarks (Witte, Stratton & 

Nora, 2006). 

Females have been underrepresented as leaders in the operating rooms throughout 

America (Mills, 2003). In the world of medicine, "surgeons are the highly trained elite. 

Feared as much as revered, they occupy a male stronghold in the traditionally masculine 

medical field" (Society for the Advancement of Education, 1998, p. 2). According to the 

Association of Women Surgeons (2003), only 12% of all general surgeons in the United 

States in 2001 were female. This statistic has led many researchers to investigate this 

phenomenon in order to further define the problem, and perhaps find a solution. 
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For example, in 1998, Joan Cassell, a research associate in the Anthropology 

Department in Arts and Sciences at Washington University in St. Louis, gained entry into 

the closely guarded world of surgeons and examined how those women fulfilled their 

dreams and practiced their profession in a calling where, at the time, 95% of their 

colleagues were men. Cassell (1998) observed thirty-three surgeons in five North 

American cities over the course of three years. The unanswered questions were, "Do 

these women differ from their male colleagues? And if so, do such differences affect 

patient care?" Cassell (1998) uncovered the complex and fascinating portrait of the day-

to-day reality of these remarkable women. She followed these women through several of 

their hectic days of work: racing through corridors to make rounds, performing 

operations, holding office hours, and teaching resident students. 

"Surgery is the most martial and masculine of medical specialties," Cassell states 

(1998, p. 3). In her research, she found that being a woman does not guarantee a 

traditionally feminine approach to patient care. According to Cassell (1998), some female 

surgeons were nurturing and loving, while others were cold and brusque, even hurtful. 

Moreover, she examined the fact that female surgeons were treated differently compared 

to their male counterparts on virtually every level by superiors, colleagues, nurses, and 

patients (Cassell, 1998). In fact, women surgeons were expected to act "womanly" (p. 2), 

which means being maternal and loving. When they didn't, they were punished by their 

co-workers, Cassell (1998) points out. On the other hand, if women surgeons behaved in 

a conventionally feminine way, sustaining leadership roles became difficult, and they 
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also seem to invite sexual aggression. "Surgeons who are men are seen as surgeons, 

period. Surgeons who are women are seen as women first, then surgeons. Being treated 

as professional equals is a daily struggle for many" (Cassell, 1998, p. 11). 

As the literature reveals, not only is the under representation of women in 

leadership capacities a fact for educational institutions, it is also an issue of concern for 

many other fields, such as medicine, politics, and religion. The literature further 

investigates the underrepresentation of women in other career fields. 

Female Leaders in Corporate America 

Women are starting to get more promotions than they have in the past and are 

starting to be recognized for their talents more often in the corporate world than ever 

before. This is demonstrated by the fact that the number of women holding the top 

executive positions in the Fortune 500 doubled from five in August 2001 to ten in 

August 2006. Currently, there are more than 20 female CEOs in Fortune's top 1,000 lists 

(Bari, 2006). Even though women's workforce participation has grown considerably over 

the last decades, women still make up a small proportion of top positions in business 

(Wise-Wright, 2006). According to Wise-Wright, this situation leads many scholars to 

ask why the gender gap still exists (2006). 

In a study conducted by Weidenfeller (2007) of the University of St. Thomas, the 

author thoroughly describes the nature and meaning of the experience of being a female 

enterprise leader. The author identifies three important challenges posed for women 

enterprise leaders (Weidenfeller, 2007). These three challenges were: (1) an imbalance in 
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the representations of females in executive positions, (2) barriers to the advancement of 

females, and (3) a disconnect between the kinds of experiences identified as critical to 

advancement and the experiences of most corporate women today (Weidenfeller, 2007). 

The author gained insight into what the experience was like for these executive women. 

In-depth conversational interviews were conducted with 12 women. The findings 

provided clarity on how women approached their careers and lives, the roles of the 

enterprise leader, the manner in which women led and managed major companies, and 

the issues they confronted on their journey to become an enterprise leader (Weidenfeller, 

2007). 

The results of the phenomenological study focused in on five major themes 

resulting from the interviews. The women indicated that they: (1) were driven by a desire 

to control their destiny; (2) aspire to leadership positions with impact; (3) wanted to 

achieve influence; (4) initiated culture changes while staying focused on results; and (5) 

apply self-knowledge and resiliency to address challenges (Weidenfeller, 2007). These 

major themes were consistent throughout several leadership positions and companies 

(Weidenfeller, 2007). 

Researchers (Levenson, Tkaczyk, & Yang, 2006) have described that females add 

value to companies when they are part of executive management. The authors referenced 

Indra Nooyi, who is the Chief Executive Officer for Pepsi. She is the powerful force 

behind the strong profit pipeline and their $108 billion stock market valuation (Levenson 

et al., 2006). Another example of a powerful, female asset to a multimillion dollar 
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company is Anne Mulcahy. Mulcahy is Chairman and CEO of Xerox (Levenson et al., 

2006). She has transformed the organization drastically and she has also driven steady 

growth of the $15.7 billion company (Levenson et al., 2006). The Vice Chair of Beauty 

and Health at Proctor & Gamble, Susan Arnold, added the personal health, oral care, and 

pharmaceutical businesses to her beauty portfolio. At $29 billion in sales, her division 

brings in 42% of Proctor & Gamble's revenues (Levenson et al., 2006). Also, Andrea 

Jung, Chairman and CEO of Avon, has improved productivity for the $8 billion beauty 

company (Levenson et al., 2006). 

Pink Magazine predicted that in the near future companies will strive to enhance 

human capital management (Konrad, 2007). Konrad suggests that with 76% of baby 

boomers beginning to retire by the year 2014, women will enter the workforce and 

advance the chain of command for the first time in greater numbers than men (Konrad, 

2007). This research complements the concept of women as CEOs of school systems 

because many of the responsibilities superintendents have, enterprise leaders share. 

Female Leaders in Education 

Female Leaders in Higher Education 

The United States has seen an increase in the number of women entering the 

corporate world. The percentage of women in colleges, at the undergraduate and 

graduate levels, has also risen over the last forty years. For example, in the 2007-2008 

class, women made up 46.7% of law school students (American Bar Association, 2008). 
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at Chapel Hill Law School there were two women in the 1969 class and in 2006, females 

made up over 50% of the entering class (Catalyst, 2003). The same is true of the law 

schools at North Carolina Central University and Campbell University (North Carolina 

Bar Association, 2007). In 2006, Catalyst (2003) conjectured that there will be an 

increase in the percentage of women in higher education in the near future. Researchers 

further predicted that when the females represented at the universities above are fifteen 

years into the workforce, the positions of power traditionally held by men will be equally 

held by women (Catalyst, 2003). 

Female Leaders in K-12 Education 

It is speculated that the first female public school superintendent in the country 

was in 1874 when Phebe Sudlow accepted the position of superintendent of Davenport 

City Schools and later that year Sarah Raymond was appointed superintendent of 

Bloomington City Schools (Noraian, 2007). Historians began tracing the history of 

female superintendents beginning in 1910, when 9% of the superintendents in the nation 

were female (Blount, 1998). In the 1930s, historians report that 11% of the nation's 

superintendents were female (Blount, 1998). According to Blount, there was a rapid 

decline in the number of female superintendents after World War II (1998). Blount 

indicated that an upward turn did not begin again until the 1970s. Women are again on 

the rise in the educational leadership realm; however, progress is slow. 

"In the midst of the school evolution, vacancies for principal and superintendent 

positions are increasing at a time when more women than men are enrolled in preparation 
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programs for educational administration" (Logan, 1998, p. 1). The vast changes taking 

place in twenty-first century schools open a window of opportunity for more women to 

move up the educational administration ladder (Logan, 1998). No longer are principal 

positions reserved for athletic coaches and superintendent positions reserved for high 

school principals and former coaches. Ella Flagg Young, a former educational leader, 

made the following statement in 1909 after being chosen the first female superintendent 

of Chicago (Smith, 1979): 

Women are destined to rule the schools of every city. In the near future, we will 
have more women than men in executive charge of the vast educational system. It 
is woman's natural field, and she is no longer satisfied to do the greatest part of 
the work and yet be denied leadership. As the first woman to be placed in control 
of the schools of a big city, it will be my aim to prove that no mistake has been 
made and to show critics and friends alike that a woman is better qualified for this 
work than a man. (Ryder, 1994, p.3) 

Although Young had high hopes for females; reality indicates that Young's dreams have 

yet to come to fruition. 

The first female superintendent in Georgia was said to be Julia L. Coleman. 

Coleman was a high school English teacher and subsequently became principal. She 

served as principal of Plains High School for 15 years. In 1928, she was named 

Superintendent of Plains High School. This was a role typically reserved for a male, 

according to historians (Georgia Women of Achievement, 2009). "When she became one 

of the first female superintendents in Georgia, Miss Julia embraced the position with 

passion" (Georgia Women of Achievement, 2009, p. 1). With her strong moral character, 

work ethic and dedication to the education profession, Julia L. Coleman left an incredible 
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mark on the lives of citizens in Plains, and many residents of Georgia. She opened the 

door for women upon her retirement in 1947. 

In 1994, when Ryder took a look at the number of women in educational 

administration since 1909, she revealed the fact that women had never dominated, except 

in the elementary school principalship in the early 1900s. She stated that even though 

67% of educators in the United States at that time were women, less than three percent of 

superintendents and less than 11% of principals were women. She further indicated that 

discrimination had prevented women from obtaining positions as principals in public 

schools. Although the face of educational leadership is slowly changing, "new and 

aspiring women school administrators still face some obstacles" (Ryder, 1994, p. 2). 

The number of female superintendents in Georgia doubled in ten years going from 

16 in 1992 to 47 in 2009. This provided promising information for aspiring female 

superintendents. Georgia's percentage at the time was greater than the national average, 

which also showed potential for continued growth. 

"Women are painfully aware of the impact of gender in positions of power" 

(Reinarz, 2002, p. 1). There are many examples of labeling regarding gender differences. 

For example, an assertive male is appreciated and is referred to as the goal-oriented boss, 

according to Reinarz (2002), however, a woman with the same characteristics is often 

times called "pushy" (p. 1). Reinarz (2002) provides additional examples of gender 

differences and people's perceptions in terms of leaders of different genders: a man is 

described as passionate, whereas a woman is considered over-emotional; a man is seen as 
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a shrewd negotiator, whereas a woman is said to be conniving. These perceptions are 

unfortunate; however, it is the role of the emerging and current female administrators to 

change the perception through their practice and example one leader at a time (Reinarz, 

2002; Hayes, 2001; Keller, 1999). 

The Ceiling Effect for Female School Leaders. In a speech by Dr. Beverley Byers-Pevitts, 

President, Park University, she stated that 

Although we know the glass ceiling [for women] has great cracks and some holes 
in it, it still needs complete shattering. We must do that through education! 
Education continues to enable women to advance to be CEOs and heads of state. 
And our numbers increase as women continue to advance to leadership positions 
in a whole variety of fields.... (Cashill, 2005, p. 1) 

Overcoming barriers and proving that women belong in leadership, Byers-Pevitts 

was the first female to shatter the glass ceiling at her institution because as President and 

CEO of Park University in Kansas City, Missouri, she serves as the university's first 

woman president in its 131 year history (Cashill, 2005). In April 2005, Ingram's 

Magazine named her one of the Power Elite of Kansas City in recognition of the results 

of her leadership at Park University (Cashill). 

In the United States, women are increasingly acknowledged for having excellent 

skills for leadership (Eagly, 2007). Some women also have negative illusions, according 

to Ward (2003), because they do not think they are as good as they actually are. In 

general, women hold themselves back from goals that they're eminently qualified to 

achieve (Ward, 2003). In American public schools today, the highest educational 

leadership position is the school superintendent (Halloran, 2007). Halloran also suggests 

that the superintendency still remains a male-dominated profession although women are 
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increasing in number and currently hold a greater percentage of superintendent positions 

than ever before (2007). In fact, researchers such as Eagly (2007) have shown that 

women, more than men, exhibit leadership styles associated with effective performance 

as leaders, both in the educational setting and in the corporate sector. Nevertheless, more 

people prefer male than female bosses, and it is more difficult for women than men to 

become leaders and to succeed in male-dominated leadership roles (Odishoo, 2000; 

Eagly, 2007). Odishoo (2000) interviewed ten female businesswomen in the San 

Francisco Bay area. The research provided a qualitative analysis regarding professional 

women, their views of their colleagues and how they perceived themselves in the 

workplace. One of the study's goals was to examine how having greater numbers of 

female colleagues would impact professional women. Participants in the study perceived 

their female colleagues as intelligent, responsible, and able to work collaboratively. They 

were also viewed, however, as moody and unpredictable. Participants viewed male 

colleagues as unorganized, self-centered, and less knowledgeable overall. Nevertheless, 

they reported greater insecurity and uncertainty around male colleagues, as well as a 

constant desire to gain their acceptance and approval. Overall, participants indicated that 

if they had a choice, they would rather have a male boss than a female one (Odishoo, 

2000). 

Recent data have shown that approximately 65 to 75% of the teaching force, 

nationally, is female, yet only 12 to 13% of today's public school superintendents are 

women (Eagly, 2007). Even though there has been an oscillating trend of increase and 
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decrease in recent years in the percentage of female superintendents, women continue to 

face barriers and constraints directly related to gender bias in their aspiration to the 

superintendency (Halloran, 2007; Hayes, 2001; Keller, 1999). 

In her June 2005 address at a national conference for women in the science, 

technology, engineering and mathematics, Shirley Ann Jackson, President of Rensselaer 

Polytechnic Institute, said: 

We must identify and allow opportunities for women to advance in the ranks, so 
that there are more women in leadership. At the same time, we must make certain 
that young women do not impose glass ceilings upon themselves by failing to set 
their sights to the highest levels. Talent, from every source and from all sources, 
is imperative for the innovation which gives us the ability to resolve the 21st 
century challenges which are unfolding. (Pevitts, 2006, p. 5) 

There are many challenges and dilemmas, discussed by Reinarz (2002), that 

particularly complicate roles for women leaders. These challenges, however, have been 

overcome by some females in California. The glass ceiling that exists in many public and 

private sectors, which hinders the rise of women to positions of leadership, has been 

broken in parts of California (Ryder, 1994). Ryder reported that ten years ago school 

principals and vice principals were most often men. Only 25% of principals were women 

and only 33% of vice principals were women. Women are now about as likely as men to 

hold these public school positions in California. This shows the vast changes taking place 

in the educational setting (Ryder, 1994). 

Skrla (2000) emphasize this when they call for the " . . . conversation among and 

about women superintendents to increase in numbers, to widen in scope, and to escalate 
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in volume so that neither the women themselves nor the education profession in general 

continue to remain silent" (p. 71). 

Female High School Principals in Georgia. In school administration programs, the 

percentage of women students now outnumbers the percentage of men (Reinarz, 2002). 

Women have made up at least half of educational administration program enrollments 

since the mid-80s (National Association of Secondary School Principals, 2008). 

Therefore, more women are becoming qualified as new vacancies arise for principals and 

superintendents. A 1997 survey of member institutions in the University Council for 

Educational Administration shows that 74% of certification programs had from 51% to 

72% women (Logan, 1998). Furthermore, the number of women awarded superintendent 

certificates increased nationally between 1970 and 1984 by 15% (Grogan, 1996). 

Hamilton (2001) investigated and described the personal and professional 

backgrounds of the female public high school principals in Georgia. The author described 

the overall image of the Georgia female high school principal. In addition, the researcher 

was able to explore deeply into the lives of eight of the high school principals. The study 

explored the eight principals' personal backgrounds, career paths, career barriers, 

mentoring experiences, and leadership traits. The researcher found that the women who 

participated in the study were strongly encouraged by their parents to attend college; 

however, becoming a teacher was not the first career choice for over half of them. All of 

the women had faced career barriers, including gender discrimination, and resistance to 

working for a female from male teachers, coaches, athletic directors, and assistant 
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principals. In addition, all of the interviewees believed that mentoring aspirants, male or 

female, was essential for maintaining effective school systems. The prevalent leadership 

trait the female principals ascribed to themselves was the empowerment of their staff 

through the use of shared decision-making. 

In a separate study conducted by a doctoral student at Michigan State University 

(Pecora, 2006), the researcher explored the lived experiences of three female high school 

principals. The study focused on the stories that the principals told about their leadership 

practice and the ways that their experiences impacted their beliefs about the role of the 

high school principal. This study explored the lived experiences of female high school 

principals in order to define how they think about and practice leadership. 

The author employed a feminist lens to explore the gendered dimension of the 

high school principalship in order to understand the perceived practice of three female 

high school principals and to explore the opportunities available to help them lead in the 

context of their roles and responsibilities as high school principals. This lens was focused 

on the concepts of knowledge about self, webs of power, and identity in the context of the 

profession (Pecora, 2006). 

The author noted that the themes that emerged in the talk of these female 

principals related to how relationships influenced their definition of self, the ways they 

created an identity of power, and how they are refining and revitalizing their professional 

identities through the contexts in which they live and work (Pecora, 2006). Although all 

of the women in this study were unique they shared many of the same leadership 
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qualities. The researcher conjectured that giving women equal access to leadership roles 

in the high school not only increases the size of a school's pool of potential principal 

candidates, but also increases the proportion of candidates with superior leadership skills 

(Pecora, 2006). Implementing a policy of nondiscriminatory selection for leadership 

positions "would produce greater fairness and economic rationality, which are 

characteristics that should foster organizations' long-term success" (Eagly, Johannesen-

Schmidt, & van Engen, 2003, p. 23). The results of these studies are particularly pertinent 

to females who are aspiring to become educational leaders. This information could help 

prepare females for key leadership positions in the field of education. 

Mentoring Relationships and Effective Leadership Practice 

A number of situations and policies that currently exists in schools today have an 

impact on educational administration (Logan, 1998). Logan believes these conditions 

have potential for redirecting hiring practices for administrative positions. However, 

many women still find that the unpredictable changes sometimes outweigh the 

opportunities (Reinarz, 2002). 

Being the first female in the position or the only female in the position, according 

to Reinarz (2002), brings about unique challenges and makes serving in the role more 

demanding and challenging. Therefore, as Reinarz states, it becomes essential that 

women in administration become active mentors to other women in the community 

(2002). Women can receive support in the profession and allow for more opportunities 

for other women if the women who are already serving as administrators would provide 
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guidance, support and assistance to those aspiring to enter into the profession. Hencey, 

men have a slight advantage over women, according to Reinarz (2002). 

Females and the Superintendency 

Mrs. Elva White Grow Clark was the first female to be elected as a county school 

superintendent in Georgia (Grow, 1996). In 1948, Elva W. Grow became the first 

woman to be elected county school superintendent in the state of Georgia, where she 

worked especially to improve rural and black schools. In a biography, Clark described 

times as 

Back in those days, men ran everything in public life. Every elected official was 
a man. Every political race was between men. It's true, there was a woman 
somewhere in city government at the time, but she had been appointed, not 
elected. (Grow, 1996, p. 1) 

She spoke of her experience with excitement and passion for doing what was best 

for children. Below is an excerpt from a biography of Elva White Grow Clark (Grow, 

1996). Some of her experiences helped define the position in the state of Georgia. 

I wasn't at all sure about whether I could get elected county school 
superintendent, or whether it was the right thing to do even if I did win. One day 
early in the campaign, I was driving out the Brinson Road. Like all the roads, it 
was dirt—that day, mostly mud and mud puddles. A school bus came toward me, 
carrying a few white children, on the way to school. Ahead of it, I saw three little 
black girls walking along the muddy road. They had to walk to school, you see, 
while the white children rode in buses. 

As the bus came near, the black children jumped out of the way. They jumped 
across the little muddy ditch and clung on to the wire fence that ran along a field. 
Just as the bus passed, it hit a puddle. A big sheet of muddy water shot up and 
arched out and over and right toward the little black children clinging to the fence. 
It made me simply furious. 
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The water just barely missed them. I said, out loud, right then, 'God, if you help 
me win this race, we won't have that going on in this county again. I'll see that 
these black children get a ride to school!' 

Well, I did win the election. People told me I was the first woman ever elected to 
public office in Miller County, and the first woman to be a county school 
superintendent in the state of Georgia. I'm not sure whether that's true or not; it 
doesn't really matter. I got 1400-and-something votes. The previous 
superintendent got about 800. Now, that said something—though I don't want it to 
sound like bragging. 

One of the first things I did as superintendent was to start working on getting a 
bus for those little black children. You see, in order to get anything done, you 
have to make a group of men think it was their idea. So I promoted it till they got 
the idea, and they went out and found transportation for those children. 

Another thing I did right away was take the maintenance men out to the 
schoolhouses and show them exactly what to fix up. I started by making the doors 
look really good. I wanted everyone to realize that important things happen inside 
those buildings, and that the people working there care about what they do. 
Maintenance was something the men in town understood, and those repairs earned 
me some respect. (Grow, 1996, p. 1) 

Another female superintendent pioneer in Georgia was Ms. Ira Jarrell. Ira Jarrell 

was the first female superintendent in the Atlanta Public Schools. She was appointed in 

1944. Jarrell was APSTA head for eight years. She was also the vice-president of the 

Atlanta Federation of Trades. Prior to her appointment, she was principal of W.F. Slaton 

School. She was the first, and until 1998, only female superintendent of the Atlanta 

Public Schools (Anonymous, 2009). 

The number of women in the superintendency has remained stagnant for over 90 

years of the twentieth century and has only increased slightly, to just fewer than 2500 of 

the public school superintendents in the United States in 2006 (Dana & Bourisaw, 2006). 

In Georgia, 26% of the superintendents of public school districts are female. There are 
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181 public school districts in Georgia. This number comprised of 160 county school 

districts and 21 city school districts. Of these 181 public school districts, 47 are led by 

females. The overall percentage is higher than that of the nation. This position has seen a 

small, steady increase in the number of females appointed to the job in the last decade. 

However, the numbers still dwarf in comparison to the representation of men. In other 

words, the glass ceiling still exists (Dana & Bourisaw, 2006). The persistent reasons for 

lack of change are gender prejudice and gender structuring-frequently referred to as 

sexism (Dana & Bourisaw, 2006). 

The resignations of three prominent black female superintendents—Arlene 

Ackerman of San Francisco, Barbara Byrd-Bennett of Cleveland, and Thandiwe Peebles 

of Minneapolis— prompted renewed discussion of the roles race and gender play in the 

superintendency (Gewertz, 2006). According to the author, current and former female 

leaders said in interviews that (1) having to deal with negative perceptions and (2) having 

to constantly prove their competence made the already difficult job of being 

superintendent that much harder. 

The nation's 13,728 district superintendents are overwhelmingly white and male. 

The most recent data from the American Association of School Administrators show that 

in 2000, 18% of superintendents were female and five percent were members of racial or 

ethnic minorities of either sex. The little research that exists about African-American 

female superintendents tracks the portion of the superintendency for this group to be at 
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two percent or less (Gewertz, 2006). Currently, white males make up approximately 85% 

of superintendents (Brunner & Grogan, 2007). 

In Georgia, 7 out of 181 school superintendents are African-American female. 

This is four percent of the total population superintendent in Georgia and 15% of the 

population of female superintendents in Georgia. Most published research on the 

superintendency has failed to examine the voices of female superintendents (Brunner & 

Grogan, 2007). 

According to Katz (2006), many female superintendents believe that the job of the 

superintendency in education is truly work specifically designed for women. Katz further 

suggested that more women should take a risk and apply for the position as 

superintendent. According to Katz (2006), women are natural managers, instructional 

leaders, and nurturers - all qualities needed in leading twenty-first century schools. 

Several researchers (Bjork & Adams-Rogers, 1999; Grogan, 1996) have 

concluded that women in the superintendency provide irrefutable evidence that they are 

able to perform tasks required of anyone in the role and furnish important role models 

that are so necessary for those aspiring to the position (as cited in Katz, 2006). Brunner 

and Grogan (2007) believed that one benefit of research about women superintendents is 

to dispel a myth that since many women were not in the position, they were not able to 

fulfill the responsibilities required of the position. Shakeshaft (1989a) advocates for 

research that includes the female perspective. She also stresses the need for studying 



49 

gender and organizations. She believes that if men and women are to learn and work as 

equals in schools, gender differences must be considered. 

In a dissertation research study, Lovely-Watson (2007) concluded that gender 

continues to play a role in opportunities for female's career advancement. The author 

explored the perspectives of female educational leaders in Texas. She examined the 

roadblocks and barriers that the women had faced. The study gained insight into female's 

perceptions of the barriers that have impacted their rise to upper-level administrative 

positions including the superintendency. This study explored the perceptions of these 

women to determine whether professional or personal barriers were perceived to have the 

greatest impact on their career opportunities. This study was particularly interesting 

because qualitative analysis also focused on those strategies and activities, as perceived 

by the women, which would increase female representation in upper-level administrative 

positions (Lovely-Watson, 2007). The study was descriptive and focused on the 

perceptions and underlying beliefs that female administrators held regarding events and 

experiences in their careers as educators. 

According to the author, females in East Texas perceived that gender-related 

barriers were present and that those barriers had negatively impacted their career 

advancement (Lovely-Watson, 2007). The author found that most participants perceived 

the impact of professional barriers to be greater than those created by personal 

responsibilities. Participants in the Lovely-Watson study believed that active recruitment 

of females as well as mentoring and support networks would be successful ways to 
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increase the representation of females in upper-level administration. Lovely-Watson's 

study in Texas is parallel to this study conducted in Georgia; hence, a comparison of the 

findings from the study conducted in Texas to the finding from this study in Georgia 

would be impactful. 

Overall, females have gained a greater portion of the public school work force at 

every certificated level (Ryder, 1994). Since most teachers are female, it is evident that 

females are gaining a much greater voice in decision-making in public schools; however, 

there remains a need for females to be better represented in leadership capacities (Lovely-

Watson, 2007; Dana & Bourisaw, 2006; Glass, 1992). Although there is a push to give 

females equal opportunities as males to move up the steps of the educational leadership 

ladder, many researchers perceive that the advances made thus far are not sufficient 

(Lovely-Watson, 2007; Dana & Bourisaw, 2006; Katz, 2006; Shakeshaft, 1989a). 

Summary 

The literature revealed that females have been superintendents of public school 

districts since 1874, yet the number has remained stagnant over the last century. The 

percentage of women in the superintendency in the US has increased only slightly over 

100 years and has risen, to just fewer than 18% of the public school superintendents in 

the United States today (Dana & Bourisaw, 2006). Additionally, the percentage of female 

superintendents in Georgia continues to rise slowly. Many researchers have indicated that 

the glass ceiling still exists for women. This trend is changing; however, the progress is 

slow. 
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In the twenty first century, society is demanding that educational leaders become 

change agents to accommodate the burdens placed on schools for accountability (Herman 

& Herman, 1993). Leaders must have readily available a wide variety of practical 

planning tools designed to help them in their responsibility to develop and maintain 

successful schools no matter their gender or race (Herman & Herman, 1993). A common 

theme in the literature revealed that there is a strong need for educational leaders to have 

mentors and sponsors to provide support and guidance. The literature has shown that a 

lack of role models, mentors and encouragement has held women back from applying for 

educational administration positions or advancing for certification in administration 

(Ryder, 1994). 

The literature also exposed the biological and genetic differences in male and 

females brain and chromosome structure. Although these differences are present, many 

researchers have shown that females are equally as competent as males to lead the ranks 

of organizational leadership. For many years, certain jobs have been reserved for Anglo-

Saxon American men, and women were not allowed to enter the ranks. The literature 

revealed this trend in almost every career field in America. Women are slowly moving up 

the ranks, however, Katz (2006) suggests that more literature be collected to investigate 

how females have overcome these barriers to access, maintain, and sustain the positions. 

Many researchers suggest that men and women have the same capability to lead school 

districts in the twenty-first century. 



CHAPTER 3 

METHODOLOGY 

This study adds to the body of literature involving female leaders by gathering the 

perspectives of female superintendents in Georgia. This study examined, through the use 

of a survey instrument and several in-depth personal interviews, the perceptions of 

female superintendents regarding the barriers that existed for them to attain and maintain 

their position of female CEO of a Georgia school district. Their experience could guide 

aspiring administrators and add to the body of knowledge involving female 

superintendents. 

The purposes of this study were to identify obstacles and barriers that female 

superintendents in the state of Georgia face to access and maintain the position and to 

ascertain how these experiences shaped how they think about and practice leadership. 

The subject was based on a need for research to be conducted regarding feminism and its 

role in educational leadership at the superintendent level in Georgia. 

Through the use of a survey instrument and several in-depth personal interviews, 

this study examined the perceptions of female superintendents regarding the barriers that 

existed for them to attain and maintain their position of CEO of a Georgia school district. 

The quantitative and qualitative data sought to reveal how female superintendents in 

Georgia thought and spoke of their journey to the superintendency. These experiences 

have the potential to guide aspiring administrators and add to the body of knowledge 
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involving female superintendents. To address the research questions, mixed investigative 

methods were used. The approach included quantitative and qualitative analyses of 

survey results and interview responses gathered from practicing female school 

superintendents. Survey methodology was deemed an appropriate method for data 

collection because it was efficient, systematic, and cost effective (Creswell, 2003). 

Survey methodology also provided a practical means of sampling the entire population of 

Georgia's female superintendents. It was assumed that the participants had faced and 

overcome barriers in their advancement to the superintendency. 

Additionally, follow-up in-depth interviews were utilized to probe more deeply 

into the lives of practicing female superintendents. Through catalytic conversations, the 

researcher was able to capture more detailed and comprehensive picture of some of the 

women. The researcher used cross-case analysis to analyze the interview transcripts and 

link the responses to specific research questions. 

Research Design 

The study employed mixed methodology combining a survey of female 

superintendents in Georgia with interviews involving seven of the survey respondents. 

Surveys were sent to the entire population of female superintendents in Georgia (N = 47). 

For analysis of the quantitative data, a descriptive design using means and frequency 

distributions to compile and quantify the responses to the Superintendent Survey 

Instrument (Galloway, 2006) was utilized (Warner, 2008). 
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The Superintendent Survey Instrument (SSI), found in Appendix F, was mailed to 

all female superintendents in the state of Georgia. Part II of this survey instrument was 

used with permission (see Appendix C) from a previous study in which the author 

assessed barriers that women superintendents in the state of Texas faced (Galloway, 

2006). Using descriptive survey research methods, the data were analyzed using the 

Statistical Package for the Social Sciences (SPSS). The survey instrument was designed 

to measure female superintendents' perceptions of the obstacles and barriers that affected 

their career paths to educational administration. 

The qualitative research methodology involved in-depth interviews with female 

superintendents in the survey group. The qualitative data included open-ended questions 

on the SSI, the transcribed interviews, and field notes. The interviews were conducted 

with seven selected survey respondents who indicated willingness to participate in the 

qualitative portion of the study. The last question on the Superintendent Survey 

Instrument asked the participant if she would be willing to participate in a follow-up 

interview with the researcher. The group of superintendents selected for the follow-up 

interview was based on the participants that responded affirmatively to that question. The 

information obtained from the semi-structured interviews was analyzed using descriptive 

coding (Creswell, 2003; Patton, 2001). 

Target Population 

The target population included all female superintendents in the state of Georgia; 

representing 26% of the total population of 181 public school superintendents. All 
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females who were practicing superintendents in the state (see Appendix I) were invited to 

participate in the study. The 2009 Directory of Georgia School Superintendents was used 

to identify female superintendents (Georgia School Superintendents Association, 2009). 

When names were not easily 

discerned as male or female from 

the directory, the school districts' 

websites and telephone calls 

were utilized to identify the 

superintendent's gender. 

At the time of this part of 

the methodology, the process 

yielded 47 names that became 

the sample for the quantitative 

component of the study. This is a 

finite population with special 

characteristics, which decreased 

the number of participants. For 

the quantitative measure, the total 

population was solicited to participate in the research study. This study only involved 

female superintendents in one state, Georgia, encompassing various sizes of school 

TENNESSEE TO THE NORTH NORTH CAROLINA TO THE NE 

FLORIDA TO THE SOUTH 

Figure 2. Map of Georgia identifying location of 
female school superintendents in the state 
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districts including small, mid-sized, and large. Private, for-profit, or parochial school 

organizations were not considered for this study. 

The location of the school district was determined as inner city, rural, or suburban 

based on the 2007 Core Based Statistical Area Classifications. The profile report 

provided by the United States Census Bureau provided updated statistics and trends for 

Georgia (Rural Policy Research Institute, 2006). The most recent classifications were 

released in November 2007 by the Institute. This provided information regarding the 

comparisons of metropolitan and nonmetropolitan areas in the state. Based on County 

Core Based Statistical Area classifications, there were 70 metropolitan counties in 

Georgia, 31 micropolitan counties, and 58 noncore counties. Based on population 

estimates for 2007 provided by the Institute, 81% of Georgia residents live in 

metropolitan areas, 10% live in micropolitan areas, and 9% live in noncore areas. The 

figure below was provided by the Office of Management and Budget (US Census Bureau, 

2007). 

CBSA Classification 
Metropolitan (inner city) 

Micropolitan (rural) 
Noncore (suburban) 

Figure 3. Core Based Statistical Area Classification 
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The female superintendents were asked to indicate the classification of their school 

district. These areas were marked on the map of Georgia (see Figure 2). The type of 

school district was then classified using the CBSA Classification guidelines (US Census 

Bureau, 2007). 

Participants 

All 47 female superintendents were solicited to participate in the study, dl 

provides the demographics of the superintendents in Georgia compared to the nation. 

Table 1 

Demographic Characteristics of Superintendents in Georgia 

and the United States 

Georgia US 
(N = 47) (N= 13,728) 

Male 74% 86.6% 

Female 26% 13.2% 

African-American 19% 5% 

Asian 0% 0% 

Hispanic 0% 2% 

Caucasian 81% 94.9% 
NOTE: The most recent national statistics were retrieved from the US Census Report, 2000. 

Georgia statistics were retrieved from the Georgia School Superintendents 
Association Database, 2009. 

This information is useful as comparisons are made and explained regarding females' 

advancement to the superintendency in the data analysis section. 
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Procedures 

The following steps were taken to conduct the study. First the researcher 

identified the target population, which included all female superintendents in the state of 

Georgia (N = 47). The researcher then identified an appropriate survey instrument that 

had already been pilot tested for validity and reliability in a previous research study. The 

researcher was interested in collecting demographic information and specific barriers that 

females faced in their advancement or attainment of the superintendency. 

Once the instrument was selected, permission was obtained from Dr. Holly 

Galloway of Texas to use the survey instrument in this research study (see Appendix C). 

The researcher had to add additional questions to the survey instrument in order to collect 

specific demographic information. Hence, the survey was split into two parts. Part I 

collected demographic information. Part II allowed the participants to rank the barriers. 

Part II was titled "Barriers to the Superintendency" as coined by Galloway (2006). 

After gaining approval from the doctoral proposal committee, the researcher 

obtained permission from the Georgia Department of Education Policy Director to 

conduct research using the special, finite group of superintendents in the state of Georgia 

(see Appendix B). The researcher then obtained permission from the Mercer University 

Institutional Review Board to conduct research (see Appendix A). 

After appropriate permission was granted from all entities, the researcher 

administered the Superintendent Survey Instrument to all female superintendents in the 

state of Georgia using two methods: (i) US mail with a self-addressed, stamped envelope 
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included and (ii) e-mail using a saved survey template that mirrored the paper and pencil 

survey. Specific instructions were provided to help the participants access and complete 

the survey. The participants were instructed to return the survey via email to the 

researcher's home e-mail address. 

Two weeks later, the researcher followed up via e-mail with members of the 

target population that did not respond to the first round of survey distribution. Once an 

acceptable response rate had been obtained, the data were entered into the Statistical 

Package for the Social Sciences (SPSS) and the researcher proceeded with the follow-up 

in-depth interviews. 

At the close of the administration window, the survey results were analyzed. 

Simultaneously, the researcher contacted superintendents who responded affirmatively to 

the last question on the Superintendent Survey Instrument, which asked each participant 

if she would be willing to participate in a follow-up interview with the researcher. 

Purposeful sampling was used to select a representative sample of female superintendents 

for a follow-up interview based on the participants that responded affirmatively to the last 

question on the SSI. The schedule for in-depth interviews was arranged to obtain more 

in-depth, qualitative data. 

The researcher captured the qualitative data using a tape recorder and notes taken 

during the in-depth interviews. After transcribing the tape recorded interviews, the 

researcher identified common themes and patterns, and analyzed the responses. The data 

generated by qualitative methods were voluminous. There were 147 pages of transcribed 
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notes. The researcher followed up with member checking by asking each interview 

participant to review her typed transcripts for accuracy. 

Using the data stored in SPSS, the researcher calculated descriptives (i.e., 

frequency distributions, means, standard deviations) for the first six questions on the SSI. 

Additionally, the researcher employed a chi-square statistical procedure to make 

inferences based on the frequencies on questions one and five on the SSI in order to test 

for significance. 

The transcribed notes from the semi-structured interviews were coded for 

common themes. A cross-case analysis was used to group answers to common questions 

from different interview participants. Also, the researcher analyzed different perspectives 

on central issues. Emergent themes were identified and reported in the data analysis 

section of the study. 

Instrumentation 

Quantitative Instrumentation 

The researcher administered a Superintendent Survey Instrument (SSI) with a 

portion taken from a study conducted by Galloway (2006). The SSI had two parts. Part I 

collected demographic information on the survey participants. Part II titled Barriers to 

the Superintendency was borrowed with permission from Galloway (2006). The 

instrument was sent to 47 practicing female superintendents in Georgia. Permission to 

use the survey instrument was granted on October 21, 2008. A letter documenting this is 

provided in Appendix C. 
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Validity is usually a concern with any research instrument, particular in the areas 

of internal, external, face, and construct validity (Warner, 2008; Creswell, 2003). Internal 

and external validity do not refer directly to instrumentation (Swanborn, 1993); hence, 

these will not be addressed here. In order to test for validity and reliability of the survey 

instrument, Galloway (2006), the author, conducted a pilot study. Since the population 

involved in Galloway's (2006) study included all women superintendents in the state of 

Texas, she opted to pilot test the survey instrument in the state of California involving 40 

randomly selected female superintendents in the state. California was selected because 

the author identified the state as being similar in size and public education design 

compared to Texas. Twenty-one responses (52%) were received (Galloway, 2006). 

"Analysis of the California results indicated that no changes to the survey were 

warranted" (Galloway, 2006, p. 44). The Cronbach alpha coefficient was .874, which 

showed the stability of the internal-consistency reliability. 

The questions from Galloway's study were included in Part II of the 

Superintendent Survey Instrument used in this study. Part II of the SSI included a 5-point 

Likert-type scale (e.g., 1 = no barrier, 2 = minor barrier, 3 = modest barrier, 4 = strong 

barrier, 5 = extreme barrier). These questions provided female superintendents with the 

opportunity to rank the barriers that they had faced in the superintendency. 

Qualitative Instrumentation 

The qualitative data were collected using a list of in-depth interview questions 

found in Appendix G. The researcher sought to ensure the external and internal validity 
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of the interview protocol in order to validate the qualitative methodology of this study. 

External validity in qualitative research represents the extent to which a study's results 

can be generalized or applied to other people or settings (Isaac & Michael, 1995). Internal 

validity is the extent to which research findings can be applied to reality (Issac & 

Michael, 1995). In an effort to ensure validity of the qualitative measures, this study 

included triangulation of all qualitative data. This triangulation included comparing 

qualitative data with quantitative data to confirm emergent themes and to strengthen the 

reliability of the study overall. 

Data Collection 

The qualitative data included responses to open-ended questions on the SSI, the 

transcribed interviews, and field notes. The interviews were conducted with seven 

selected survey respondents who indicated willingness to participate in Round Two of 

data collection. The hand-written and tape recorded notes were transcribed and coded for 

common themes. The six superintendents gave permission to have their interviews 

audio-taped. They knew their identities would be confidential. The interviews ranged 

from one to two hours. Four of the interviews were conducted face-to-face and three of 

the interviews were conducted by telephone. This decision was based on the participants' 

availability, convenience, and preference. 

The researcher scheduled the in-depth follow-up interviews at the researchers' 

convenience. Typically, the administrative assistant to the superintendent arranged the 

time and location. For each of the face-to-face interviews, the setting was the 



63 

superintendent's office. The interviews took at least one hour and at most two hours. The 

superintendents were eager to provide their perspective. They each were very excited 

about participating in the study. For each interview, the setting was very natural and 

comfortable for the participant. Because the interviews took place in the superintendent's 

natural setting, the participants seemed to be more open and candid in their responses. All 

interviews conducted were face-to-face or telephone interviews, in which the participant 

was in her office. 

The qualitative data were collected using a tape recorder and notes taken during 

the in-depth interview. The data were collected through the use of an interview guide 

containing structured questions and other questions that might arise out of the course of 

the interview. Opportunities for clarification were presented during the interviews. For 

example, at the conclusion of the interviews, women were asked if they had anything to 

add. The interviews were on average one hour and thirty minutes in length in order to 

accommodate and respect the time constraints of the participants. The interviews were 

conducted at a mutually agreed location such as the school district where the female 

superintendent worked. After the analysis, the transcripts were sent via e-mail to the 

interview participants for verification and confirmation of the transcriptions. The data 

generated from the in-depth interviews should reveal female superintendents' personal 

experiences and testimonies, which may inspire and educate aspiring female leaders. 

The quantitative data were collected using a survey instrument. A distribution 

email and mailing list of all female superintendents in the state of Georgia was created by 
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the researcher based on information provided by the Georgia School Superintendents 

Association (2009). Data from the survey instrument was collected using both the paper 

and pencil method and via email. Each female superintendent was contacted by an e-

mailed letter prior to the data collection window (see Appendix E). 

In mid February 2009, survey packets were sent to the 47 subjects. These packets 

included a letter of consent (see Appendix A), the Superintendent Survey Instrument (see 

Appendix F), and a self-addressed, stamped envelope. The letter explained the purpose of 

this study. Each questionnaire was coded for tracking purposes, but the respondents' 

responses were kept confidential. Subjects were given two weeks to return the surveys. 

After two weeks, a follow-up email was sent to the female superintendents who did not 

respond to the initial mailed SSI and letter. In the e-mail, an electronic form of the SSI 

was provided in the form of an attachment. After four weeks, another follow-up email 

was sent to the members of the target population who still failed to respond. The 

researcher was anticipating a 95% response rate. 

The survey instrument was designed to measure female superintendents' 

perceptions of the obstacles and barriers that affected their career paths to educational 

administration. The researcher employed a non-experimental descriptive design using 

means and frequency distributions to compile the responses to the Superintendent Survey 

Instrument to answer some of the research questions. 
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Data Analysis 

This was a mixed-method, descriptive research study. A mixed-method design 

incorporated surveys and interviews from female superintendents in the state of Georgia. 

The data analysis of the quantitative data included descriptive research methods. 

Descriptive statistics were calculated to answer the research questions of this study. 

Demographic information was obtained using Part I of the Survey instrument and using 

information collected in advance from the Georgia Department of Education and the 

Georgia School Superintendents Association. 

These data were supported by the qualitative data collected. Some demographic 

information was obtained in advance for each female superintendent. Data gathered from 

the thirty-four survey questions were entered into the Statistical Package for the Social 

Sciences (SPSS) to calculate the descriptive statistics for analysis. Frequencies, percents, 

means and standard deviations were calculated. According to Galloway (2006), five 

barriers to the superintendency are recurrent in the literature: gender bias, recruiting and 

hiring practices, women's decisions, career paths, and the demands of the job. These 

themes were addressed in this study using the Superintendent Survey Instrument. In order 

to answer the second research question, the participants were asked to rate their responses 

to 24 items on Part II of the Superintendent Survey Instrument. This portion of the SSI 

was borrowed from Dr. Holly Galloway (2006). In Dr. Galloway's study in Texas, she 

applied confirmatory factor analysis and path analysis to the survey data. These analyses 

provided a way to verify the construct validity of the survey instrument and to graphically 
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depict the multivariate relationships among Texas female superintends' perceived 

barriers to advancement. Path analysis is a regression model used to test the fit of a 

correlation matrix against two or more causal models which are being compared by the 

researcher. 

The data collected from the in-depth interviews provided the testimonies of these 

female leaders and their journey to the superintendency. Using cross-case analyses, the 

researcher categorized the responses to each interview question under the appropriate 

research question. The data generated from the qualitative data allowed the perceptions of 

female superintendents in Georgia to be revealed. One weakness, or threat to validity of 

qualitative research, identified by the researcher in advance, was that there is no 

commonly agreed-upon approach to analyzing the qualitative data (Gay & Airasian, 

2000). According to Miles and Huberman (1984), "we have few agreed-on canons for 

qualitative data analysis" (p. 16). Some researchers may argue that this is true of 

quantitative data, as well. According to Patton (2001), "There is no right way to go about 

organizing, analyzing, and interpreting qualitative data...Each analyst must find his or 

her own process" (p. 432). He further suggests, "There are no formulas for determining 

significance" (p. 433). Hence, the researcher should "do your very best with your full 

intellect to fairly represent the data and communicate what the data reveal given the 

purpose of the study" (p. 433). 

The qualitative data collected in this study were analyzed using narrative inquiry 

obtained from the analysis of field notes and transcriptions. The interviews were audio 
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1995). The coding of the data for common themes was done by hand. Coding was the 

process of combing the data for themes, ideas and categories and then marking similar 

passages of text with a code label so that they could easily be retrieved later for further 

comparison and analysis. Coding the data made it easier to search the data, to make 

comparisons and to identify any patterns that required further investigation. The 

interview responses were grouped by research question in order to appropriately answer 

each question. The researcher used cross-case analyses to answer each relevant research 

question. 

Researcher Bias 

There are several biases that should be reported. The researcher was cognizant not 

to allow her own personal bias about the topic to come through in the way questions 

were worded and asked. The researcher put aside these biases in order to maintain the 

integrity of the data collection and data analysis processes. 

Summary 

Historical records have shown that the barriers in educational leadership today are 

not much different from the barriers that kept women from being promoted to top 

administrative positions in other fields. Looking beyond the numerical count of female 

superintendents in Georgia, little is known about the women who attained the 

superintendency, how they view themselves, the obstacles or barriers they faced, the 

career strategies they employed, and the advice they could provide to women aspiring to 
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obtain the same level of success. This study examined the barriers faced by female 

superintendents in Georgia and the skills or suggested characteristics necessary to be a 

successful superintendent. Grogan (1996) recommended future research should include 

in-depth studies of successful women leaders. This study followed the recommendation 

of Grogan and obtained information by employing mixed methodology to analyze the 

perceptions and experiences of current female superintendents in Georgia. The data from 

the survey instrument and in-depth interviews were analyzed and reported in Chapter 4. 

The next chapter will provide an overview of the lives, experiences, testimonies, and 

barriers faced by practicing female superintendents in Georgia. 



CHAPTER 4 

RESULTS OF DATA ANALYSIS 

The school superintendency is the most gender hierarchical leadership position in 

the United States (Gracia, 2006). Although the majority of teachers in public schools are 

female, the majority of superintendents are male (Shakeshaft, 1989b; Grogan, 1996; 

Blount, 1998; Skrla, 2000). Though women have made slight progress towards moving 

into superintendent positions, there is still a disproportionate underrepresentation of 

females nationwide in these top-level positions (Shakeshaft, 1989b; Grogan, 1996). 

Keller (1999) stated that 75% of the public school teaching positions were held by 

females and Glass (2000) found that only 14% of superintendents were women, which 

has increased to 18% since this time. 

The underrepresentation of women in the superintendency has prompted many 

researchers to investigate the reasons why more women are not superintendents (Grogan, 

1996; Glass, Bjork, & Brunner, 2000; Sharp, Malone, Walter, & Supley, 2004). It is 

important for researchers to investigate the characteristics of practicing female 

superintendents and obtain insight from them directly, particularly in Georgia. Of all 181 

of the identified superintendents in the state of Georgia in 2009, 47 were female (Georgia 

School Superintendents Association, 2009). This is 26% of the superintendents of school 

districts in Georgia (Georgia School Superintendents Association, 2009). This study 
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obtained in-depth perceptions and information by employing mixed methodology to 

analyze the perceptions and experiences of current female superintendents in Georgia. 

Demographics of Participants 

Survey Participants 

All 47 female superintendents were solicited to participate in the study. Twenty-

five of the 47 accepted the invitation and signed the appropriate consent form. These 25 

superintendents were from different parts of the state. All regions of the state were 

represented. Additionally, three of the female superintendents were in employed by large 

school districts. All other female superintendents were the chief educational officer of 

school districts varying from just over 1,000 students to approximately 10,500 students. 

Of the female superintendents in Georgia, nine were African American. The 

researcher was able to survey and interview one representative from this group. The 

researcher was also able to survey and interview the youngest female superintendent in 

Georgia. She provided a different perspective regarding the barriers faced by female 

superintendents in the state. When comparing all of the superintendents' testimonies, her 

testimony was unique in some aspects, yet similar in others. 

Interview Participants 

Seven of the surveyed superintendents participated in in-depth interviews to add 

their voice to the literature surrounding female superintendents in Georgia. All of the 

interviewed superintendents had a background in teaching in public schools. Five had 
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been principals and four had been assistant principals. Six women had earned doctorates. 

Two women represented inner city communities and six represented rural areas. 

The seven interview participants varied in age, years of experience and worked in 

different size districts from districts enrolling slightly over 1,700 students to districts just 

under 25,000 students. One of the interview participants was African American with 

numerous years of experience in the superintendency. This was her third appointment as 

a superintendent. She was 61 years of age. The other seven participants were Caucasian 

between the ages of 50 and 59. Many of them were in their first year as a superintendent; 

however, two had several years in the superintendency. 

The researcher provides a thumbnail sketch of each superintendent based on her 

age and experience, as well as the location of the school district in the paragraphs below. 

Superintendent 1 - This interview participant was an African American female, 61 years 

of age. The school district that this participant supervised stretches across 400 square 

miles and includes the communities of six different cities. The district had five school 

campuses that serve approximately 2,100 students in grades Pre-Kindergarten through 12. 

The community was diverse with about 70% African American, 24% White, and 5% 

Hispanic. Additionally, 77% of the students are served through the free/reduced lunch 

program. 

Superintendent 2 - This interview participant was a Caucasian female, 61 years of age. 

The superintendent was appointed to the position in June of 2007. Prior to this position, 

she served as a superintendent in Connecticut. She had extensive experience in education 

and had served as a teacher, media specialist, assistant principal, principal, and Director 
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of Curriculum. The school district served 4,963 students during the 2008-2009 school 

year. In 1990, the community voted to consolidate two relatively small school districts 

creating one system that would serve all students within county. The school district 

consisted of one Pre-Kindergarten center serving approximately 150 students, one K-3 

Grade Center serving over 1,600 students, one 4-5 Grade Center serving 700 students, 

one middle school serving over 1,100 students, one high school over 1,500 students, and 

one alternative school. Two percent of the students were Hispanic at the time of this 

study. Thirty-seven percent were African American. Fifty-eight percent of the students 

were white. Two percent was multiracial, and one percent was Asian. Thirteen percent of 

their students participated in special education programs. One percent of the students 

participated in English as a Second Language (ESOL) services. The percentage of 

students who received free and/or reduced lunches on average in the school district was 

63%. 

Superintendent 3 - This superintendent was a Caucasian female, 63 years of age. There 

were six schools in the district that served more than 3,400 students: three elementary 

schools, one middle school, one high school, and one alternative school. Each elementary 

school served just over 500 students. The middle school served approximately 900 

students, and the high school served just over 1,000 students. There were 275 certified 

staff members in the district. All schools in the district met the state's comprehensive 

evaluation program requirements and were accredited by the Georgia Accrediting 

Commission and by the Southern Association of Colleges and Schools (SACS). Thirty-

three percent of the student population was African American at the time of this study. 
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Sixty-two percent was white. Three percent was multiracial, and two percent of the 

student population was Hispanic. Thirteen percent of the student population participated 

in special education programs. Less than one percent of the students participated in 

English as a Second Language (ESOL) services. The percentage of students who received 

free and/or reduced lunches on average in the school district was 54%. 

Superintendent 4 - This interview participant is a Caucasian female, 40 years of age. She 

was the youngest female superintendent in the state of Georgia. She was named 

superintendent of this school district in July of 2007. Children attending school in this 

district were housed in one of four schools and two learning programs. The enrollment 

was 3,361 students. Twenty four percent of the students were Hispanic at the time of this 

study. Seven percent were African American. Sixty-six percent were white, and 

approximately one percent was multiracial, Asian or Native American. Twenty-nine 

percent of the student population was non-resident students because this was a school 

system of choice. Eleven percent of their students participate in special education 

programs. Nine percent of the students participated in English as a Second Language 

(ESOL) services. Six percent of the students participated in the Early Intervention 

Program (EIP) through mainly self contained delivery methods of instruction. The 

percentage of students who received free and/or reduced lunches on average in the school 

district was 48%. The school district was located in a county with a population of 52,800 

in 2008. 

Superintendent 5 - This interview participant was a Caucasian female, 54 years of age. 

The school district was located in a rural southeastern Georgia county. The total 
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population of the community was 10,795 withinl85 square miles. The system included 

four schools that served students in grades Pre-Kindergarten through twelve. There were 

1,750 students and 122 teachers in the 2008 - 2009 school year. Fifteen percent of the 

students were Hispanic at the time of this study. Forty-three percent were African 

American. Forty percent were white, one percent were Asian and approximately two 

percent were multiracial. Fourteen percent of their students participate in special 

education programs. Eight percent of the students participated in English as a Second 

Language (ESOL) services. The percentage of students who received free and/or reduced 

lunches on average in the school district was 76%. 

Superintendent 6 - This interview participant was a Caucasian female, 57 years of age. 

She is short in stature and she referenced this specifically in the interview. The school 

district that she supervises was an independent public school district that served all of the 

children and youth within a four square mile area. This urban town had approximately 

18,000 residents. The total enrollment of the school district was approximately 2,826 

students. There were seven schools in the district—one Early Childhood Learning Center, 

three K-3 primary schools, one 4th/5th grade Academy, one middle school, and one high 

school. The primary schools were small schools (less than 320 students) and were nestled 

within residential neighborhoods throughout the city. Seventy-seven percent of the 

teachers held advanced degrees, most had multiple years of classroom experience, and a 

number of them held multiple certifications. The average number of years of experience 

among teachers across the district was 15 years. Students in this district performed above 

the state and national averages on standardized tests at all grade levels during the 
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previous year. Each year this district had ranked in the top ten districts in Georgia for 

SAT performance. 

Superintendent 7 - This interview participant was a Caucasian female, 57 years of age. 

The school district was located in Northeast Georgia. The county in which the district 

resided had a population of 165,771. The city's population was 31,107. There were 5,936 

students enrolled in the district. Of that population, 501 received special education 

services, which was 8.4% of the population. Almost 1, 500 were English Language 

Learners. Almost 500 students participated in the Early Intervention Program (EIP), 

which was 14.2% of the population. At the time of this study, 53% of the students in the 

district were Hispanic, 20% were African American, 21% were white, 3% were 

multiracial, and 3% were Asian. The percentage of students who received free and/or 

reduced lunches on average in the school district was 72%. 

Districts from each region of the state were represented. The state of Georgia 

had 159 counties with at least one public school district established in each of those 

counties. Figure 2 provides a visual, geographical representation of the districts that had 

employed a female as the chief educational officer. The goal of the researcher was to 

include a representative sample of the population in the study; an objective that was 

successfully met. A variety of sizes of districts were represented in the study. The table 

below provides an overview of the locations and sizes of the school districts represented 

in the qualitative portion of the study. 
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Table 2 

Description of Interview Participants 

Interview Participant 

1 

2 

3 

4 

5 

6 

7 

Student Enrollment of District 

2100 

4963 

3400 

3361 

1750 

2826 

5936 

Overview of Results 

The quantitative and qualitative aspects of this study were intended to strengthen 

the overall findings. In order to answer the research questions, the researcher collected 

data from numerous sources. The information in this chapter is organized by research 

questions. The findings presented are separated by research questions. 

Table 3 provides an overview of which data source answers each research question: 



Table 3 

Overview of Data Sources 

Research Quantitative 

Question (SSI) 

Qualitative 

SSI Interview Questions 

RQ1 1,2,3,4,5 8, 9, 10 

1,2,3,4,5,6,10,11,12,13, 

14,18,19,20,26,28,29,30, 

32 

RQ2 1, 2, 5 and 
all of Part II 

8,9,21,22,23 

RQ3 9 & Optional Question 

(end of questionnaire) 

7,15,16,17,24,25,27,31 

Quantitative Results 

The quantitative portion of the research study addressed each of the three research 

questions. The 25 responses to the Superintendent Survey Instrument (Appendix G) were 

analyzed using descriptive statistics including measures of central tendency, frequencies 

and variance. The researcher used a software package, Statistical Package for the Social 

Sciences (SPSS) to analyze the quantitative data. Frequencies, percents, means and 

standard deviations were also calculated to answer some of the research questions. 

Qualitative Results 

The qualitative data included open-ended questions on the SSI, the transcribed 

interviews, and field notes. The interviews were conducted with seven selected survey 

respondents who indicated willingness to participate in the qualitative portion of the 
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study. The qualitative approach to interviewing taken by the researcher allowed the 

participants to answer open ended questions that offered them the opportunity to respond 

in their own words and to express their own personal perspectives. The language of all 

interview quotes was recorded verbatim to retain the authenticity, originality, and 

spontaneity of the text. 

The purposes of the qualitative interviews were to encapsulate how the female 

superintendents in Georgia viewed their world by learning their terminology and 

judgments and by capturing the complexities of their individual perceptions and 

experiences. The data collected from the in-depth interviews addressed the testimonies of 

these female leaders and their journey to the superintendency. The fundamental principle 

of the qualitative interviews in this study was to provide a framework within which 

female superintendents could express their own understandings in their own terms. The 

data generated from the qualitative data allowed the perceptions of female 

superintendents in Georgia to be revealed. The qualitative data were combined with the 

quantitative data results in order to provide a complete picture of the female 

superintendency in Georgia in 2009. 

Findings 

The ultimate objective of this study was to answer the research questions in an effort 

to define the experiences, testimonies, and barriers that female superintendents faced in 

their position of top school executive in Georgia. The goal was to provide pertinent 

information to females aspiring to the superintendency and to describe the overall female 

superintendency in Georgia. 
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Research Question One 

Research Question #1: What patterns, themes, testimonies, and experiences emerged 

when the female superintendents in Georgia described themselves? 

This question was answered using both qualitative and quantitative data. These 

data helped paint an overall picture of the lives and experiences of female 

superintendents in the state of Georgia. Several common themes emerged as the female 

superintendents described themselves along with their experiences and opportunities. 

Interview Question 1. Why did you decide to become a school superintendent? 

Superintendent 1 

I came because of the urging of my mentor and the more I learned about what 
superintendents do, the more I decided that I wanted to do the work. I view the 
work of the superintendent as the person who is going to make the educational 
opportunities available to children. That person is going to be the chief student 
advocate in a community and in a region. We can really have a voice in 
advocating for children in public education. 

Superintendent 2 

I decided to become a superintendent, because I felt that I had the skills and the 
knowledge base to bring other educators up to a higher level of performance. I 
also became a superintendent because I truly care about helping children, and in a 
position of superintendent you have the most opportunities to help children at all 
learning levels. 

Superintendent 3 

...it was never a career goal. When the former superintendent retired, the board 
appointed me as interim. Even at that point it wasn't a goal, but I thought I'd fill 
in until someone else was selected by the board. I kind of liked it. I liked the 
varied responsibilities and we were building new schools and I enjoyed that part. 
So, I decided to toss my hat in the ring and see where it led; so that's exactly what 
I did. I care about the community and I care passionately about the students. It 
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wasn't that I just liked to work; I wanted to see things happen for children and I 
felt like things had started here and I wanted to keep the momentum going. 

Superintendent 4 

I was serving as assistant superintendent and felt I could contribute to the long 
range goals of the school system. 

Superintendent 5 

We needed somebody local in our school system. We had several superintendents 
in a row that were from a different area, and we felt like it was time to get 
someone in the system promoted and nobody else applied, so I thought I better. 

Superintendent 6 

I had been in education for over 25 years and I was an assistant superintendent. 
After observing and doing everything else there was to do, I just felt like this was 
the next step in my career. I knew that superintendents are the only ones really 
that can set the vision and make a difference. 

Superintendent 7 

In my case, I didn't decide to become superintendent. I was made superintendent 
when my former superintendent was fired due to fiscal irresponsibility. I was an 
elementary school principal and I had three years left until I retired and I was 
happy with that type of work. 

This information provided the first emergent theme. Almost all of the female 

superintendents discussed their reason for becoming a superintendent was to help 

children and set the vision of the system. The ultimate goal of the superintendents 

according to most of the interview participants was to make a greater impact on children. 

The second interview question involved the academic preparation of the female 

superintendents in the interview subgroup. 

Interview Question 2. What was your academic preparation for the superintendency? 



81 

All of the superintendents' responses are listed below. They all reported graduate school 

as a step in the preparation for the job. Two of the female superintendents referenced 

particular programs that enabled them to learn specific skills necessary for the position. 

Furthermore, one superintendent specifically mentioned the importance of having a 

doctorate. She stated, "It proves to the boards that you are serious about education and 

you have done the ultimate degree to prepare yourself to provide leadership for others." 

All but three of the superintendents in the study had obtained a doctoral degree in 

preparation for the superintendency. The individual career paths and academic 

preparations reveal both uniqueness and similarity in some areas. 

Superintendent 1 

I went to grad.. .uh...I did my graduate work at Vanderbilt University in a school 
leadership preparation program. Uh and sometimes I tell people that that 
experience was totally like an MBA in school administration. Uh, in terms of 
management, operations, and leadership. But then I also entered a program called 
"Superintendents Prepared" which was a program founded by Floretta Dukes 
McKenzie, who was the first superintendent in the Washington, D.C. public 
schools. And her goal, she went to several funding sources.. .the Reader's Digest 
and big foundations. And they gave her money to prepare 100 superintendents for 
urban school districts and I was in the second cohort. 

Superintendent 2 

My academic preparation was a long process; I think it started when I got my 
education specialist degree. Then I realized I wanted to even delve further into 
research of what worked in schools and what didn't work. Then I got my 
doctorate degree from Georgia Southern University and that was the ultimate 
preparation, I think, of obtaining a superintendent position. I think one can obtain 
a superintendent position with simply an education specialist degree, but I think 
when you have a doctorate degree it proves to school boards that you are serious 
about education and this goes along with why I wanted to be a superintendent. It 
proves to the boards that you are serious about education and you have done the 
ultimate degree to prepare yourself to provide leadership for others. 
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Superintendent 3 

Well, in terms of formal education, I had of course an undergraduate, masters, and 
6th year, but I also had a part of the GSSA, had taken coursework that they 
offered. I didn't go through their superintendents preparation program, but I had 
taken selected courses from that program. I think a lot of different things helped 
with the preparation, I have had good opportunities. I've been able to see and 
work in a lot of different places. I was at the Georgia Department of Education, 
which gives a very broad view of what's going on in the state. That was a long 
time ago, but that whole interaction between the state and the FEDS, the US 
Department of Education, and how that trickles down and how the state look at 
what the US department is requiring and make that information known to local 
school districts. That whole process was real helpful to see and be a part of. That 
part was a real broad overview. Most of my career was in Special Ed 
administration and part of that was working with lots of different folks. I worked 
with teachers, paraprofessionals, in a large system working with 93 principals, 
working with central office administrators but also working with parents. Parents 
get real emotional about their children, and they certainly get emotional if that 
child has a disability. I participated in hundreds of mediations, and due process 
hearings and court cases. That's not something I enjoy but it gave me some 
negotiating skills, some listening skills, because what we always try to do is work 
it out, reach a compromise that everybody can live with. Then working in human 
resources, working with people, I don't know if I have much strength, but I do 
think I am a people person, and I do care about people and I know how important 
that communication is. I always see our role, particularly as central office 
workers; we're supposed to be helping people, help people do their jobs and that 
was really what I did in HR in addition to recruiting. I wanted to work with the 
principals to get the very best people we could here in Sweet County. Then once 
they got here to support them once they got here, so I guess all those kinds of 
things came together. One thing that I think is important is, 99% of administration 
is common sense, having dealt with the swine flu all week. I'm not minimizing 
the concern we have, but we don't need to close schools today. 

Superintendent 4 

I earned a master's, specialist and doctorate degree in educational leadership. 

Superintendent 5 

I have a bachelor's degree in business administration and I've taught all levels in 
the school system. I got my doctorate in education from Georgia Southern 
University. 
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Superintendent 6 

I got a master in education and I went on to get administration supervision. Then I 
got a doctorate in administration leadership. I was a teacher, school based 
administrator, central office person. 

Superintendent 7 

I did have somewhat a preparation. I did a Specialist Degree in leadership at the 
University of Georgia. At the time, they had just combined the curriculum and 
supervision and the educational administrative into one. A little by chance and a 
little by choice, I took more coursework in the administrative side than I did in 
curriculum. Basically, I was teaching at the time. I had more background in that 
and not in administration. I had been very glad that I had did that this last year, 
because I had finance and school board and administration.. .just a basic 
understanding. My doctorate was in educational policies and not in 
administration. I decided to pursue a doctorate in a whole different area. I wanted 
to focus on an area that would connect with what actually happens in school, the 
practice with the policies that makes them. My specialty area was social 
foundation, with a focus on multicultural education and urban school issues. So, I 
did that to expand my knowledge and to practice. 

The follow up interview question asked for each superintendent to describe their 

success story. The ladies were very eager to provide their professional roadmap to 

success. The individual responses reveal a common trend of passion coupled with 

support. 

Interview Question 3. Tell me the story of your success. How did you get to where you 

are? 

Superintendent 1 

Gosh! I think it's a pretty long story, but I think it's pretty typical in terms of 
women and especially minority women moving from school teacher/classroom 
teacher to a role of superintendent. I was very lucky, but then I was very open 
to.. .1 was very open and I was very receptive to learning and so I looked for good 
role models. I looked for good leadership (people that I thought I could learn 
from.) To learn how to get better at what I did. Uh! And then when I went to 
graduate school to get a doctorate, that's when I met a gentleman by the name of 
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Linton Deck who became my major professor, and after that he became my 
mentor. And I learned from him, the politics of doing this job and getting the next 
job. 

I was very fortunate in that I had people who wanted to help me. But then I again 
I think I had people who wanted to help me because I asked for help and I was 
receptive to their suggestions of ways I should do things or things I should do. 
Because I remember when I was in [inner city] because I spent 20 years of my 
professional life in [inner city]-not in the public schools of [inner city], but in 
[inner city]. I think I had about 9 years in the public schools. But I remember 
when I wanted to go for principalship, a gentleman who was the wife of a woman 
that I admired, she was a high school principal and I was a department chair in an 
elementary school. And I was just drawn to her because I thought she was 
fascinating doing her fascinating work in one of the worst high schools in [inner 
city]. But she was getting kids to learn-she had pulled the team together. And I 
was just drawn to her and she wanted me to come and work for her and I didn't go 
because I had just taken the job in the elementary school. Um, but I did continue 
to have a relationship with her. Her husband was an area superintendent in the 
[inner city] Public Schools and so I then had entree to him to ask him questions. 
So when I went after the principalship, I said I need to know how to go about 
doing this. Because it's not easy. People don't know me. I didn't grow up in the 
system. I wasn't born in [inner city], how do I do that. And so he asked me 
something about well "Why do you want to be a principal?". So I told him all this 
stuff about what I was going to do and about all of these great ideas I had for kids. 
And he looked at me and said "You can't do any of those things until you get the 
job. And so he said, "Spend as much time thinking about how you're going to get 
the job as what you've done in terms of what you want to do for kids when you 
get the job." And um, I've never forgotten that. You have to get the job first and 
you have to pay attention to how you get the job. 

I'll give you one example. One of the schools in [inner city] was a Paideia school, 
and I went Oh I had all this background, I had all this training, and I had read all 
up on Paideia. But the one thing I hadn't done was taking a trip to the University, 
which was right around the corner and made an appointment to talk to somebody 
named Mortamer Adler. And Mortamer Adler is the founder of the Paideia 
method. All I had to do was go talk to him so that he could have a sense of who I 
was and what I could do because he was making the decision about who was 
going to be the principal of that school. Even though his name wasn't anywhere, 
okay?!.. .even though I was going to go through a committee process. And that's 
the other thing that I learned from my principal friend was.... "Sometimes the 
people who are making the decision are not in the room; they are not at the table. 
Now they'll have representatives at the table, but you may never see who those 
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people are." And so consequently, I didn't get the job. The woman who got the 
job was a friend of mine and she did spend time with Mortamer Adler. 

That was a big lesson for me! 

Superintendent 2 

Do you want me to start with my very beginning in my career?" [Sure.] 

Ok, well I started out... I graduated from Appalachia State University with a early 
childhood degree and I started teaching, it was a grade 4-8 degree at the time. 
Then I taught 5th and 6th grade. I did that for nine years, and at one site location in 
... North Carolina. After my eighth year, I really wanted to know more about how 
kids learned how to read. This was before Reading First came out and everything 
like that, so I went back to the University of Carolina at Greensboro to get my 
masters in education to get my concentration in reading. I believe sometimes job 
opportunities and things in your life happen all because of timing. Well at the 
time I went back to UNSCG to get my masters degree, the library science 
department was under the umbrella of the education department. They were trying 
to pull away and get their own accreditation and certification, so the first two 
courses I happened to take were in reading guidance and in audio visual 
production, which fell under their umbrella of library science. The education 
department at UNSCG is a very large program, I felt like a number instead of a 
person and when I got into the smaller number of the library science I felt like a 
person. They knew my name. They called me by my name. I felt like I knew the 
professors who were starting this accreditation process were very sincere about 
helping students. I ended up getting masters in library science. I got a masters in 
library science and after the first half of the course work I was able to obtain a job 
as a K5 media specialist, because in north Carolina you could do it with a 
certification, meaning not masters certification and then after I got the job I went 
on and completed my masters. 

That was just an opportunity that just fell into place for me, the principal wanted 
someone with new ideas and somebody that was willing to change the way 
services were provided to students. I followed a veteran person that was kind of 
old school and so the principal gave me great latitude to develop my program the 
way it should have been creatively offered to students, so that was very positive. 
In the mean time, while I was doing that job the principal also, because I also I 
was very near the office sometimes gave me administrative duties, because there 
was no assistant principal and so it was like I had opportunities to see the 
administrative side of how you run a school without even planning to do that, it 
just fell into my realm of responsibilities. This one principal very much 
encouraged me to go on and get my leadership degree, so on top of my master's 
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degree I added 18 more semester hours and got my principal certification; that's 
what North Carolina called it. I then moved to a high school and every move I 
made was out of my comfort zone. I had to not be afraid to try something I had 
never tried before in order to move forward in my career, but I never thought of it 
that way, I am thinking back on it now. I was just young and stupid, I mean not 
stupid but you know what I mean, I was too young to think about well why can't I 
do this or why shouldn't I be doing this. I moved to a 1012 high school and was 
hired as a second media specialist at the high school and I again was able to be 
creative in what I offered; I would go into English and social studies classrooms. I 
went into the lower classes that still had a requirement to do a research project, 
but a lot of the lower classes didn't have a lot of the study skills to actually do 
research and write a term paper. The teachers gave them alternative ways like 
doing the research and presenting it in a oral capacity and even doing practical 
things. If someone wanted to be an airplane pilot, they researched how you do it, 
they could go and video tape someone and present it. 

That was how I helped kids. That's what I really became known for was working 
for at-risk kids and helping them not get nervous, the star football player was 
shaking in his knees, but I showed him how to use audio visuals and how to 
prepare them so there attention wasn't on that person, that was a very positive 
experience. I was only there two years and in the second year, the County schools 
was a big district an assistant principal at a middle school had to go out on back 
surgery. In my principal certification, I had became known at the central office 
because I volunteered on every possible committee I could just so people would 
know who I was. When that opening became available they moved me over there. 
It was like three or four month in a assistant principal position. It was a wonderful 
opportunity for me to have first hand experiences in administration. There was 
four assistant principals, so I had three other assistant principals I could go to help 
me learn on the job. When the person came back I went back to my other job and 
in the meantime, a former principal I had worked for when I was teaching was 
moved to a primary school that combined to make it one school, which would 
have been 900 hundred students and so they allowed him to hire an assistant 
principal. He called me and he said do you want this job and I said absolutely. 
That's when I got my first assistant's principal as full time. It was after about 16 
years of working in the schools, okay, and he was a wonderful role model. I had 
been a teacher under his supervision. He said since I am getting ready to retire do 
you want to learn how to be a principal and I said yes. Then he said I am just 
going to pretty much let you run this school. He gave me every responsibility and 
pulling to schools together was very much of a challenge because everybody had 
their turf. In my second year of being an assistant principal there was an 
elementary principal who got mad because they didn't get a middle school 
principalship. His wife got transferred to Blacksburg, Virginia, that's where VTI 
is. He left a day after Labor Day, just up and left. My principal was owed some 
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favors with the current superintendent and he talked to the superintendent, and he 
said ...'s ready for this job. So, they moved me over there and it was an interim 
principalship from then to the remainder of the year. I walked into a situation, 
where the parents were very angry that the superintendent had redistricted and 
they had put most of the wealthy upper class in one and then the school I was 
assigned to was a lower class. They were very upset that it had been districted that 
way. It was almost like separation. That was my challenge. I also entered at the 
time and it was maybe the fourth or fifth week of school. No schedules had been 
made: no music, no art schedules no nothing. I walked into a school where parents 
were already mad and then nothing was organized and the poor teachers were like 
thank goodness someone is here. And I was new at my first principalship. I just 
really rallied and said.. .1 met with the PTO group and I said look.. .I've been here 
two weeks. I said I want you to know what I've seen positive, I want to ask you to 
help me move everybody thinking positive about the good things and I'll do my 
part and they said they would pledge to do that. I got the teachers on board. We 
got everything organized, and I was there maybe four and a half years and it 
ended up being a very positive experience as far as turning the community 
around, and getting people in the schools being happy with who we were and 
having our own identity and forgetting about the reasons how we got that way. It 
was midway through the year and another elementary school came open that was 
about twice the size of mine and again some board members knew me and district 
office assistant superintendents knew me because there was an alternative school 
placement and I had to go to them and say I need your help they don't need to be 
kindergarten children, you know. I got kind of known that way because I was 
standing up for what was right, so the superintendent called me up and he said this 
other school is coming open and it would have been a move up for me because it 
was twice the size. He said 'would you be interested in moving?' I said 
absolutely. So, I moved. That was a school of 922 in a very nice community, very 
pulled together, very different from my first principalship. I had an assistant 
principal, but I wasn't able to hire that person because a new superintendent could 
come on board. I got someone from the district office that had been district office 
all along and had got demoted to an assistant principal. I called Jack up and said 
look I am so excited you're coming on board, we're going to have a good time 
working together and I probably treated him differently than I would have first 
beginning as an assistant principal because he had more experience than I did. He 
was a Director, so he had that background I didn't have. That was really a positive 
experience and then after about four and a half years there was a middle school 
that came open. And again I had never thought about leaving the K5 setting. Even 
though I had those two years at the high school, all my experiences was in 4-6.1 
had my Director of Education that I reported directly to kept saying 'you know 
you ought to try working in the middle school setting. You would be good.' I 
would say Larry, I don't know. And see when this position came open I 
remembered going to the new superintendent and I just said you know, if ever a 
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middle school comes open, I'd be interested. See when this middle school came 
open it was the largest school in the whole school system, fourteen hundred kids. 

The new superintendent called me up and he said, Dr. Smith wants to talk to you 
about being a principal at the middle school. So, I went right up there and he said, 
'do you want this job?' I said absolutely. That was where I did my three or four 
month interim assistant principalship; it came back full circle kind of. I was there 
for a number of years, and loved it. We had grades 3-8th. We had two bus 
schedules and school schedules, two school improvement teams, two of 
everything, except we shared cafeteria and media center, which caused some 
problems. It was where my daughter had gone through school. I stayed there for a 
number of years and I think I had 27 or 28 years of experience at that time. My 
husband got a job in Georgia, so he said would you be willing to move? Our kids 
were already out of college. We were empty nesters at this time, so he said, would 
you be willing for us to move and I said well why not. I got on the internet and 
started looking. 

Well I got a job in .. .County, which is two counties up from ... County. The job 
was Director of Curriculum. Now I was offered a job as a middle school principal 
in South Carolina which is right outside of Myrtle Beach, and I said that's too far 
to drive. That would have been like a two and a half hour drive. At any rate, I was 
lucky I got that job, a female superintendent hired me and she wanted to know 
what I thought about change and I told her how I felt. I told her exactly how you 
bring about change and it was a small town.. .and I was there five years. I guess it 
was my second year there; I went to a meeting, like all the curriculum directors 
there in ... RES A. All of the Curriculum Directors met like once a month. Well, 
[a University], again timing, [a University] was trying to get a doctorial program 
in educational leadership. They were coming to the meetings and letting us know 
what it would take and everything like that. I couldn't decide because I was soon 
to be 50 years old, and I just couldn't decide and I thought well you know I am 
going to be retiring soon and this and that. I talked to my good friend who is a 
consultant out of Dallas, Texas and I said Jill, I just can't decide what to do. I said 
it's really a good opportunity to get my doctorate degree. They're trying to start a 
new program and she said, 'well look at it this way, you can be fifty with it or 
fifty without it'. I did I went to [a University]. I faxed it like 5 minutes before the 
deadline and I finished my doctorate in two and a half years. 

My daughter, who had graduated from the UCH had moved to Seattle, 
Washington. She worked for the research hospital, and she had always had this 
passion for languages and literature. I am having to tell you this to tell you how I 
got where I was. She went back to UW got an 8,000 dollar scholarship and got a 
second bachelors degree and then sent out to 13 universities and she got a full ride 
to get her PhD at Princeton University, where she met her husband." 



89 

She continued, 

My husband and I had been up there many times before to visit and we were 
sitting in a bar one night having a drink before we went to dinner, and there was a 
consultant there who did superintendent researches in the New England area. He 
says I want you to send me all your stuff, he says we've got so many openings up 
here. I said to my husband do you want to do this and he said why not, he said we 
don't have any kids, why not. I got a job and interview maybe six times and then I 
got a job in a wonderful regional school district, in southern Connecticut... It was 
a wonderful experience. It was very different being a southerner. I was so self 
conscious about my southern accent and everything like that, and all my friends 
from Connecticut they said It's gotten worse since I came back. That's because I 
am around people and I was very self conscious about that. I think, there is going 
to be some questions later when you say barriers, that I will talk about later when 
I get there. I again had a wonderful experience. I had a three year contract, they 
had given me a new contract and my husband, it was about five years then, and he 
said please get us back south, because he was tired of the snow and the rough 
winters and the high cost of living. The taxes were astronomical 3 times what we 
pay for a home here. I contacted the Georgia School Board Association and said, 
I'm interested in moving back, Bill Samson who's with GSMA called me and said 
I've got a district I want you to interview for. I came. I interviewed first and only 
interview I had and got the job. They named me as the only finalist. In other 
words, by law in Georgia, you can name three finalist, then you have to wait at 
least two weeks before you can actually appoint them. Well, they named me as 
the only finalist. This is my second year here and I'm so happy. It's like God has 
looked after me through every phase of my career and I've had very positive 
experiences. Even though I've had challenges and continue to have challenges, 
it's been very positive. I think a lot of that has to do with my attitude and the way 
I think about things. I refuse to focus on the negative and I think that it's 
important that you always think about the positive. So that's how I got where I 
am. 

Superintendent 3 

The superintendent retired, I was appointed interim.. .and so I'm here. 

Superintendent 4 

I have just walked through doors when they've come open. As a classroom 
teacher, I certainly did not see myself as a principal. I have been fortunate to have 
mentors who encouraged me to try different things. I served as a media specialist 
for two years and was given many leadership/ administrative tasks. This helped 
me become comfortable with operational tasks such as scheduling. My first 
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administrative role was serving as an instructional coordinator. This role helped 
me learn more about curriculum and instruction which prepared me to become a 
principal. 

Superintendent 5 

I started off teaching at the high school and moved to the middle school. Then I 
moved back to the high school as assistant principal. My last job I had a quite few 
of titles. I was pre-k director, testing coordinator, alternative school administrator, 
and the SACS county person... I think that was a big help in preparing me for my 
job. 

Superintendent 6 

I think it started being a teacher. I believe the superintendent, even though I know 
there are those that have not been in education, but I believe that the 
superintendent needs to know how it is to teach. Everything that goes into that, so 
I think it started when I was teaching. I took every opportunity I had to try 
anything that was different. When I was in a middle school situation, you know 
learning how to schedule, dealing with grants and plans. Each time I moved I took 
on more responsibility and just basically worked hard at it with success. I think 
another part of being a female superintendent is that as you are coming up as a 
female in, mostly when you get to the higher administrative levels, it was more 
male dominated than anything else. I think you have to learn how to use your 
persuasion power and how to have knowledge and you win people over that way. 
You don't usually use bullying. You learn how to develop other skills. 

Superintendent 7 

My track is different from your other superintendents. To say that it is a success, I 
am kind of here by accident. If you look at it like that, I think that if you define 
success I have had different opportunities that presented themselves. I have been 
willing to step into them. The first thing I would say is preparation. I did take 
advantage of every opportunity I had. I did a lot of reading and writing. I was 
always interested in the practice of what actually happens, not just in theory. The 
other thing is the ability to take risks. Particularly, this last assignment of 
superintendent they gave us about six hours notice. Just having the willingness to 
take risks and putting yourself in that position. This is an opinion, not fact. I think 
that does sometimes hold back many people, particularly women in education. 
Many times women that are in education, they have taught for a number of years, 
which I have found to be different than men in the superintendency. They have 
not spent the same amount of years in the classroom that a woman has. After 
spending a number of years in the classroom they get comfortable and enjoy 



91 

doing what they are doing. So, sometimes it's kind of a risk to put yourself in a 
new track and in an administrative track or leadership track. 

In order to fully describe the female superintendents in Georgia, the researcher 

sought to define the personal perceptions of the ladies in the position. Therefore, one of 

the interview questions asked for them to do a self analysis and describe themselves. All 

of the female superintendents provided specific characteristics that they perceived 

enabled them to obtain and maintain the position of superintendent. Data collected from 

the answers to the next question yielded a common theme, which will be discussed later 

in this chapter. 

Interview Question 11. How do you view yourself as a superintendent? 

Superintendent 1 

I'm a good superintendent. Um, and I'm probably one of the best of many of the 
best in this country. Um, I will fight for my kids. I will fight for my staff. I don't 
mind going to jail if I have to for the right reason. And I don't mind stepping out 
of my job for the right reason. Um, you can have it. Because I'm not going to do 
anything corrupt, illegal, unethical. I don't lie, steal, or cheat, and I'm not going to 
do that because all I have is my reputation, which is what's going to get me my 
next job. That's my money.. .my reputation. 

Superintendent 2 

I view myself as part of the team. [I know] that it's my responsibility to provide 
leadership for one of the major big goals of the umbrella that this district needs to 
work on. [I must focus on].. .how I can build my team in a collaborative way- that 
we're all working on this together. So, I view myself as a collaborative leader. I 
think that's important to get anything done. 

Superintendent 3 

As an educator who has goals for the district, that we will meet... I'm serious 
about that. That pushes, pushes, pushes so that our community is one where 
education is priority and that is our vision. It has to be important, it doesn't have 
to be as important as it is to me to everybody else, but it has to be important. That 
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is going to affect our economy; it's going to affect out jobs we have. I want 
people to say, I want to move to Sweet County because they have a good school 
system. That's what I want, and high school graduation of 100%. All of our 
schools made AYP, except for the high school. There are some reasons why that 
didn't happen and we've been working hard on that. But, I guess I would want 
people to have confidence that we are moving forward and we are doing what we 
need to do to get our children forward. That's why we're here and if we forget 
that, then we are lost. 

Superintendent 4 

I view myself as someone who is committed to doing the very best I can for the 
students and teachers of Nice County Schools. I love our schools and community 
and I hope it shows in my daily actions. 

Superintendent 5 

I have a lot to learn, but I have an interest in people, and I think that helps. No 
matter what they come up here for, I think I am a people person and I think that's 
helped a lot. What I think of most in my decisions is how it's going to affect our 
kids. You have to keep that first in all the decisions you make. Sometimes that's 
hard to do, especially with the budget. 

Superintendent 6 

I think I have been very successful. I have been here 6 years. I have done some 
really difficult things. I have closed schools, and we got out from under a court 
order. We got mandatory status, just created a system that is systemic; it's one of 
the first charter systems. I just think that I have been successful and I have been 
successful because even though I am not, you know, overbearing or maybe out 
there every step of the way... to take credit or whatever. I don't think it is about 
that. I think it is about getting the job done and being a leader is about having 
followers and you have people that you know can move forward and know what 
to do and work with you, not just for you. I think I have been very successful. I 
have been very satisfied and it is really interesting because, as my assistant 
superintendent, a young man, very different from me, very high-tech. I tried to 
make sure that I am not doing to those people what was done to me; you know 
you can't do that. I try to give them as many experiences as I can. 

Superintendent 7 

I view myself as very team oriented. I have the luxury of coming into this without 
having pursued it. So, there is a certain freedom of not having to work the 
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improvement belts and not having the pressure to establish myself. I was chosen 
to come into here because I was a known school district member. Our financial 
situation dictates in our work. We clearly need to make an improvement in that 
area. So, it is much focused and those two things have helped build the teamwork. 
We can do this together. We can do it and we are going to get it done. So, I would 
say I am a believer in Systems Theory and that is what I am really saying; a 
system is a team that works. It's not what one person does; it was what everyone 
does and the leader needs to be sure that the systems are supporting one another 
and are working together. 

All of the superintendents, in response to the interview question, expressed an 

ability to get along with people. Additionally, the ladies perceived that it was a priority to 

do what was in the best interest of students and make difficult decisions with that as the 

overlying premise. 

Interview Question 26. What do you feel has been your most significant contribution as 

superintendent? 

Superintendent 1 

Um.. .1 sat on the Board of Directors for the American Association of School 
Administrators for 5 years. This will be my second year off the board. And before 
I left, we managed to craft policy for our organization that's been picked up by 
other organizations and universities, and the US Department of Ed. And I was a 
part of that development that education is a civil right and what that says for 
children in America and what we are going to have to make sure that every child 
has a quality public education. 

Superintendent 2 

This is my second superintendency and in both, developing a positive plan of 
action for school success or moving the district forward. In [another state] in 
region 16 I called it a school success plan. We had teacher and principal unions. I 
had to get the unions on board for changing the way we look at how we are as 
changing the system. My biggest contribution is recognizing that I've got to build 
a team. I've got to build a K-12 focus. I've got to get everyone on board and I 
have, knock on wood, successfully done that in both my superintendencies. You 
can't move forward if you don't have everyone on the same page. 
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For example, here I have gotten, since I've come on board, this is my second 
year... I have gotten the board to approve four early release days... four early 
release days for professional development. Every school was working in 
autonomy when I came here, and the high school didn't know what the middle 
school was doing, and the middle school didn't know what the high school was 
doing. My biggest job was to say, okay, no longer are you going to lead by 
yourself. We're all in this together. Here are our big goals. I expect your school 
goals to be underneath my goals. We had a district-wide team where principals 
and district officers, we all work together and we developed our strategic plan and 
I said well, I expect you to go back to your school and build the same kind of 
team; go through the same process and build teacher leaders. I've increased the 
leadership power of my principals since I've came on board. I've increased the 
leadership, I hate to use the word power, but capacity is another word. I've 
increased the leadership capacity of my district office directors and my assistant 
superintendent because everybody knows what my focus is and everything we do 
has to have my focus in it. I think that's real important. That way it's not personal, 
it's professional. 

Superintendent 3 

Well, it may be too early for me to know that, it's only been two and a half years. 
I guess if had to pinpoint something, I would say that it's been real important to 
me to have everybody headed in the same direction. To fling open the doors and 
to air the dirty laundry, because everybody has some.. .To kind of fling it open 
and kind of share information between schools and all headed in the same 
direction. That direction is a focus of student achievement. That's what I want to 
do; I hope we are making progress in that. We, as central office administrator and 
principals, are talking more to each other and with each other than we ever have. 
What we are trying to do is coordinate it and it all fits together. You know there is 
some little things that are going on out here and things that are going on out there. 
It's not that we don't know how things work out into the whole, next year we are 
starting the positive behavior support system, system wide. That's a coordinated; 
all the elementary schools will be dealing with student behavior the same way, 
from a positive rather than a negative. The students will then know the routine, so 
when they go to middle school it is not different; and, when they go to high 
school it won't be any different. We didn't think that we were going to get 
selected because we don't have any disproportionally on the behavior side. We 
deal with all kids the same or a least there are no red flags. I think we are all 
heading in the same direction and there is the same focus. That is student 
achievement. 
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Superintendent 4 

I have completed a renovation project, a five year facilities plan, the approval of 
district SACS accreditation, a reorganization of the central office, updated job 
descriptions, a system personnel handbook, and several other initiatives that have 
helped us move in the right direction. 

Superintendent 5 

I think it helped this year with the budget like it is. I don't know if it's because I 
am new at this, but I do have a very high interest in keeping people's jobs, and we 
have been able to work our budgets. We had a meeting this morning and I think 
we are going to hire the one teacher we had to let go because of the budget. We 
are going to be able to rehire her, and we've just been very creative with job 
descriptions and working on finding spot for people. I just feel like that is a big 
contribution. We have not had to let anybody go. Which is very important in 
Supreme County, we are a small system. 

Superintendent 6 

I think when I came to the system; the system was a segregated system. I went to 
schools that were 99.9% African American. We made the system systemic in that 
you know that instructional programming is.. .if you go to one school, you are 
going to get a learning program, if you go to this school you are going to get the 
same thing. There's standards; there is systemic planning. I think the most 
significant thing is that I feel like you come upon us to make sure that every child 
gets the highest possible instruction they can and that we challenge everybody. 
My next thing is that we've been doing IB at the lower levels and we are moving 
it into the middle school. So, the next thing is to get IB at the high school. I just 
think we have made a lot of strives. Opening up an early childhood learning 
center because one of our goals is to have school captain, that's where it starts. 

Superintendent 7 

My significant contribution would be bringing people together and moving 
forward, getting out of the controversy. 

By discussing significant contributions in the position, most of the female 

superintendents discussed events that have impacted students and/or student achievement. 

An emergent theme that was revealed is the female superintendents' purpose to do what 
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is the best interest of the students in the district in which they serve. This theme emerged 

from the analysis of the codes assigned during the analysis of the interview transcripts. 

These comments and the specific emergent theme will be discussed later in this chapter. 

The excitement and interest in the position was evident in the responses. Also, on 

the survey instrument, the superintendents were asked whether they would retire after the 

superintendency. The responses were somewhat balanced. The female superintendents 

were specifically asked to indicate whether or not they planned to retire after the 

superintendency on the survey instrument. Table 4 shows the results. Although the 

percentages were close, more superintendents indicated a desire to retire after the 

superintendency. 

Table 4 

Retirement Plans after the Superintendency 

Frequency Distribution 

Frequency Percent Valid Percent Cumulative Percent 

no 7 28.0 28.0 28.0 
Decision 

to retire undecided 8 32.0 32.0 60.0 

yes 10 40.0 40.0 100.0 

Total 25 100.0 100.0 

On the SSI, female superintendents were asked to respond by indicating yes or no to the 

following question, Do you plan to retire after leaving the superintendency? The 
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frequency distribution of responses is provided in Table 4 above. These data are rather 

interesting because in a follow-up interview question, when superintendents were asked if 

they would do it all over again, they each responded affirmatively. Therefore, the 

superintendency is a rewarding and challenging experience for the women in the study; 

however, it seems to be the final career step for many of them. The data reveal that 40% 

of the superintendents indicate having no desire to move into another position after the 

superintendency. Some of these superintendents specifically state that this would not be 

their last superintendency. Figure 4 below provides a graphical depiction of whether 

female superintendents in Georgia plan to retire after leaving the superintendency. 

• yes 

• no 

: undecided 

Figure 4. Pie Chart indicating retirement plans after the superintendency 

This is a relatively balanced data set; however, more female superintendents consider 

their position as the terminal position of their career and plan to retire after office. 

In addition to the Superintendent Survey Instrument, the researcher asked several 

questions during the in-depth semi-structured interview that provides information relative 
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to the testimonies and experiences discussed by practicing female superintendents. For 

example, Interview Question 6 provided, an opportunity for superintendents to share how 

they achieve the top executive school position. Interview Question 6 asked Which 

experiences have helped you achieve the superintendency?. Several superintendents' 

responses are below: 

Superintendent 2 

I really think being a principal prepared me in the county school system especially 
my second and third principalship. The larger elementary school and the middle 
school prepared me because I had a superintendent that did not micro manage 
principals. He expected them to make good decisions and he expected them to 
always improve achievement in their schools. Just my training in school 
improvement, when I was in the county schools, I really think has been the 
majority of what has prepared me for a superintendent more so than course work. 
I got to say it's a combination of both, but I'd say it's a larger percentage of that 
experience, where I had to see the big picture and I had to figure out how to solve 
my own problems because the superintendent expected principals to do that and 
not to be micro managed. 

Superintendent 3 

Well of course a lot of things... Living in different places, understanding different 
cultures. Mid-West is very different from the south. When I worked in [another 
state] that was, I thought, a great community but there was at the time, they called 
it a blue collar community, but case manufacturing was there, Johnson Wax was 
there where a lot industries there. They also had a lot of cut backs and the 
economy was kind of depressed and people were having a hard time. So, and I 
had some children in my class that I know the meal they got at school was the 
only meal they got and these were children that were sick. Learning about that 
population and what their needs are, that's one thing. So, living in different parts 
in the country and learning to appreciate, and of course in [inner city] there is 
every culture group you would ever want to come in contact with, that was always 
interesting and exciting to me. Working with other community groups, I went 
through leadership in Rapture County and enjoyed that and went through 
leadership Sweet County, through the chamber. I got involved with the chamber, 
was president of the chamber for a year, headed up united way fundraiser for a 
year. I'm on the board of the boys' scouts, active in the church on the board of let 
and the board of health. All those things, all those people you come in contact 
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with, represent different groups of people that have different needs. That all 
impacts school, and you know those relationships that you build is either going to 
support the schools or not. I think that is important. I went to that Health Care 
Summit that United Way was doing last week. There are other things I could be 
doing than being in a health care summit for half a day. When our children come 
to school and they don't have health care, then they can't go to the doctor if they 
are sick then that's an issue for us. If you care about your community, you can't 
just have a singular focus you've got be out there and involved in everything else. 

Superintendent 4 

Serving as assistant superintendent and coordinating efforts to become a SACS 
accredited district were experiences that helped me achieve the superintendency. 

Superintendent 5 

Probably, the last position I had as student services coordinator. I did work with 
so many different levels of the system, especially with testing. 

Superintendent 6 

I think that again, trying to learn and understand every single thing that comes 
your way. You couldn't have mentor, you very rarely did you have a mentor. 
They're really wasn't any female mentors really around at that time, everybody 
was male. There were obstacles being young and female, and like I said, females 
didn't have people that could sheppard you and take you under their wing. You 
didn't get to go to a lot of the mature meetings. If there were events, or if there 
were golf games, you are usually not there, because you didn't play golf. If you 
didn't learn that then you weren't out there. I think that, you have to deal with 
things, like I was asking to be in the Kiwanis club early on but, it was mostly 
male dominated and it was very awkward. You have to decide if it is something I 
want to push or, is it something I can live without. You know, over all again, I 
think that you have to develop your skills and you knowledge base, and people 
have to see you in terms of that. There are different types of leadership and people 
have to see you as an expert leader and a knowledge leader and they start to turn 
to you because you have the answers. You get your points across and you know 
that was just the way I came up. 

Superintendent 7 

I think there were 3 things that occurred in the same time that I feel like moved 
me into another round that made me able to do this. There were three somewhat 
of related things, because it all happened within a few years. I attended the 
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Harvard Principal's Institute, which is elevated by awareness and knowledge 
base. At the same time I was getting my Doctorate in Ed Policy. By looking at the 
teacher leader at that time I was looking at the organizational structures, 
systematic organization and the social foundation, the philosophies, the history 
giving me a broader perspective. And, then also at that same time I became 
principal for the first time and pursued the International Baccalaureate round for 
elementary schools for primary years. That training is exceptional in thinking and 
leading, and thinking and using the Systems Theory. Those 3 things together I 
could not separate those things out, because I had the willing, it gave me a push. I 
was doing my international baccalaureate work and the training invitation was 
valuable and not more so getting my doctorate. 

The superintendents as a whole perceived that being a principal, living in different 

places, understanding different cultures, serving as assistant superintendent, coordinating 

efforts to become a SACS accredited, being a student services coordinator, trying to learn 

and understand every single thing that came her way, attending the Harvard Principal's 

Institute, which elevated leaders' awareness and knowledge base, and getting a doctorate 

were all factors in preparing for the superintendency and enabled them to obtain the 

position. Interview Question 12 allowed the interview participants to share a special 

story about their experience in the position of school superintendent. 

Interview Question 12. Would you share a story about your experiences as 

superintendent? 

Superintendent 2 

Well, I'll tell you one in Connecticut that deals with a snow day. All of this is 
peripheral information. Every town has their own snow equipment and they have 
seven snow days built into the calendar because it snows a lot. They have early 
dismissals and early closings so they won't have to close school for the entire day. 

She further mentioned, 

"I had two towns, it was a regional district, but the two towns weren't next to each 
other. You had to go through two towns to get to one to the other. They had a 
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elementary school in each town and then a middle school in one town and a high 
school in the other. So, I went to the mayo and the first select men and they had 
two different types of government in each town, and I went to ask them to put me 
as maintenance head person where one town didn't have a great system of 
organization. The other town had great organization so we relied on that person to 
call me and tell me how the roads were. The very first time it snowed it was a 
snow squall and I been on boats before. I am a sailor; I knew what a squall meant 
on the water. That's when all of a sudden an unexpected the panel of rain comes 
down. It's very unpredictable. Well, I had never heard of snow doing that before 
because I had never been around a lot of snow and so there was a snow squall. It 
was unpredicted. 

Well the park and rec guy called me and said well, Dr.... I think we only got a 
quarter of an inch of snow. He said it was unexpected. He said I don't know, I 
can't really tell you what to do on this one it was my very first one, you couldn't 
tell me what to do. I thought to myself, 'I am new to Connecticut, I am from the 
south. If I call schools for a quarter an inch of snow they will laugh me out of 
town.' What had happened it was not predicted none of the state or town crews 
were prepared to get out, traffic was backed up for hours on interstates and the 
side roads, schools around me had closed, but not me because I didn't know to, it 
was horrible. I had 62 phone calls that day and I called every single person back, 
and everybody was nice except for one person. I went to meet with the mayor and 
the resident trooper, a resident trooper is like a Georgia state trooper. I 
remembered biting the inside of my cheeks so I wouldn't cry, because I was just, 
people were mad at me, because they had been getting phone calls and I said just 
let me tell you, I said I've learned from this experience, I said I've already talked 
to two other superintendents that I've met at meetings they have agreed to let me 
come in on conference calls, so after all calls are made I will be doing what all the 
districts around me are doing. It was a tough two days. 

Well, anyhow that was when one dad called me and said, 'well, where did you get 
your driver's license from, in the south?' I said well yes sir and he said, 'well you 
don't even know how to drive in the snow.' I said well sir, I beg to differ with 
you. I said having the ability to get a driver's license does not prepare anyone to 
drive in the snow. He said well oh, like he had never thought of it that way, In 
other words it takes the same knowledge to get a driver's licenses in Connecticut 
as it does in North Carolina. I said none of that prepares you to drive in the snow, 
life experiences prepare you to drive in the snow, well he didn't apologize but he 
did manage to say oh, ok and hung up. 

A positive experience would be, I don't know I have had so many... .there is a 
cohort of aspiring superintendents that GSBA does, but anyway I was asked to go 
to be on a panel of three superintendents to talk about how you develop leaders in 
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the role of superintendents. There were two guys, they were both home grown, in 
other words there whole careers had been in their home county in Georgia. I was 
the third person on the panel I was the only female and I was the only one who 
was able to say, every superintendency I've had I've walked in and I knew 
nobody or I was kin to nobody. I had a whole different perspective on how you 
view leaders than they did. 

That's a positive experience that I was asked to do that by GSBA. They have also 
asked me to take the mentor training do I can mentor and train a new 
superintendent. That's what I did my dissertation on is the mentoring and training 
of professional and personal competencies. That's right up my alley. I am excited 
about that. 

Superintendent 3 

There are a lot of things that I think we're doing but, it was real exciting 
personally to open [School 1], because I felt like I was doing something I had 
never done before. It's going to be more fulfilling to open [School 2], because I 
felt like with [School 1] the bulldozers were already there and we had the ground 
broken. At [School 2], we had to choose an architect, we had to choose the 
contractions company, and I felt like [School 2] was my school. I was involved 
from the very beginning we broke ground and that Construction Company is so 
professional, we met every month at that school. We started off meeting in a 
trailer and then in the school. So, I felt like I've been so involved in that school 
every step of the way, so that's one thing. 

Superintendent 4 

The biggest challenge for me, as superintendent, is the downturn in the economy 
and budget shortfalls. This has been a tough year but we've been creative and 
insightful in our efforts to continue to provide a strong educational program for 
students. 

Superintendent 5 

I don' know. I told you I was pre-k director and the preschool average is part of 
the pre-K. We moved into a new building and I really got close to the TIP class 
they are special to me. A lot of them stay in there for several years and there are 
ones that were in their when I was pre-k director. We had a local facility plan 
local review, we are about to build a new middle school and we had to have to 
plan approved. The community came in to review the school and the TIP class 
was out there. They were on the playground and I went out there and they were 
hugging me, they all know me by name. One of the review team member, I think 
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she kind of got tears in her eyes and I asked what's the matter and she said she 
just never had seen a superintendent that the kids at the school knew who they 
were, and she said it's just kind of heartwarming. She said the old superintendent 
would walk in and teachers didn't even know who he was, so that made me feel 
good. I did tell her I grew up here and I worked with these people and I've been 
here for a long time, so I am sure that makes a big difference. She said still being 
out in the schools and knowing the kids was very heartwarming. 

Superintendent 6 

1 think one of the bigger ones, when I first came here, the board had a really rocky 
road with the previous person. There was a lot of talk about these schools, we had 
2 or 3 children and so they had put a number of things on the table for me to do. 
One of the things was to do a complete study of the school system and again 
having being in the school system and being the superintendent before that was 
the strategic plan in the school system. There was nothing like that here. The first 
thing I did was hold forms and listen to people, but I moved pretty quickly I think 
I instinctively knew that if we were going to do some difficult things in this 
community, which has not changed in 52 years, we were going to have to do 
things pretty quickly and have to pull the band aid off. While is listening and got 
input, I continued to do a strategic plan, which was a five year plan, with real 
specific strategies and five goals and date of things being accomplished. That 
strategic plan has been what we have followed and now we're ready to re do it 
but, we have met probably, I say 90% of those strategies there were 89 of them, 
so it was huge. We have done everything from closed 2 buildings and it was 
tough, really tough and I think, as a woman and as a mother we listen for hours 
and hours to people and to be honest with you, some people are really rude and 
nasty and said things that were personal. As a mother and a woman, I listened. I 
listened with respect. You know, you try not to show any kind of negative 
reaction, because you understand that kids are the most important thing to the 
parents. So, I think that helped me get through that and we have spoken an early 
childhood center, there have been many things because of that strategic plan , 
because we put that vision out there and then we get there, you have opportunities 
you know that developed and you work towards those. We have just gotten so 
many things accomplished, that I don't think we could have done without that 
and, coming in with new rides is important because what happens to you over 
time is that you say, oh I'll just wait until then. So, you know in would say that to 
somebody, I know they say to come in and don't do anything. I think there are 
times where you really have to do something, and you always have to be fearless 
about it, because it could be a change agent and just be here for a year or two to 
just get the job done, and then everyone hate you so much and then wants you out, 
that's not what happens here. So, I am very proud of that, because I think, even 
though I made some really tough decisions, you do it in a way that eventually you 
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can win those people back over. Now, I basically have people saying to me, you 
are not going to retire. So I think it has worked to my advantage. 

Superintendent 7 

It has to do with difficulty, because they came in during a time where we needed a 
mentor. This is what comes to mind, during the time of the start of my 
superintendent, where he was on dismissal. Prior to that there were divisions in 
the community of who wanted to stay and who wanted to go. It turned out to 
divide some factors of the community we had the largest population. Our African 
American parents and our white parents solve things in different ways and 
sometimes what will happen is, it terrorizes the community. The reason why they 
came and got me to be superintendent was because of that and, that's what is kind 
of affirming to me. I might have said, I wish it was my abilities or whatever, but it 
really valued that I had done the work here. My work in our school system has 
been in a high poverty minority school, and the trust that was built there was 
automatic settle down and then we could kind of work on our money. It was great 
to know that people trusted me trying to understand people's points of view, so it 
was very valuable to me and very validating. 

When each of the female superintendents was asked to share a special story or 

experience that they had encountered in the position of superintendent, their faces lit up 

with joy and excitement. They were elated to share the story. All of the women shared a 

an experience that enabled them to learn something positive, which later impacted them 

in the position. Some of the testimonies were negative and the superintendents indicated 

that they were very difficult situations to deal with. However, in all of the testimonies 

shared, the superintendents had a positive light on how it impacted them positively in the 

position. The next research question helped reveal the superintendents passion for the 

position. 
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Interview Question 13. Would you do it all over again? Why? 

Superintendent 1 

Um..hmm. Yes. I hope I would.. .well, you know. I'm a baby boomer and I came 
up in a system where, if you slept with the right people, you got the right job. 
That's something I wouldn't do, and so every now and again I think would I have 
made it easier on myself... [chuckle] by you know just dating somebody, you 
know. Urn, I don't think so because my dad didn't raise us that way. 

Superintendent 2 

Oh absolutely, this will not be my last superintendency. I'm just very energetic 
and positive and like I said people around here... they joke about, I'm pretty fast 
moving. I am. I'll show you. This is just a note I got today, but it's just from one 
of the secretaries here and she was just talking about my leadership had made 
such a difference. Its cause I thank people for what they do, I smile a lot, even 
when the maddest person is in here and I thank them for coming to see me. I don't 
hold grudges or anything like that, if someone tells me they don't agree with me, 
well I just say well I am sorry, we'll just have to agree to disagree, but I don't 
ever treat them differently. I love what I do. 

Superintendent 3 

Absolutely! 

Superintendent 4 

Yes, I love being able to chart a course for the future of our schools. I want to 
continue our tradition of excellence. 

Superintendent 5 

I would, I really enjoy the job. I'm not really the stress kind of person, I don't 
stress over things. I really enjoy the job. 

Superintendent 6 

Yes, I would do it all over again. 
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Superintendent 7 

Under the circumstances, yes I would do it all over again. I will say that the type 
of work I truly would choose would be in a school with children and with 
teachers. 

All superintendents revealed that if they were given a choice, they would still 

accept the position of superintendent all over again. The position is one the each of the 

female interviewees enjoyed. Although some had not originally pursued the position or 

aspired for the position, they all agreed that the impact that they are able to make in the 

lives of children was worth doing it all over again. The excitement and confident 

responses to the question above prompted the researcher to probe more deeply and obtain 

the superintendents' opinions of the underrepresentation of female superintendents in the 

state of Georgia. 

The next three questions asked superintendents to provide their opinions of the 

status of the female superintendency in Georgia. Several themes emerged as female 

superintendents answered these questions. 

Interview Question 18. What reasons or theories do you possess as to why Georgia has so 

few female superintendents? 

Superintendent 1 

The only thing I can say is that they still have the old boy's network. I mean it 
runs real well.. .the good ole boys. There's still the men's hut. You know, and if 
you're not in the hut... um.. .and they do let women in. And I'm not sure what 
kind of women they let in, but they let them in. I think I may have been let into 
the tent, just a little bit, okay? Um.. .and I say a little bit because.. .um.. .1 think 
some of them are a little intimidated by me. Um.. .and maybe.. .and I say this 
honestly.. .and I mean it's the only thing I can come up with because I'm not from 
here. And I think the women who are from here have a better chance to get into 
the hut. 
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Superintendent 2 

I think it's about 25% in the nation. I never really knew what the percent was in 
Georgia. [It's actually 18% in the nation and 23% is in Georgia.] 
"Georgia is Deep South and it's the old boy network. Here again I've always 
considered myself one of the good old boys, I'm not a mimsypimsy female. I can 
talk sports with the best of them. I can talk golfing. I can talk fishing. Just because 
of how I was raised and things my husband, we go deep offshore fishing, that's 
something we enjoy doing. I just... that's not really an answer to the question but 
I mean I'm just thinking out loud about, I do think it's a good old boy network. 
Sometimes females are seen as being not as tough, so its 18% in the nation and 
23% in Georgia. Hmmh! 

Superintendent 3 

Because women are supposed to be teaching, nurses, or they're supposed to be 
home. I think there is some of that ultra conservative mindset that some women 
play. That they're still kind of hanging around, there is a lot of progress that has 
been made but, I just think we've still got some of those ultraconservative views. 
Of course the south is pretty conservative, there are some denominations that 
won't allow women to be pastors or ministers, and I think that all kind of plays 
into it. Then that whole stereotype that males are the bread winner and the male is 
the one that s supposed to have the primary job. If the little women want to work 
some it's ok. It's just that whole stereotype, that I hope we're moving away from 
but, education is such a complex process. Teaching isn't easy. It is not. I would 
love for some of the critics to walk a mile in the teacher's shoes, just go in there 
for half a day, you won't last. I mean, I would really like to say that to some folks 
but, the more the demands are so great, and teachers are doing a fabulous job. We 
have opportunities' created at the local school level where teachers are leaders are 
too; we are doing all this GLISI stuff, and I don't know if you know that but we 
are entrenched in it. We were all trained, the principals and some people at the 
central office were trained last year, and the next year we were working trying to 
find money so we could send people to the next level of training. Part of that is, 
teachers as leaders and as teachers emerge as leaders, they got the skills, either 
they are reluctant of what they don't know or they do. We need some of that 
confidence and make that opportunity but, as that is created then we're going to 
have more principals and as we have more female principals, then we are going to 
have more superintendents. 

Superintendent 4 

I'm not sure. I do believe the number of female superintendents is growing. 



Superintendent 5 

That's actually more than I thought I don't know maybe the influence of our state 
superintendent. We've had two female superintendents; one of them didn't do too 
well. I admire Kathy Cox in what she's doing and maybe it's her influence. I as 
kind of surprised about that. 

Superintendent 6 

I really have no idea. I feel like I have seen more in the last few years, since I 
have been here. I think it's changing. I don't know, I really don't know. I can't 
really connect it to anything because I was in Florida and a good portion of those 
superintendents are elected still, totally awesome and definitely a good old boy 
system. I think there is some of that here. 

Superintendent 7 

I think it is the time changing from all males to having some females. The other 
is, the priorities women place on family, mobility or ability to move like male 
superintendents, and it isn't common for them to move places. The average 
superintendency is 3 to 4 years and at some point, she and her family is gone have 
to go somewhere whether that be 4 years. 

One theme that emerged from these responses is idea that The Men's Hut is a 

reality in the state. Superintendent 1 specifically indicates that "the men's hut still 

exists." She further explains that sometimes they let women into the hut. Several other 

females superintendents referenced the phenomenon of the good old boys network. 

Superintendent 2 specifically suggests that "Georgia is Deep South and it's the old boy 

network." Ironically, however, she referred to herself as being a good old boy. Two 

other superintendents also referenced the good old boy system. 

Interview Question 19. What reasons or theories do you possess as to why Georgia has a 

higher percentage of female superintendents as compared to the national average? 



Superintendent 1 

Because of the good ole boys network. Okay. They reward the people they know 
and love irrespective of the work they did. They do. They do. And they take care 
of the people they need to take care of. ..when people lose their jobs. And I was 
surprised.. .and I have to say this to you Lya, they did take care of me. And as one 
of them said to me, "We would have taken care of you sooner, but we thought you 
were gone leave the state." If I had left the state, all bets off. You know, they 
wouldn't have touched me. As long as I'm gonna stay, I'm gone be okay. 

Superintendent 2 

[So, why do you think Georgia is higher in the nation that overall?] 

I don't know. I didn't realize it until you told me that. Our leader at the state level, 
Herb Gilbert, who is the executive director for the Georgia School Superintendent 
Association, is very equitable with who he puts on committees, which he puts on 
leadership principals at the state level, like me being asked to be a GSBA national 
coach. I think that leader ship at GSPA and GSSPA is probably why women are 
more respected and appreciated because the leadership we have at both those 
levels. I hadn't thought about that until you told me the difference and I'm not 
sure if that's a good answer but. I do think if you have high enough leadership 
that recognizes females as more confident, there will be more positions at the 
higher level. 

Superintendent 3 

I don't really know the answer to that. Unless, I guess I learned another piece of 
data, how do our female/male teachers compare nationwide? Is our percentage of 
male teachers lower than the nation? I guess I would want to have that kind of 
data too. Maybe we are more enlightened than we think we are. I think Georgia is 
progressive; we have state school superintendent that is a female and that may be 
part of that. Women have traditionally played secondary roles at the department 
of education, even when their we male superintendents and I'm think Warner 
Rodgers and Charlie McDaniel. When they were the person that was associate 
superintendent for curriculum was a female, so there had been female associates, 
and they relied on them a lot. We have Cathy Cox and before that, and for 
whatever it's worth we had Ms. Schrenko when she was a female to. Maybe that 
has something to do with it too. 
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Superintendent 4 

We have a female state school superintendent and many female leaders. Not sure 
why we have a higher percentage as a state. 

Superintendent 5 

We must be smarter down here, again, that must be the same answer. 

Superintendent 6 

I think they are experiencing folks going out, retirement. I think that we have 
people in female leadership positions, for instance at GSBA, you know you have 
people in those kinds of top leadership positions that obviously see that women 
can do these jobs. I just think that people are becoming more in the state of 
Georgia, are realizing that a female superintendent can do this job including, bond 
referendums and building and all the other kinds of things that go with it. Just as 
well, they just have different ways of going about it. 

Superintendent 7 

I would say right off the top of my head because we have so many school 

superintendents. Georgia's districts are very small, we have more school districts 

than most places and I would say perhaps that it may be due to the ratio of men 

and women in education. I really don't know, that is what I would just answer 

myself. 

The superintendents were asked to offer solutions to the underrepresentation of 

females in the superintendency. Their responses are below. 

Interview Question 20. In your opinion, how could this situation be remedied to improve 

the representation of females in the superintendency positions in the state? 

Superintendent 1 

I don't think it's an issue. I don't think it's an issue. This is the south. I don't 
know that there's many women who want real leadership roles. I'm just gone tell 
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you. I don't think that they're reared to do that. And I don't mean it... I don't say 
that feleciously [sic]. I just.. .1 mean.. .They'll be good seconds and thirds. And 
they'll be directors. But I don't know that there's that many southern women who 
wanna run it. Now, I could be wrong. I could be wrong. They may be closet 
leaders. They may be. 
Um, but I think the opportunities for them to step up and do the job are there. I 
think the opportunities are there. I have concerns about the preparation that 
minorities get for any of this work. 

Superintendent 2 

I think through having more female superintendents go though the mentoring 
training program. You know... spend quality time with the people aspiring to be 
superintendents or who have just been appointed to superintendency. In other 
words, share my experiments, my mistakes, my learning experiences, my 
successes and why I consider them successes with other females, so they can view 
that and how it relates to their own personal experiences. Everybody does come 
with their own personal experiences. 

[Have the Boot Strap forums created by Superintendent Cox provided the opportunity to 

network?] 

Actually that fizzled out and I didn't support that because I think females have 
worked too hard to be equal male superintendents to want to separate us. Some of 
those in Griffin RESA, Stephanie Gordy who is a real good friend is an executive, 
and she said ... just please go for me, so I went to one and we got a lot of kidding 
from the guys. They'd say well why weren't we invited. It was against my grain 
that you segregate like that, for any reason, it's against my grain. Now GSSA 
does have a fall and spring boot strap that was designed to support 
superintendents. That's incredible, but that's for both males and females. 

Superintendent 4 

School Boards need to strive to interview females when there are superintendent 
vacancies. 

Superintendent 5 

I think mentorships, women to women. I don't know to what extent that young 
women are encouraged to become superintendents. I just don't know. When I 
began my leadership track, my own thought was maybe I would be assistant 
principal. I didn't think about doing anything other than that. I called one of my 
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professors during my specialist degree and he said what, you're not going to be a 
superintendent? I remembered thinking, you know, being shocked that he would 
even say that. I am 57 years old. I'm the generation that went through the first 
group where women looking at the fact that there is another possibility for me 
besides being a teacher. When I started teaching, all of the principals were men. 

Superintendent 6 

As far as formal I don't think I have really had any formal support systems. I 
don't think I have ever been part of anything or any particular group. I eventually 
did get into Rotary and that kind of thing, I don't consider that a support system. I 
think all my support systems have been more informal they have been teacher 
groups, they have been other administrators and I think the biggest support I have 
had has certainly been my husband. Having someone else that was in education 
and knows what you are talking about, what you are going through, just having 
someone you can bounce off of, that's not going to share anything is really very 
important. At this time in my life I think I have a really good support system with 
my board, especially my board chair. 

Superintendent 7 

I had a formal mentor, one of the School Superintendent Associations. He is 
.. .about 40 minutes from me. He has been wonderful. My closer associate here 
.. .has been wonderful. The other school superintendents have been so 
supportive.. .my district office people have been. The whole school system has 
been supportive. 

The next question asked how the female superintendents served as a mentor for 

aspiring superintendents. Interview Question 28. How do you serve as a mentor to 

aspiring female superintendents? 

Superintendent 1 

Sometimes they call me and they ask me if I would mentor them. I've got 2 right 
now. Um.. .sometimes I reach out if it looks like people need some help. And 
sometimes people refer me. But I do. Umm.. .I'm willing to help you learn how to 
become a superintendent. I'm willing to help you think about what your career 
steps and moves need to be. So that.. .there are some seats you need to sit in to do 
this job. Um.. .and you know, just give some thought to that. 
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And, I'm going to retire when I've made 5 superintendents. I've made 3. When I 
help 5 people get jobs as superintendents, I feel I would've given back. 

Superintendent 2 

Well, hopefully when I go through the coaching process [through GSSA]. I 
willingly served on the panel. I even rearranged my so I could go out of town and 
serve on the panel, because it was so important that I share my story, with men 
and women, not just female. I've readily when they asked me to sign up for the 
two day training and being a mentor to coach I said yeah. I believe, people help 
me they way I pay back is to help someone else and particularly females, but I'll 
help anyone. I've mentored a teacher, who became a principal, and is now [a] 
deputy superintendent. I mentored when I was in [another] County and he was 
assistant principal, we are still buddies till this day. I am like his mother, but I am 
not old enough to be his mother, I've always said .. .don't you stop believing in 
yourself, I've stayed with him even though we stayed separate. I just think you 
have to give and, like I participated in the RES A and in three of the leadership 
programs, teacher leaders aspiring principals and risings stars, that means ones 
that are already principals, but it's their first year. The principal I put south came 
from ... County and she's probably 32 or 33 year old female. Some of the board 
people put a lot of pressure to put a good old boy. Set out to be a principal and he 
had no right being the principal as much as the man on the moon. I just stood my 
ground and six of the seven board members supported me and she's been like a 
God sent as far as changing the culture of the school. To this day that one 
assistant principal and I can't mention names, I've sent him to these trainings, we 
had a good honest talk, he was mad at me at first and then he came and 
apologized... I mean he acted like a little kid. He came and apologized and I said, 
mister so and so I'll help you in anyway. I can but you need to let me know when 
and how you need help. I've sent him to those things, he has yet to say I am so 
excited... I've learned this... I've learned that, to show he learned new skills. He 
just still expects a job, not earn but expects. That could be a male or female, it just 
happens to be that person's personality. 

Superintendent 3 

Give my time, try to be assessable, answer their questions, encourage them, and 
give them the benefit of my thinking. You know what it's like up here. People 
come in with questions kind of all the time and they have these questions, because 
they need to have some questions to direct them to their job. I need to help them 
with those questions if they have them. I guess I see that its part of my obligation, 
because those question they're probably not going to ask again, they got it they 
may ask something else, because it's part of their goal. I don't have the answers to 
all the questions, and I remember sometimes coming in here and asking a question 
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and thinking, time to pull of the Georgia. I used to think, just tell me I know you 
know the answer, but you know what I do the same thing, because you got to 
know what you think and what you remember is right. 

Superintendent 4 

I work closely with principals in my district and in the community. I have also led 
a leadership academy for aspiring leaders. 

Superintendent 5 

We have several candidates in our system, but and I was actually a mentor to 
them when they were getting there administration degree, they have to go through 
the process. I'm serving a mentorship with somebody; I think it's like 100 hours 
they have to work in an administrative position. I have done that the whole time I 
was assistant principal at the high school; I served as mentor for probably six or 
seven leadership candidates. I still talk to them on the weekly basis, we don't 
meet or anything but when they have problems or questions, they will come to 
me, and we talk. I am not a formal mentor, but I do try to help them out. 

Superintendent 6 

I am very aware of giving them opportunities that allow them to do things. Also, 
even if they have somebody in between them, like another step, I try not to be so 
much with hierarchy. So, if there is a person that is working in curriculum that I 
see has potential, and they are working on a project, and I have them come in a 
talk to me directly, so that they can hear what I am saying. I think the other thing 
that I do mentoring wise is, when we are having big decisions, I try to have as 
many of my folks, not just a senior step, but the other folks be in on the process so 
that they can see what we are going through and that they can hear almost like 
when you are teaching and you see medic cognition and try to get kids to think 
about what they are doing. You know, you try to think out loud, well what if we 
did this, well what about that. Think forward, I think that those kinds of things 
help them. I encourage them to get their education, you know help them if they 
need, you know they need to take a course and it's in the summer and you have to 
do it before 9 and 10, then I allow them to kind of flex their schedule. If anybody 
ever wants to talk with me about, well what did you did you and how did it work. 
I do that I am up for that I am open to doing that. If I see a teamer that has a lot of 
capability I would encourage them. I had one person here again, she has been 
doing all the work in the area technology, well the director position came open 
and she wasn't going to apply. I went to her and I asked her to apply and she 
ended up getting the job. She is fantastic. So, I think you have to reach and pull 
people forward. 
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Superintendent 7 

I don't know that I have yet, but I know a young woman who is a principal, an 
individual who began her administration process when she was young. She has 
been in the principalship for five years now and she is just almost 40. She has 
goals to become a superintendent without any questions. 

Because the concept of mentoring is an important concept revealed in the 

literature, questions about mentoring were included in the interview. 

Interview Question 29. What kinds of formal and informal practices are in place within 

your current school division to encourage females to enter and advance in the field of 

school administration? 

Superintendent 1 

I haven't been here long enough. Informally is just me talking to women and 
encouraging.. .finding leadership responsibilities for them and referring them to 
workshops. Like, this past October/ November AASA, had a women.. .they used 
to have a National Women's School Administrator Conference, which was great 
for women aspiring to superintendency, but we changed it to a minority and 
women and aspiring superintendents. Anyway, I took about 5 of my staff down 
there because they'd never heard of it before. They got a chance to meet women 
who were superintendents from different parts of the country. You know you have 
to see yourself in somebody else, you know? And if that person isn't like right 
here... 

Ruth Love.. .and I told her this when we recognized her at a national 
conference.. .1 said Ruth Love, I'm a superintendent because of two women. One 
is Shirley Vieoni that I met at one of those conferences. Shirley got her Ph.D. 
from The Ohio State University and was a black woman superintendent in 
Wizetta, Minnesota, which is a very, filthy wealthy rich school district, okay. 
She's the only black person there. She's the superintendent of the school district. 
And she said, you ought to think about the superintendency.. .um... and call me if 
you have any questions, blah, blah, blah. 

And in [inner city], there's a woman named Ruth Love who came to be the 
superintendent. Ruth Love was tall like me.. .big like me, you know.. .beautiful. 
And I saw a woman who looked like me, who was the superintendent. And I said, 
I'd like to be like that. And I got a copy of her resume. And I read her resume just 
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to see where did she go, what path did she follow. And those were the women 
who motivated me. 

And then, after being a Deputy in Illinois, a woman by the name of Rosa Smith, 
who was a Deputy in St. Paul, Minnesota, who was now a superintendent in 
Billoit, Wisconsin, which was like 40 miles up the road. She took me to me to 
dinner one night and she said why are you hanging around here, you need to apply 
for a superintendency. I said "Oh, Rose, I'm not ready." She said when are you 
gonna be ready? You've done this for three years. How much do you think you 
need to know? 

Superintendent 2 

Participating in that [GSSA panel] and realizing that I needed try to grow my own 
leaders here. We don't have a lot of room, this is the, it's twice as big as my 
district but it's still smaller compared to Another county. I mean there is not a lot 
of room to grow, but I mean I spend time with people I love spending time with 
people, recognizing what their talents are, verbalizing what their talents and skills 
are, but I don't necessarily single out females to do that. I do it with anybody I see 
has talent and skills, because I'm an equal opportunity person. I just think it's 
important that you let people know what you notice that they're doing well. I 
promoted two women in this district since I've come on board, but they were the 
best candidates for the job, exactly because they were women. 

Superintendent 3 

I don't know that we are targeting particularly females but one think that we have 
tried to do this year is participating in rising stars through RESA. The whole 
GLISI, we have monthly meetings with our assistant principals and Carl Davis he 
is doing that, we are contracting with him through Mercer and he is doing that, 
and we are the whole next phase of GLISI is to move beyond the principals, to 
have other people trained, because we are needing to build leaders within the 
system. Those are really our efforts, one thing and I'm always happy to do, and I 
wouldn't say a lot, but I've, if people are interested into going into leadership 
positions I want to talk to them. There was through our RESA for several colleges 
and give information. I just try to encourage people to keep going to school, keep 
getting information, and keep sharpening those skills. 

Superintendent 4 

A leadership academy has helped encourage females to seek leadership positions. 
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Superintendent 5 

I don't think we have a formal practice, informal practice we are very supportive 
at the county office and try to help them with their schedule sometimes, and 
sometimes we have to work around some class schedules. That's male and 
female; I don't think we specifically target females. We have two male principals 
in the system and one female principal; all of our assistant principals are females. 

Superintendent 7 

[Are there any formal practices in your school district to females to advance in the field 

of administration?] 

No 

[Then, are there any informal practices?] 

To be honest, I think I am the first female. It hasn't been said a lot, but I am the 
first female here. So, I just think by putting one there people started looking at it 
differently. 

Another issue that emerged from the data included how gender played a role in 

the participants' leadership philosophies. According to Witmer (2006), a former public 

school administrator, females tend to possess participatory management and collaborative 

leadership styles. In this study, the researcher identified the following trends as indicated 

in Table 5: 
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Table 5 

Leadership Styles of Participants Reported 

Leadership Style 

Distributive leadership 

Collaborative 

Situational 

Democratic 

Team builder 

Hands-on 

School level governance 

Authoritative 

Transformational 

Visionary 

Lead by example 

Servant leader 

Participatory 

Consensus building 

Percent of Respondents 

9% 

48% 

22% 

9% 

9% 

4% 

4% 

9% 

4% 

13% 

9% 

9% 

4% 

4% 

The results reveal that Witmer's philosophy was partly accurate based on the 

female superintendents in Georgia. Almost half of the participants in the SSI indicated 

that they possess a collaborative leadership style. Many would agree this style is highly 

appropriate for the twenty-first century schools (Witmer, 2006). One female 
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superintendent indicated on an open-ended survey question that "the feminine tendency is 

to be more collaborative and that style is more consistent with the values of modern 

society." Witmer believed that there was a common thread between the leadership 

theories (Witmer, 2006) and that the best results to create effect changes comes from 

merging the leadership strengths of men and women. Although the author specifically 

addresses females, she argues that many of the leadership practices can be relevant for 

both male and female aspiring administrators. Witmer believes that men and women 

share some of the same problems as leaders (i.e. deciding where to sit at a meeting, 

dealing with difficult people, determining how aggressive to be when advocating for a 

new program, and making the tough, initial decisions) (2006). This was confirmed by the 

in-depth interviews conducted in Georgia. Many of the female superintendents reported 

that leadership style should not be based on gender. All of the female superintendents 

interviewed suggested that women should find a mentor and actually observe a 

superintendent to become familiar with what their role entails. 

"Unlike our grandmothers, most women currently in administrative roles were 

reared with a social message that you can do anything you want" (Reinarz, 2002, p. 1). 

Reinarz states that this message has changed the mindset of many and created many 

exciting opportunities for women. However, many women still find that the unpredictable 

changes sometimes outweigh the opportunities (Reinarz, 2002). 

The next interview question ascertained whether or not the participants perceived 

gender to play a role in how they led the organization. A common theme emerged from 

the data. This theme is revealed later in this chapter. 
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Interview Question 14. Has gender played a role in your leadership philosophies? 

If so, how? 

Superintendent 1 

I hope not. I hope not. I believe my training in desegregation, equity, and diversity 
makes me very sensitive to people, um, and people's of color in particular... 
Um, what's interesting to me is when I was in Rockford and parents would call up 
and tell me how they were treated and what a teacher said to them or did to them. 
Even though I knew I was talking to a white person, they were the same words I 
heard from black parents, okay, who'd been mistreated in the system. And then I 
quickly learned that the white people who told me that were poor white people -
they call them poor white trash, lived in trailers, just poor, okay. Red neck or 
whatever. And I said, this is interesting because that's something I didn't learn in 
my diversity. I mean.. .well it wasn't as prominent to me that the majority who are 
in the positions of authority in our schools, treat poor people badly - no matter 
what color they are. And I think that's horrible - absolutely horrible. And I even 
saw it in my own school district, in this school district, because we were giving 
awards to some of our kids - they were white. And when we went for our little 
reception, my staff, and even my board members talked to everybody except those 
parents of those children. And when I looked.. .1 was the only one talking to them, 
and they weren't real comfortable with me, but um, I was the only one talking to 
them. But they were poor white trash, and they didn't want to have nothing to do 
with them. I can't.. .anyway... 

No. As far a gender and so forth, I think it's your personal value system. 
It's.. .it's... I don't think gender has anything to do with that. How you value and 
respect others... 

Superintendent 2 

I read that question and I thought a lot about that, I don't think so. In my 
leadership philosophies, I think every good leader should have similar 
philosophies. I don't care if you're male or female. I don't think gender as been a 
barrier either; I never viewed it that way. I think I am as good as anyone else on 
this planet and I never felt that being a female was a barrier. I think a lot of that is 
because how I was raised. 

Superintendent 3 

Not really. I don't think I've ever gotten a job or didn't get a job, because I was 
female. A male got a job that I wanted and I don't think he did a good job, he left 
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and I didn't get it. I just never have, but I think part of that had to do with my 
rearing because my folks used to say, you can do anything you want to do. They 
said that but, I didn't know what all the options were, what 18 year old does, and 
that our job to help them know what all the options are and we are going to be 
doing that next year at [a] High School. We are going to be all over those 
children, one by one by one! They're going to get good guidance, because we 
want to graduate students, but that's not our job, our goal is beyond that. We're 
supposed to be helping good citizens. 

Superintendent 4 

No, not really. I have been fortunate that I haven't felt that being a woman has 
held me back. 

Superintendent 5 

I don't think so, I really don't. My coach is a female so I don't think gender plays 
a part. I just am who I am. 

Superintendent 6 

It thinks it has to. You know, I think it is. When my girls were coming up they 
had opportunities to do, play soccer and do this and do that. I think team sports 
are really important, I didn't have that you know, I was a cheerleader. So, that 
cheerleader kind of mentality and attitude is maybe what sticks with you, I don't 
know. I think those four men years are really important. I think that the kinds of 
experiences that you have, I love to see girls getting involved in nontraditional 
kinds of course work, you know public safety you know that kind of thing. I just 
think that there is many more opportunities but for females coming up, typical 
path seems to be you know that they teacher and then you get into curriculum, and 
you're at central office and you might be a principal. I think that is the traditional 
path, years ago the traditional path for a man was you were a coach and I used to 
think that was kind of funny, I get the whole team concept, I think I have learned 
to do that. There wasn't a whole lot of instructional background and that didn't 
seem to matter. So, now I think that both sides are changing a bit. I think that, that 
will always be a factor. That you will have different ways to attack a problem, 
different ways to deal with difficult people, when you have a system, and you do 
have these people that just keep coming you used to call them cave people, they 
just came and messed up everything. You know, they will keep coming at you and 
at you. You know, you are not likely maybe get up in their face. You are probably 
now going to do that you'll try, listening, reasoning, and you can get your stern 
attitude on and out people off that way, but you are not going to get in 
somebody's face. I don't think that's the way you should do it anyway nut, you 
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know you don't have that ability, you have never had that experience of and 
sometimes men do, you're going to push me, I am going to push back. I think that 
I have learned how to go around that, but there are ways that you handle these 
things. You are not a push over and people figure that out, because you are not 
going to get what you want but, I just told you the very nice way. Then she asked 
me to leave. That's basically what I think is not going to change. 

Superintendent 7 

I don't think so but, it has to because it is a part of who you are. I have seen other 
female superintendents that are different from me as night is day and some men 
superintendents that are very much like me. So, I don't know if it is as much 
gender as it is personality or personal style and background. 

The researcher analyzed the answers to each of the questions asked in the 

interview using narrative inquiry. This included coding the data and identifying common 

themes that emerged from the data. These themes are discussed further in this chapter. 

Research Question Two 

Research Question #2: What were some of the obstacles and/or barriers, if any, faced by 

female superintendents in Georgia? 

The variables examined by Galloway (2006) in the path analytic model were 

confirmed by factor analysis and included the following indices: gender equality, 

recruiting and hiring practices, women's decision processes, career paths, and demands of 

the job of superintendent. These indices were used in this study to investigate the 

potential barriers that existed for female superintendents in the state of Georgia. 

The table below shows the results of the survey administered in Georgia. In this 

study, the researcher used the path analysis results from the Galloway study and describes 

the barriers women face in the superintendency. Descriptive statistics are reported for 

each index on the SSI. Twenty-five superintendents responded. For this instrument, a 
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ranking was used where 1 represented no barrier, 2 represented minor barrier, 3 

represented a modest barrier, 4 represented a strong barrier, and 5 represented an extreme 

barrier. The researcher calculated the means of each index. 

The first index in which the female superintendents in Georgia rated their 

responses regarding barriers to the superintendency was gender equality. Table 6 

provides the descriptive statistics for this index including mean, standard deviation and 

variance calculations for each index reported. 

Table 6 

Descriptive Statistics of Gender Equality as a Barrier for Superintendents 

Descriptive Statistics 

GE1 

GE2 

GE3 

GE4 

GE5 

N 

Statistic 

25 

25 

25 

25 

25 

Minimum 

Statistic 

1.00 

1.00 

1.00 

1.00 

1.00 

Maximum 

Statistic 

5.00 

5.00 

5.00 

5.00 

5.00 

Mean 

Statistic 

2.68 

2.56 

2.76 

2.88 

1.56 

Std. Error 

.24 

.25 

.21 

.23 

.19 

Std. 
Deviation 

Statistic 

1.18 

1.26 

1.05 

1.13 

.96 

Variance 

Statistic 

1.39 

1.59 

1.11 

1.28 

.92 

Shown in the table above, the hierarchical societal structure where men are assumed to be 

in positions of leadership was identified as a modest barrier. The individual components 

of the index, Gender Equality, are listed below: 

GE1. The presumption that men are more competent leaders. 
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GE2. The masculine structure of the superintendency. 

GE3. The superintendency being a traditionally male occupation. 

GE4. The hierarchical societal structure where men are assumed to be in positions 

of leadership. 

GE5. Intimidation by men used to make you feel undeserving. 

Based on the results above the hierarchical societal structure where men are assumed to 

be in positions of leadership was identified as a modest barrier. One female 

superintendent mentioned, "I faced many obstacles prior to becoming a superintendent 

because of my gender." Therefore, it is not surprising that this was the highest ranked 

category of all five categories on the Barriers to the Superintendency survey instrument. 

In the interviews, several female superintendents indicated that the good ole' boys' 

network was still alive. Superintendent 1 indicated that the "men's hut" was alive and 

well. She said, 

.. .they still have the old boy's network. I mean it runs real well.. .the good ole 
boys. There's still the men's hut. You know, and if you're not in the hut... 
um.. .and they do let women in. And I'm not sure what kind of women they let in, 
but they let them in. I think I may have been let into the tent, just a little bit, okay? 
Um.. .and I say a little bit because.. .um.. .1 think some of them are a little 
intimidated by me. 

Superintendent 1 also indicated that because of the good ole boys network there is 

a larger percentage of female superintendents in Georgia than in the nation as a whole. 

She indicated, "They reward the people they know and love irrespective of the work they 

did. They do. They do. And they take care of the people they need to take care of." 

Another superintendent suggested that an obstacle that females may face was "failure to 



play politics and become a part of the 'good ole boy' which is sometimes the girls' 

network." She indicated that this was a specific obstacle that she faced in the 

superintendency. 

Another female superintendent indicated that she faced obstacles in the 

superintendency including having to constantly prove that "(1) female leaders are as 

strong and capable as male leaders and (2) female leaders may bring more emotion to a 

leadership position than a male leader, which is not necessarily a negative." Additionally, 

another female indicated that she had experienced discrimination and barriers in her 

position of superintendent. She attributed these obstacles to the fact that "some believe 

that the supt. [sic] is not woman's work." 

The second category on the SSI involving barriers to the superintendency was 

recruiting and hiring practices. 

Table 7 

Recruiting and Hiring Practices as a Barrier for Female Superintendents 

Descriptive Statistics 

N Minimum Maximum Mean 

Statistic Statistic Statistic Statistic Std. Error 

Std. 
Deviation 

Statistic 

Variance 

Statistic 

RHP1 25 1.00 5.00 1.96 .24 1.21 1.46 

RHP2 25 1.00 4.00 2.16 .21 1.07 1.14 

RHP3 25 1.00 5.00 2.92 .24 1.22 1.49 

RHP4 25 1.00 5.00 2.76 .28 1.39 1.94 

RHP5 25 1.00 4.00 1.72 .19 .94 .88 
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The individual components of the index, Recruiting and Hiring Practices, are listed 

below: 

RHP1. Predominately male school board 

RHP2. The assumption that men have strong disciplinary skills and weak teaching 

abilities. 

RHP3. Male dominated networking/ socializing traditions like golf and hunting 

RHP4. Inequity in hiring or promotion based on "who you know" 

RHP5. Posted qualification/requirements for employment, (i.e. high school 

principal experience) 

Based on the data above, male dominated networking/socializing traditions like 

golf and hunting was ranked the highest of the Recruiting and Hiring Practices category. 

This was listed as a modest barrier. The assumption that men have strong disciplinary 

skills and weak teaching abilities was noted as a minor barrier. Additionally, the inequity 

in hiring or promotion based on "who you know" was ranked as a modest barrier. This 

was also mentioned in many of the interviews conducted. For example, Superintendent 

One indicated "My network helped me get stuff done. And it's a network that you take 

for granted." According to several of the female superintendents in Georgia, it is 

important for females to develop strong networks of individuals that can help them 

achieve their goals. 
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Table 8 

Descriptive Statistics for Women's Decisions as a Barrier to the Superintendency 

N Minimum 

Statistic Statistic 

Maximum 

Statistic 

Mean 

Statistic Std. Error 

Std. 
Deviation Variance 

Statistic Statistic 

WD1 25 1.00 4.00 1.52 .17 .87 .76 

WD2 25 1.00 4.00 1.68 .20 .99 .98 

WD3 25 1.00 5.00 1.80 .23 1.15 1.33 

WD4 25 1.00 5.00 1.88 .23 1.13 1.28 

The individual components of the Women's Decisions index are listed below: 

WD 1. Postponed career for marriage 

WD2. Postponed career for family 

WD3. Decided to take time for children before pursuing the superintendency 

WD4. Prioritized family ahead of career 

The Women's Decisions index was, overall, the second lowest ranked category, 

where many female superintendents rated each index a no barrier or minor barrier. 

Additionally, when asked to describe any interruptions in their career paths, each 

superintendent interviewed indicated that there were no interruptions in her advancement 

to superintendent. One superintendent said that, "Not really. There may have been a small 

waiting time, but I didn't view them as interruptions because I felt like I was doing what I 

was supposed to be doing at that time." Another superintendent suggested, "Other than 

my first baby, no. There were no interruptions." This support the claim that women who 



decide to get married, have children, take care of a family, or place family at the 

forefront, do not view these as barriers. These are simply acts of life that are obviously 

welcomed, in most instances, by these strong female educational leaders. 

The fourth category on Part II of the SSI was Career Paths to the superintendency. 

Table 9 provides the descriptive statistics involving this category. This category was 

ranked the lowest of all five categories. There were five indices under this category that 

the female superintendents responded to. The individual indices of the Career Paths 

category are listed below: 

CP1. Discouraged by peers to pursue the Superintendency 

CP2. Limited leadership opportunities leading to the superintendency 

CP3. Lack of advice related to available jobs leading to the superintendency 

CP4. Interruptions in career path 

CP5. Previous work experience incongruent with qualifications necessary for 

the superintendency 

The descriptive statistics included the means, standard deviations, variances, and ranges 

of the indices in this category. These data provided an overall explanation of the 

perceptions of female superintendents regarding the barriers involving career path 

interruptions that the female superintendents faced. These were viewed as self-imposed 

barriers and overall the female superintendents did not view these as strong barriers to 

their appointment to the superintendent position. 
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Table 9 

Descriptive Statistics for Career Paths as a Barrier to the Superintendency 

N Minimum Maximum 

Statistic Statistic Statistic 

Std. 
Mean Deviation Variance 

Statistic Std. Error Statistic Statistic 

CP1 25 1.00 5.00 1.44 .17 .87 .76 

CP2 25 1.00 3.00 1.24 .10 .52 .27 

CP3 25 1.00 5.00 1.76 .23 1.13 1.27 

CP4 25 1.00 4.00 1.68 .21 1.03 1.06 

CP5 25 1.00 4.00 1.56 .18 .92 .84 

Lack of advice, interruptions in career path, and previous work experience incongruent 

with qualifications were all identified as minor barriers. The first two indices, 

discouraged by peers and limited leadership opportunities, were identified as no barrier. 

This was supported by the interviews, where overall the female superintendents 

described their career paths as continuous and not affected by personal decisions being 

made with respect to their family. Ultimately, the female superintendents in the study did 

not view their individual career decisions as barriers to the superintendency. 

The last category on the SSI was Demands of the Job as a barrier to the 

superintendency. Overall, the female superintendents ranked these as the second highest 

category next to Gender Equality. Two of the five indices were ranked as a modest 

barrier. The other three indices were ranked overall as minor barriers to the 

superintendency. Table 10 below provides the specific, descriptive statistics involving 
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Demands of the Job as a barrier to the superintendency. This table includes the means, 

standard deviations, and ranges of scores for this category. 

Table 10 

Descriptive Statistics for Demands of the Job of Superintendent as a Barrier to the 
Superintendency 

N 

Statistic 

Minimum 

Statistic 

Maximum 

Statistic 

Std. 
Mean Deviation Variance 

Statistic Std. Error Statistic Statistic 

DJ1 25 1.00 4.00 2.04 .19 .93 .87 

DJ2 25 1.00 5.00 2.52 .22 1.12 1.26 

DJ3 25 1.00 4.00 1.84 .17 .85 .72 

DJ4 25 1.00 4.00 2.36 .20 .99 .99 

DJ5 25 1.00 5.00 2.56 .22 1.08 1.17 

The individual components of the category, Demands of the Job, are listed below: 

DJ1. Public arena of the superintendency 

DJ2. Stress and conflicts of the superintendency 

DJ3. Advanced knowledge and skills required to perform as a superintendent 

DJ4. Specific required knowledge of finance 

DJ5. Political nature of the position of superintendent 

These data show that the stress and conflicts of the superintendency along with the 

political nature of the position are modest barriers experienced by female superintendents 

in Georgia. The public arena of the superintendency, the advanced knowledge and skills 



131 

required to perform as a superintendent, and the specific required knowledge of finance 

were all reported as minor barriers. 

Interview Question 8. What are some of obstacles and barriers, if any, that you have faced 

in your position as school superintendent? 

Superintendent 1 

[ That could have been either of your Superintendent positions - Minnesota, Paradise 

County, or Palm County] 

It's interesting. I faced pretty much the same, except when I got down in the 
south. The barrier is that you are a female. And sometimes people (especially 
your employees) are not comfortable with the woman in the role of boss. 

Many times the people that you interact with outside of the school district are not 
comfortable with dealing with a woman. Down here in the south, I'm going to be 
honest with you, they don't expect a woman - and especially a black woman- to 
know what the hell she's doing. I know finance. I know building and construction. 
I know how to get a referendum done. I know everything I should know to do a 
creditable, superior, excellent job as a superintendent. And as one gentleman told 
me, "You know when they brought you in here in Paradise County, they said, you 
know you're new to the area and there are things you don't know. But they didn't 
count on you learning as fast as you did. And the only thing I had to learn in 
Paradise was what the culture would tolerate. I mean, I know... You know when 
I'm talking about warehouse and custodial work and overtime and so forth. I 
know when you start cutting people, when you take away people's overtime, they 
stop doing work for you. It's better to cut the staff and give them overtime. And 
they can do all the work because that's how they make their money. That's how 
they see or perceive making more money is in their overtime. When you take 
away their overtime, they absolutely will not do anything for you. 

Um, and in the south, there's a thing about women. They think they are 
progressive, but they're not. Women are not supposed to speak. And I'm a 
Northerner, and when I join a conversation that the men are having and can speak 
even more intelligently about the subject or more knowingly about the subject 
than they are, they're very intimidated and they'll move around. And so, I had to 
learn to keep my mouth shut. Um, but then I think southern women already know 
that. I don't know if you're a southern woman, but I think southern women 
know.. .they know the game. I've never played the game from being from the 
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North. I.. .1 sat at the table and did what I needed to do just like the men did. In 
the south, women keep quiet and go ahead and do what they gonna do. They're 
very passive aggressive. 

Superintendent 2 

I'll go back to when I was in Connecticut; I think that people from the south are 
perceived to be less smart by people in the north. Not less smart but less savvy or 
less, just less knowledgeable, you know, again I try very hard to annunciate every 
syllable to out every ending on words so I wouldn't sound as southern. I had a 
great board though that supported me, but it was just people in the community 
that some parents that I dealt with, well what do you know, you're from the south, 
so I think that was a barrier. Not that I was a female just that I was a southerner. 

[What about in [this county]... barriers or obstacles in your profession?] 

Absolutely not, my board from day one, naming me the only finalist, I am the first 
female superintendent this district's ever had and I adamantly networked the 
NAACP, because we have a large African American population and I wanted to 
have good relationships from day one. I was very well received because I made 
efforts, I didn't wait on a problem to show up at my door, you know I said I 
wanted us to work together any time you had questions, I want you to come 
directly to me, give me a chance to tell who what's going on before word spreads 
into the community, but I don't consider that a barrier I just consider that part of 
my job. I am in my second year in this position tomorrow if the board leadership 
changes someone could want me out of here, but you're always prepared for that 
and that's part of being a superintendent. 

Superintendent 3 

Well, I think in any position, there is going to be some frustrations. When I 
worked at the state department I thought, this is hell of democracy and I Delight 
County it was just as bad, so many layers, that was one frustration. If you know 
something needs to happen, you want it to happen right now. I can't do that now 
without, I want to make sure the board know, that my obligation, to keep them 
informed and take direction from them. That's also, I think the obstacles would 
really be more frustration, big frustration now is, the challenge of the economy 
and the budget. We don't even know yet what we are going to get from the state. 
Just trying to hold on to programs and hold on to positions, but in terms of 
obstacles, I think I've been very fortunate. I've worked with good people, all 
along the way. There was one person I really didn't care for much but she isn't 
working anymore and she's not here, it was a long time ago. You know there are 
going to be those people, but I think I've been really fortunate. I did have a 
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woman in Delight County that I think thought that I had some promise so she was 
always very encouraging. 

Superintendent 4 

It is difficult to become a superintendent in the community that you've lived all of 
your life. Sometimes this is an advantage, sometimes this is a disadvantage. 

Superintendent 5 

Probably the biggest on was my inexperience of the superintendency. I am 
learning. I really haven't experienced any other barriers that I can think of. I am in 
the biggest is my learning curve. 

[Are you ever faced with challenges of barriers because you are a female in that 

position?] 

I don't feel like I have. Once in a while I think it might bother one of our 
principals. I think the more he gets to know me the less that's going to be 
problem. 

[Has there ever been a female superintendent in your county before?] 

There has been two. The last superintendent was a male and the one before him 
was a female. Then the other female was back in the 1940's. 

Superintendent 6 

I think every woman; you don't commend as much presences immediately. I 
happen to be a small person; I am 5 feet that adds to it. I have noticed over time, 
because I worked with some ladies at the principalships that were like 5'9, big 
women. Their just seems to be something about that issue, that height that stature 
issue. I know that in meetings, women are most likely to interrupt they're more 
polite. You don't find as many women stomping over someone that is saying 
something. I think people think that, I get the sense that they think if you are 
reserved or soft spoken, that perhaps you are quite and gentle and you might be a 
push over, and nothing could be further from the truth. What you end up being is 
very strong and almost steel magnolia type. You make decisions, I have made 
very tough decisions, I have closed schools, and I have had to fire people. I have 
dome a number of things, we have built buildings but, you do it in a way that 
you're hoping that you are protecting people's dignity but, I think that is an 
obstacle. I don't know if it is so much the same now, because we see more and 
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more women coming into the superintendency. I do think that there is still think 
there is still kind of the cliques that develop and I have observed it. You can go to 
a superintendent's meeting and you'll find groups of people gathering. I think 
women are not as adapt as creating their own network, and they need those. The 
other obstacle you face, is if that you are a young female and you are coming up, 
you could face harassment or comments, or things of that nature that are really 
related to you as a female as oppose to, you as an employee. 

Superintendent 7 

It is still a majority male field and, the other school superintendents have been 
very warm and welcoming. However, it still feels like the community is men. 
When you look it is changing, 5 years from the women. Of course gender and 
background experiences are different. Other women superintendents I have met 
are very much like me, they tend to be older and have had more time behind them, 
and they have had a lot of time in the classroom. Just because you are women, 
you have had a past experience of being mothers, having families, putting your 
family ahead. Whereas the men find large amounts in the superintendency. 
Whereas women, they go into administration much earlier in their careers and, 
have all of the things in common. So, I am beginning to see a change and, 
beginning to see some younger women that are not teaching as long and knowing 
that, that is their goal. 

Interview Question 9. What personal and/or professional barriers, if any, have you 

encountered in your path to appointment as superintendent? 

Superintendent 2 

I mentioned timing, you know having to perhaps to bide my time until the right 
position came. I think it's very important I be right for the position and the 
position be right for me, not just get a position to get a position. So, I think timing 
probably was a barrier, just having to understand and be patient until it was the 
right job for me, because you can get the wrong job. 

Superintendent 3 

Well, I would have to say that my professional role models were not in education. 
My professional role models were my parents. They valued education, continuing 
after high school, it was just you go and not where you go meaning college, it was 
just an expectation. They expected, of course my daddy used to say, you don't 
have to be the smartest kid in the class, but you have to be the best behaved. He 
also thought I was being the smartest kid in the class, I wasn't, you know there 
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was just that expectation. That never went away, when I came down from state for 
labor day weekend, I brought these grants down that I was looking at and he about 
drove me crazy all weekend asking if I had finished those grants. I said daddy, is 
this like finishing your lessons, have you finished your homework. I was like 
daddy I've never been fired from a job. They were super conscientious they were 
important, my daddy was on the board, they just valued it and I saw their work 
ethic. My mother worked with my dad and they had a work ethic that wouldn't 
wait and my brothers got it too, I mean you do what you have to do to get it done. 
Then there were other people on the way and I know you know this. I think my 
professional hero is [my husband]. I mean he's my husband but, he's also my best 
buddy. He was a great sounding board and we worked at the state together, but 
then he left. He was always a good sounding board, he was in [one city] and I was 
in Delight, I think I was a sounding board for him but he was also one for me, just 
a big supporter. 

Superintendent 4 

I haven't experienced any barriers that are out of the ordinary. We always "put 
out fires" or have challenges, it comes with the territory. 

Superintendent 5 

Sometimes being form here is a barrier. People think they know me and they 
think I'm going to do what they want me to do, because I do know them. It's also 
hard to get through the grocery store. 

Superintendent 6 

I don't think there were so many barriers with my colleagues in instruction you 
know, there's a lot of people who will say oh you can o instruction, you can do 
grants and plans and there are certain responsibilities in public education, which 
people tend to see as females. So I didn't have any problems will colleagues you 
know, internally in instruction, sometimes there are boards that you know don't 
see you as the person that could become the main leader, you not quote the 
complete package. I think that you face that kind of thing, if you had bosses that 
were mostly male. As it is by the fact, when I took on the job of the person that 
left before me, I didn't get the title, I got the job but, I didn't get the pay. It was 
totally illegal but, you know that was the kind of thing that was done. I think that 
there are those kinds of barriers again, not being able to have that mentor, that 
person that will let you see the inside what really goes on, limits what you really 
know. I always watched carefully at every board meeting, I would always take in. 
every chance I got I just watched an observed but, if I had somebody to let me be 
in on the decision making. If you are a female and there is a male and I am 57 



years old, it may be changing now, but at that time you couldn't really butting 
around with the now superintendent, everything is like that. 

Superintendent 7 

I think managing a family. When my children were at home, they are grown now 
but, just juggling that. I don't know if that is a barrier exactly because it was kind 
of a choice. I found just my personal experience of choices had to be made at 
certain points in my life and, it needed to be there. The other thing is mobility; I 
was in a situation where I was under my children, particularly my husband. He 
owns a small business. I was not willing to move to opportunity and as I said, I 
didn't plan to become superintendent. Had I wanted that, though, I would have 
had to move. 

After conducting the research, the researcher discovered two questions that 

emerged from the data and were unanswered by the researcher. The theme that prompted 

this further investigation was the discussions of discrimination experienced in the 

position. For example, Superintendent 1 stated, "Women experience an amount of 

discrimination; women of color experience discrimination; the most tangible area is that 

of pay. They will pay a first time super more money than an experienced female." 

The data showed the researcher that female superintendents in Georgia prefer not 

to be singled out because of their gender, specifically when referring to barriers that have 

been faced. Several superintendents indicated that there were some struggles and barriers 

that were faced that were not different from those that men face. They liked to look at 

the barriers and obstacles from an androgynous perspective. Nineteen respondents 

indicated not having experienced discrimination in the position of superintendent. Six 

respondents indicated having experienced discrimination in the superintendency. 

There were twenty five responses to this item on the SSI. Nineteen 

superintendents responded as not having experienced discrimination in the 



137 

superintendency. Six respondents responded as having experienced discrimination at 

some point in their position as superintendent. The researcher contends that many of the 

female superintendents were within their first three years as a superintendent; hence, they 

had not been exposed to discrimination being so early in their career. This information 

was tied to the qualitative data results in order to determine how these female 

superintendents overcame the barriers and discrimination that they had been faced with in 

their position. It is important to triangulate this information with the superintendents' 

responses to the open ended items on the survey, as well, to see the full picture. 

Using SPSS, the researcher calculated means for each group. While there were 

three groups involved, one of them (female superintendents with 1 to 3 years of 

experience) reported no experience with discrimination; leaving two groups to be 

analyzed. 

Table 11 

Discrimination as a Barrier & Years as a Superintendent 

Discrimination 

(yes or no) 

No 

Yes 

Years 

1-3 

10 

0 

as a Superintendent 

4 -10 

9 

4 

>10 

0 

2 

Total 

19 

6 

Total 10 13 2 25 
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Overall, it was determined that women that stayed in the superintendency for 

more than 3 years began to experience discrimination in the position. Based on the 

statistical results, the researcher concluded that the female superintendents with less than 

four years of experience were less likely to report having experienced discrimination in 

the role of school superintendent. Superintendents with 4 - 1 0 years in the position 

experienced discrimination at a greater frequency than novice superintendents (with 

fewer than four years of experience). 

New superintendents in this research study did not indicate that they experienced 

overt discrimination in their position. The researcher discovered that the female 

superintendents were comfortable explaining barriers that they had faced in the 

superintendency or in their path to the position; however, they were hesitant to identify 

the barriers as discrimination. They preferred to use the term barrier or obstacle, rather 

than discrimination. This affected their response to the survey question, which presented 

a unique response bias. 

The researcher contends that there are many factors that may have attributed to 

novice superintendents not experiencing discrimination. For example, the Georgia School 

Board Association assigned a mentor to each superintendent that had less than three years 

of experience in the position. This relationship may provide evidence that female 

superintendents need support and have a different outlook on the position when paired 

with an expert mentor to guide them. 

Some of the testimonies of the female superintendents provided useful 

information to support the reality that some females in the position of superintendent in 
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Georgia face discrimination, but prefer not to refer to it as discrimination. The more 

accepted term was barrier rather than discrimination. This could be attributed to the 

negative connotation associated with the term discrimination. 

Superintendent 1 suggested that "the barrier is that you are a female. And 

sometimes people (especially your employees) are not comfortable with the woman in the 

role of boss." She also suggested, 

Many times the people that you interact with outside of the school district are not 
comfortable with dealing with a woman. Down here in the south, I'm going to be 
honest with you, they don't expect a woman - and especially a black woman- to 
know what the hell [sic] she's doing. 

Additional patterns and themes emerged from the interviews. Several questions 

were asked by the researcher in order for them to provide testimonies from their 

experience as a public school superintendent in Georgia. For example, the research asked 

the interview participants to describe their role models. The participants were asked to 

describe who in their early childhood and adolescent life influenced them positively in 

terms of goals, morals, and beliefs. Interview Question 21 asked Who was the most 

influential person as you were growing up? How do you feel that they shaped you? What 

values/attitudes were instilled as you grew up? Any particular comments made to you as 

a child that influenced your concept of self?. The responses varied. They are listed 

below. 

Superintendent 1 

My role model was Ruth B. Love. She was the first superintendent I could really 
look at close up in the Public Schools. We had 600 schools and you never saw the 
Superintendent except in the newspaper. 



Superintendent 2 

Well, I would have to say my father and my mother. My father never treated me 
as a girl, because I mentioned my upbringing or how I was raised. I was a surprise 
I was born to my parents later in life, I was not expected and thank goodness that 
was before abortion, I am glad to be here. My father wanted a boy, so badly that I 
think my sister was very quiet and shy and I was the opposite. I think that, so 
there was nothing he ever kept me from doing, as far as, I trailed after him more 
than I did my mother. So, I think, probably primarily my mother was teacher and 
a wonderful influence, it was the fact that my father never treated me fragilely 
like girls might get hurt. 

[Well, how has he shaped you?] 

I think to not be afraid to try new things, to not ever think there is something I 
can't do, you know. I am talking when I was older he would allow me to get a 
chainsaw, I mean things girls would never do, help me cut down trees, taught me 
how to drive a tractor and back up the thing behind it, because we lived on a farm. 
Things that now day's girls do, but they didn't do in my generation. 

[What values or attitudes were instilled as you grew up?] 

To always be proud of whom you are and where you came from. Don't be 
ashamed that you weren't born with a silver spoon in your mouth, you know you 
were raised by hard working parents, who valued Christianity and spiritual 
principals who you valued how you treated other people is what you get back. 
You thank the lord for all the goodness he brings you. 

Superintendent 4 

My father was the most influential person in my life. He has always encouraged 
me to do my best, and strive for excellence. I've also had several influential 
teachers who pushed me to utilize my talents. I'll never forget a comment made to 
me by a School Board member who said, "Never apologize for high expectations 
for yourself and others." I totally agree with this statement. 

Superintendent 5 

My father, he was a PTA and he went back and got his law degree. He also 
pushed me, he was also easy going but he showed me the value of education. Just 
supported me in whatever I wanted to do that' the reason it took me 15 years to 
get my first degree. I did learn that education was something no one could take 
away from you. I also learned not to stress over things. 
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[What values and attitude were instilled as you grew up?] 

He did respect for others was a very important characteristic. That's very true in 
whatever job you do. To be a good listener and to respect people, it's just an 
important characteristic. 

Superintendent 6 

I would have to say my parents. Again them being my dad, he only got to the 6th 

grade, so he always had to work as a waiter, he worked very hard and they always 
put us first. Education was very important; my mother wanted to be a teacher and 
couldn't be because her parents didn't have the money, so she became a secretary. 

Superintendent 7 

My grandmother was the most influential person to me and my grandfather. 

[How do you feel they have shaped you?] 

My childhood was very different, I was in foster care for a while, and I would say 
that the whole thing made me resilient. 

[What values and attitudes were instilled as you grew up?] 

The attitudes that were instilled in me were perseverance and independence. 

[Were there any comments that were made to you as a child that influenced your concept 

of self?] 

I don't remember comments but clearly, because of what I just said to you. I had 
gender roles that were in my mind. 

Additionally, the respondents were asked to describe who their professional role 

models had been and how they influenced their career path. Interview Question 22. Who 

were your professional role models? How did they influence your career path? 

Superintendent 2 

Well, I think the principal that I worked for as a teacher when I started out who 
later hired me as my first assistant principal. He defiantly was a role model, I 
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think also, I think every principal I have worked for I a role model, because what I 
did was learned the best qualities or adapted the best qualities of all those 
principals I worked for and developed my leader ship style from what I liked best 
about each of the, without cloning myself to any person his name was Maurice 
Blair and he greatly influenced me. Well, two superintendents, the two 
superintendents from the County school district had a great deal of faith and 
confidence in me. JW was brought in; we had three systems that merged ... So, the 
superintendent from the other county and the superintendent after we merged, he 
was brought in from [another state], he's now in .. .Maryland. He's probably one 
of the most top head superintendents in the nation and he still calls me to this day 
to see how I am doing, but there was something about, he had to pick out who 
when he was new noticed who might be able to help him? He asked me to pull the 
three principal groups together and I was able to do that successfully and so he 
knew who I was. It was a real big district, when I went to tell him I was leaving; 
he said you're the first principal who's ever made an appointment to see me. 
There is so many layers between the principal and the superintendent, probably 
like in Another county. I said well I won't talk to you, I want afraid of anybody, 
he has helped me, when I was in Connecticut he'd say be sure you quote this in 
the newspaper, he would tell me what to say. 

Superintendent 4 

My eighth grade social studies teacher helped mold me into an educator and 
musician. She insisted that I share my talents and would not allow me to sit out. I 
had to dance. 

Superintendent 5 

One of the past superintendents is probably my role model. He hired me; he was 
also my high school teacher, before he became superintendent. He was just a 
super teacher, just wonderful in the classroom. Then he became superintendent. 
He gave me my first job and actually let me know when there was going to be 
other openings and helped me throughout my career. He now works at the state 
transportation state department and still comes by here with bus changing and 
things like that. I still see him a good bit and he lives here, he from here. He was a 
wonderful teacher. 

[How did he influence your career path?] 

He talked me into staying into education, once I graduated in '88. He talked to me 
about a job, the only job he thought he was going to have opening, I needed a 
different certification for, and he helped me get back in the school where I started 
subbing. I think I subbed for three days and I decided that this inst what I wanted 
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to do. He came and talked to me about it and explained three days of subbing 
wasn't a basis of being a teacher and how rewarding it was. He talked me into 
going back and getting a certification I needed for the job and helped me every 
time I've been promoted, and he came and talked with me and counseled me. He 
is just a good support. 

Superintendent 6 

...I think that when I got into education and I realized I wanted to go further, I 
had a male principal that encouraged me, so that was a positive, gave me things to 
do and let me do things. Then I had a superintendent that was a male, which I 
absolutely thought the sun rose and set. I think he was the best superintendent was 
for a number of years. So, I learned a lot from him just on the positive side 
watching him. Then I learned a lot from him negatively when things started going 
downhill and, I learned what you don't do. So, I think probably that would be it. 
The other person I think I learned a lot from was my husband who was also in 
education. He was an administrator before I was and, in the same system, that 
could be very difficult for a married couple. We learned how to separate 
ourselves, I mean, I might me in a board meeting and he would be being torn up 
and I would just sit there with nothing on my face. You know, a lot of time people 
didn't even know that we were married for a long time. Then I basically went past 
him, he was a director and I ended up going past him. He was extremely 
supportive, but I learned a lot from him and he just sat almost very opposite to 
mine. He's big, he's boisterous and I was never going to do that, it wasn't in my 
makeup. I watched him but, I learned how to do things differently. 

[How did they influence your career path?] 

The principals definitely helped me, he encouraged me, he gave me things to do, 
and he recommended me even though he was going to lose me as one of the staff 
member. He did what I would do in terms of if I had a really good person I 
wouldn't want to hold them back, just because they could do everything I wanted 
them to do, you don't hold them back from doing something else. So, you know 
he encouraged me; he really gave me that leg off. The superintendent was 
encouraging for a while but, then it turned. From him I learned that there's a point 
at which, just because you person is the boss, if they are not doing what is right, 
there is a time where you have to be strong enough to stand up and I learned how 
to stand up. So, I guess those two. 

Superintendent 7 

There are varieties. My principal is someone that has been a mentor. She was the 
principal of the school that I soon became principal of later. The professor at the 



University of Georgia, Carmen Brown, who was in my leadership program, was 
the most hands on, practical advice, individual. Those are the two that really come 
to mind. 

[How did they influence your career path?] 

There was one woman that I referred to earlier. She was a strong woman, she 
could have been a superintendent and she just gave me confidence. Dr. Brown he 
put something in my mind when he said, you don't want to be a superintendent. 
So, I think me made me realize that it is another role of confidence, it was 
possible. 

The superintendency is one of the most powerful positions in the school 

organizational structure. Hence, it is demanding in terms of the time required of the 

leader in the position. This prompted the researcher to investigate how female 

superintendents balanced their time. Using Interview Question 23, the researcher asked 

How do you balance your personal and professional life?. The responses are as follows: 

Superintendent 1 

I don't. Now that I'm married, I have a husband who's gonna help me. He said 
you can say I've gotta go take care of my husband now. 

Superintendent 2 

Well, when I first became a principal I didn't know how to balance, my daughter 
was in 6l grad at the time and I would work on Saturdays and Sundays. Finally, 
my husband said, you know you've got to give us some time at home, and so I 
was trying to do everything myself, that's when I learned, you have to delegate. 
You have to prioritize what's important that you get done and the world won't 
come to an end if you don't get what you want to get done. I really learned during 
that first principalship how to strike a balance, how to attend the things I needed 
to attend, how to know when it wasn't ok to attend something, selective worrying, 
picking the battles that you fight and not beaten yourself up if at the end of the 
day you don't finish everything on your check list. It was important that I be able 
to go to my child's scouts and band and her ballet, and all that stuff, it is 
important that I had one on one quality time with my husband. 

[That was during you first principalship?] 



I really did learn it then. Survival. I've gotten a lot better at it; the more mature I 
become the more better I get at it. 

Superintendent 3 

Well, you have to get away from this sometimes. Living in Bliss you have to get 
away, you know what I mean. I was talking to [another superintendent], I said you 
know I can't go to a restaurant in Bliss and have a glass of wine. I can't do that 
because I might see a student who thinks wow, she's drinking. You have to 
achieve a balance and some days at the end of the day you have to say, I've done 
as much as I can do and you have to be willing to let other people do what they 
need to do, I don't think I am a dumper but I am a delegator. That's their area of 
experience; you're going to have a better decision if you allow them to participate 
in making it. You've got to find time for yourself. I am a walker. I am a worker in 
the yarder. And you know we'll go out of town. We have a little place in Florida 
and we will go there if we have time. Grandchildren are a wonderful outlet. You 
just have to be able to walk away from it. 

Superintendent 4 

I have an incredible support system. My husband works one week out of the 
month as a deputy clerk of court. He's available to serve as a stay at home dad. 
My mom and dad and mother-in-law are huge helps. I feel I do a good job 
balancing work and play. My family comes first. 

Superintendent 5 

That is actually not a problem for me. My children are grown and my husband is 
very supportive. He gets aggravated once in a while when I work late, all week 
long, but I don't think [he's] seen anything like the month of May is going to be. 
He is very supportive and very understanding, so it isn't a problem for me. 

Superintendent 6 

I don't think there is a balance. I have never done that and, now that I am getting 
to a point where probably 4 years from now I can retire, it concerns me. Now, I 
don't know if there are many superintendents that have a life outside of what they 
do. That is something that I must have missed that page. I would say that people 
need to do that, you know it was my family and it was my work. You know, I 
would go home from whatever hour days I would have and, like most women do 
the laundry, clean the house, and cook dinner, I mean, that's just what I did. So, 
there wasn't any sense of this is my time I am going to learn how to play tennis or 
go bike riding or that kind of things. I don't think I ever did that, so that's 



something I would caution younger people to do. Try to find a way that you can 
do something different, have a hobby, have friends, co you can just release stress. 

Superintendent 7 

I don't balance it well sometimes. I do make it a priority; I do set goals to not do 
any work, for my family or just for myself. I did a program right during the 
middle of my specialist degree and probably, one of the things that should have 
helped me would have been, managing time and prioritizing. The philosophy was 
valuable and I kept it until this day. The Seven Habits of Highly Effective People 
is the resource. It talks about the importance of balance and that you plan your 
thinking time just as you would plan your doctor appointment or whatever. Don't 
let those kinds of things get eliminated. 

Research Question Three 

Research Question #3: How did the female leaders overcome those barriers? 

While several of the female superintendents indicated that they had not 

experienced discrimination, they were comfortable explaining that they had experienced 

barriers in their path to the superintendency. In response to the following question, one 

female superintendent offered strategies to overcoming barriers that she had faced in the 

position of superintendency or in her path to appointment to the position. 

Interview Question 15. What strategies did you employ to overcome any barriers that you 

have faced? 

Superintendent 6 

I just think you know. You basically figure out that, you know who you are. You 
go through different things that are really tough so you become stronger. So, you 
know who you are personally and I think when you know that you deal with 
things, it's almost innate you know, like you deal with kids. When you are in the 
classroom there are teachers that just know when a child is having difficulty, they 
may be acting out but, it is not about you, you know how to take them aside 
quietly. I think so many things that are very similar to how a good teacher deals 
with situations. You don't attack the whole class because you had one child, you 
are going to deal with one child, and you are going to deal with them privately. 
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The same thing carries through with employee, I think that other thing for me is, I 
have learned what it's like to be on the other side of something and you try not to 
forget those experiences just because you can and have the ability to bother 
somebody or to hurt somebody to destroy their career which you never should do. 
Just because you have that ability, you have to work even harder to make sure that 
they get what they deserve you know, a fare shake and a way to improve. Then, if 
you get to a point where they're not doing what you need them to do, that's 
another story. I think digging down into the kind of person you were, how you 
grew up. My family didn't have much, I was the first one to graduate college, and 
they struggled for everything they had. So, hard work is the key to me and 
respect. My board members sometimes say to me, you are always so respectful to 
us. I also think that the other piece to this is communication; I try to communicate 
to my board member individually because I don't violate. I communicate 
individually; I try to make sure that they are the most well informed board. I do 
the kinds of things that make them look good. I think some of those things are the 
kinds that you learn as you grow up. You know, sometimes it not husbands who 
sends flowers or cards. So those are the things I think a woman brings to the table, 
so you can have a good communication system with your board and you respect 
them and you know it they respect you, you have norms up front. I have a great 
board. I'm really blessed but we have worked at this again, you don't let your ego 
get in the way. You want it one way and somebody wants it another way you. My 
first ok, what do you want if a parent comes up here, what is that you really want. 
If I can't do that, I will tell them that I can't now, if there is something else that 
we can do to make this problem go away. I think it is mediation so, I guess I call 
on those kinds of things. 

With the intent to further answer this research question, the researcher collected 

the interview participants' perceptions regarding roadblocks to their advancement to the 

superintendency. The researcher asked the practicing female superintendents the 

following question, Interview Question 24: What factors do you feel contribute to the 

success of women administrators?. Several of the interview participants' responses are 

below: 

Superintendent 2 

I think, they don't think they are different from anybody else. They are confident 
in their abilities and knowledge and they don't play the gender card as reason for 
getting something. I am not a women libertarian, I very much am, you know when 
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I am with my husband I am his wife, I am not his boss, but I am the boss here. I 
just think that women have more opportunities now than ever before and they 
should not shy away from getting out of their comfort zone and not be afraid to 
try something new. I think knowledge and skills- they're taught the same way as 
men and taught the same information as men, so why not use it? 

Superintendent 4 

I believe women administrators have good relationship skills and know how to 
connect with others. 

Superintendent 5 

I really don't know. I don't know, and some man has a caring kind of attitude 
also, so I think overall women probably listen better than men. Not all women and 
not all men, but I think of all they do listen better than men. You got to listen to 
people and you got to care about people and you have to be comfortable around 
kids. I don't know if women do that better than men, but in Supreme County I 
think they do a little bit better job at that. 

Superintendent 6 

I just think that they have a caring and compassionate spirit but, I also think that 
they are really good at organizing and planning. Those are areas that I think if you 
don't plan properly, you can be the most charismatic person in the world but, 
when it comes down to putting forth a strategic plan or reorganization program 
where you are closing or opening schools, you know, you better know your stuff. 
I think that females are good at that; I also think that they are good at juggling. 
Just like I said, right now I am dealing with an aging mother, she had to be in a 
rehab center, she's in Florida, and I am here. So, you learn how to juggle your 
personal, emotional kinds of issues and keep those plates spinning. You know, 
you learn how to make sure that when you come into work that you got that and 
you're focused on that. So, I think that women are very good at those different 
skill sets. I also think that they are good at bringing; I think they want to train 
people and they want to bring people along. I also think that they are very good at 
communicating. 

Superintendent 7 

I want to go back and say confidence, confidence in your ability and willingness 
to keep learning. 



The female superintendents wanted the message to be clear to females that being 

female is neither a crutch nor a hindrance. Females have the same opportunities as men 

and should be willing to take the risk necessary to obtain the success they desire. There 

are difficult situations as in any career field; however, as a whole the female 

superintendents indicated that with the right amount of knowledge and experience, 

women can be successful in the position. 

Interview Question 7. What specific professional and personal characteristics enabled you 

to achieve the top school position? 

Superintendent 2 

Well I wrote some things down. I think attitude, attitude definitely. I am a warm, 
sincere, friendly approachable person and I think because of my variety of 
experience, I've worked in every grade level K-12. That also helped prepare me. I 
know the whole continuum of education. I think that made me credible. I think the 
people know that I have walked in their shoes because I have been a teacher and I 
have been an assistant principal and a principal and I've been a central office 
person, so I've been in everyone of those positions, so I think it made me credible. 
I think that I have always been very proactive. When I've taken on a new position 
as far as trying to determine what were the strengths, what were the weaknesses, 
what needs to be fixed the most and what needs to be fixed the fastest, so I think 
visionary is the best way to describe that. 

Superintendent 3 

Well, I don't know, what do you think? I think some of it was luck. I like people, 
I care about people, but also those relationships you build are important. There's 
got to be some substance underneath, I hope along the way I had credibility in my 
field, I had credibility in special education. I did know a lot about special Ed, 
because I grew up with it, as it was evolving, we old special administrators would 
say, what are those young ones going to do, they're not going to learn all this 
stuff. At one point I said, we know it because we grew up with the law, we were 
working before there was a federal law. Maybe they'll do better, because they 
don't have to unlearn everything we've learned to learn something new. They 
don't have to get rid of all those old; they don't have to make the paradigm shift, 
they we'll have to make, so maybe they'll do better. I hope that I developed some 
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credibility with what I knew and then was able to communicate that to other 
people. Another thing, I think my word is good, I tell somebody I'm going to do 
something, I'm going to do it and if something happens and it can't get done, I 
make sure they know why. If I've got two parents I need to call back, then I'll call 
them back. I'm not might not make them happy, but I will call them back. I think 
my word is good, and I think that's part of those communication skills. To make a 
mistake, I'll be the first one to say, oh man we shouldn't have done it this way 
and we all make mistakes. Just try keep the lines of communication open, work 
with folks, have a good plan and always have that goal that what we are doing for 
children is what we need to be doing. I do think that the rearing that you have as a 
person is important. Just like I grew being taught that you treat people the way 
you want to be treated. You know what, if people do that, we will be fine. 
Teachers will be fine if they do that. Parents will be fine if they do that, and 
students will be fine. I think that there is no substitute for good old common 
sense. My folks both had good common sense, and they were pretty well 
grounded. I had a good family; I had a family that was good role models for me, 
my grandparents were role models for me. I had a granddaddy that opened his 
own business and did very well yet he was always nice and accessible. 

Superintendent 4 

I believe my ability to communicate effectively and relate to stakeholders has 
helped me achieve the top school position. 

Superintendent 5 

Probably because I was from here and because I have worked at every level there 
is to work in the system. People here know me. I think integrity, and because our 
last superintendent had some problems with that. That's why he left. Two of our 
board members were here when I was assistant principal at the high school. They 
knew me. I have always tried to work hard at every job I have had. I think another 
thing that helps was our SACS evaluation. It was the first year I was pre-k 
coordinator and SACS. Did a district wide SACS evaluation, and I was in charge 
of it. I think that helped also because I had to work with the board and I had to 
work with every staff in the county to do it. I think that helped people realize that 
I had a little bit of sense, but I would work hard. 

Superintendent 6 

I think that I listen to people. I try to respect their opinions. I am careful how I 
state my points, but I am relatively direct, I have learned that. I do it in a way that 
it doesn't immediately smack someone in the face and off puts them. I have 
learned to be collaborative. You can't get everything your way, and that if you're 
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going to be successful then all the information you give to people needs to be 
calm and comfortable to you and not afraid of you. I have been on those sides, 
and you know and I know what it's like when the superintendent is annoyed. 
When you are not on the right end of that stick and you tend not to say anything, 
because you are scared, you don't want to get smacked. So, I am very careful of 
how I use the power and I have learned that and I have watched as I have come 
up. Being an instructional person I have watched, you might be a person working 
very hard to implement various things and, if there is a change in superintendents 
and they don't agree with something, or they want to bring their baby in, then 
those things can turn into heart beat, if you don't have the support of the 
superintendent. My personal qualities would be, not to be off putting, not to be 
over bearing, because I think we get a lot of things done that way. Also, to make 
sure that I don't have people around me that are just yes people but, I also try to 
be comfortable making sure that when we are in meetings, you get into a staff 
meeting and the first 15 minutes of the meeting, staffing used to be about football 
and basketball games. All things that maybe you might not be part of, and that 
immediately separates you from the group, so I try to make sure that I am being 
incorporated, with my own staff. I think learning how to listen to people, putting 
whatever it is you're working on down and letting people come in and talk with 
you about things, whether they be teachers, principals, or parents or community 
members. 

Superintendent 7 

I think resilience and flexibility and open mindedness. You have to have 
organization and the, I call them the "handy skills" but, you have to have 
organization, time management. If you are not open-minded, you can't see your 
vision; you can't really think. I think a personal attribute that has made my 
leadership different, I say different in a way that I have seen my school or an 
organization grow, is that they don't have that set assignment or agenda of how 
people do the work. They're just what we all want to see. So, I think that building 
on that common strength is strength of mind. I don't micro-manage, dictate nor 
assume to know how about to get there the best way. I think I delegate very well 
and I do ask for help. 

Interview Question 25. Share some lessons you have learned in being politically savvy? 

How did you learn to negotiate? 

Superintendent 1 

Um, but I wasn't paying attention to the politics. I thought it was enough just 
being from the hometown. And that I knew there were a lot of people that worked 
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there, but those weren't the people that were going to make the decision. I didn't 
pay attention to the politics. And so, I didn't get the job. And I went back feeling 
bad. But what it did do was it heightened my prominence in the whole scheme of 
superintendencies, which again was something I was not astute to. I wasn't savvy 
even then. I wasn't savvy at the state Department. I wasn't savvy with this 
particular job. 

Let me tell you about politically savvy.. .How did I learn to negotiate... I had a 
class in negotiations and one of the things I learned is that I am not a good 
negotiator. That's the first thing I learned. I don't have the time nor do I have the 
patience that you have to go through negotiating different things. 
Um.. .politically savvy.. .Um.. .1 probably became most politically savvy when I 
had to leave Paradise. Um.. .and it's.. .you know you think.. .1 wanted a second 
superintendency because I always planned to go back to the university and teach 
so I can develop leaders. And I figured I have more on my resume if I could say I 
was a two district superintendent as opposed to a one district superintendent. And 
I've done small districts and I've done large districts, okay. I've done urban. I've 
done suburban. So, I figured that's gonna.. .you know.. .give me some.. .anyway. 
Um.. .but that's where my political savvy came from.. .having to leave. And so, 
now I can talk about how you leave a superintendency. Which is something that I 
really want to do some writing on because everybody's gone leave. It's just about 
when and how. 

Superintendent 2 

Well, from a principalship to teaching and [finding out] who the teacher leader is 
unofficially and knowing who you got to win over or get on your side to get 
anything done as a superintendent. .. .having outstanding two way communication 
with your board members. The biggest way a superintendent can get in trouble 
politically is to not let their board know what's going on. In a district as 
superintendent, kind of again kind of knowing who the key players are in the 
community. Many are not identified as a political person such as a senator or a 
representative , but they have a lot of political power. A superintendent has to be 
visible enough in community functions and happenings to know who the movers 
and the shakers are. I just think you have to really learn your community, 
whatever that community is, whether it's a principal or either a school 
community, or a district office staff. 

[How did you learn to negotiate?] 

Through being married. Really through... raising children, being 16 with my 
parents and wanting the car. I mean, you start small ways; you start small ways in 
learning the give and take process. As you get older the stakes get bigger in what 
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you negotiate for and how you negotiate, it's just all a give and take process. If 
you try to force somebody, that's not negotiating, that powers, but it's really truly 
understanding the give and take process. You start early in life. 

Superintendent 3 

I spent a lot of time in mediations I had formal training in how to mediate all that 
helped. The most important thing was negotiations. The most important thing is to 
listen to what the other person has to say, to really listen. When parents come in 
here and they are really upset and angry, and emotional. You have to let them tell 
their story, that's important to them and we are obligated to hear what they have 
to say. A lot of stuff with the politics and if there is an area that I don't 
particularly enjoy, that would be that are, but I'm so fortunate because we got CB 
who is mayor. I am going to call him in a minute and he's so supportive. We had 
to build a road. Went to the county commission in March and we told them 2 
years earlier. And they kept arguing whose responsibility it was: ours, the city or 
the state. Finally got that straight and that road was done before school started. 
So, Partners for Smart Growth, they had a panel discussion and [two board 
members] and I were the panel and we talked about the challenges we're facing 
because of the economy and the reduced funds from the state and what we were 
going to cut. We kind of talked about that and people asked a lot of questions 
about taxes didn't we think that a state wide sales tax. We kind of talked through 
that but, the whole tax system, something needs to happen and I am not sure on 
what that is. I do think that if we have more industry here that they will help with 
that. So, some of those political rumblings, but the person that was asking that 
was one of the supportive people of the school that's out there, but he was just 
kind of putting that out there. I think politically we've been very fortunate here, 
we've passed all of our things with 83% now that we don't have to go for one this 
year. We will have to go in 2011 and you know we are trying to delay that ground 
work. If the public don't want a new high school we will have to figure something 
else out and that's just the reality. If your schools are doing well and they see that 
the schools are making a difference then they are more out to keep it up. That why 
our performance is so important, because if we fall down on our job the public is 
not going to support us on a new high school. Of all the things I'm not a 
politician, I don't like that fluffy stuff so much you kind of show up where you 
need to. 

Superintendent 4 

I learn something new every day related to "politics." It's tough to be a leader in a 
small community. We step in land mines every day. Listening and observing 
makes a difference. 
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Superintendent 5 

I try to show I care about people, I have an interest in people and when we have a 
problem or conflict, I found out that if I explain the reasons for decisions that I 
make, it helps people understand why I made that decision. I don't think of myself 
as political but I do try to show an interest in people and what happens to them. I 
am not a negotiator. I do listen to people, I try to compromise. I am a 
compromiser. I do try to explain reasons for my decisions, and I think that has 
helped. 

Superintendent 6 

I think you learn, especially when you come into a new community. One of the 
things you learn is that you listen a lot and that you never make any kinds of 
comments about anybody to anybody else, even if they seem like they are nice 
people and it will stay with them. You don't know who is connected to whom 
and, you might say something. I think that you learn as they say, put your game 
face on, you know when you go into a board meeting, because 10 to 1 people that 
stand up to talk are not going to stand up and say how great you are. So, you 
know you have to let that kind of, you listen to it; you take it in you see if you can 
fix something but, you have to let that role off your back. I think as far as board 
members are concerned, I have seen superintendents that get annoyed at the board 
members and they try to cut them out, you know like make them feel like they are 
just not part of it and that is just not the way to go. I think making sure that 
everyone of my board members knows that, I try to have a personal relationship 
with them and I know what is going on with their children, I ask their opinion on 
different things. I try to meet with them, one person for breakfast, if one wants to 
talk to you on the phone but, I have some that are the financial gurus, I have some 
that are more political. You try to go to them for those areas and I think that is 
politically smart to do that. I think that you also have to know that there are some 
people that you are politically not going to win. You just have to try your best, 
give it your best shot and then move on. You know, you're just not going to get 
them. You also have to recognize that even though you may know so many 
things, like my personnel is youth and you know that you have done everything 
that you could possibly do, you might have to let somebody go and that person 
could be very popular with certain groups. They could be connected to co
workers and you can't really share why something happens and, so that you will 
live with the fact that there's always going to be talking, that what people do. 

Superintendent 7 

I have learned to ask more questions, than to give an opinion and answers. Every 
issue for parents, school boards and even students in your school, if you really 
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want to get to what the best thing to do is, you need to ask the right questions. I 
have learned a lot about that and I want to learn more. If you can find the question 
to look at the deeper issue and then you will come to some really good decisions. 

[How did you learn to negotiate?] 

I did training with the justice center in Atlanta. It was mediation training. Then, I 
took a class during my doctorial program in the business department on managing 
negotiations with difficult people. It was based on the author and I forgot the book 
author but the name is Getting to Yes. The program and the training had that same 
reading in it. I'm ashamed of myself that I cannot remember the author. 

The next question provides the testimonies of female superintendents in Georgia 

regarding their success and what helped them attain the successful position. 

Interview Question 16. To what do you attribute your career success? 

Superintendent 2 

Honesty, being very morally, ethical, credibility and taking each and every 
experience as a moved on and responsibility and moving on with from it, I think 
that's the main thing too. 

Superintendent 4 

I believe my determination and strong work ethic has contributed to my success. 
My father has always encouraged me and helped me believe in myself. 

Superintendent 7 

... being passionate about what I am doing 

The researcher asked the next question in order to provide the ladies an 

opportunity to share any personal experiences that they encountered in their position of 

superintendent. All of the superintendents had something special to share and add to the 

study. All of the comments can be read in the paragraphs below. 
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Interview Question 17. What is the most important thing that has happened to you as 

superintendent? 

Superintendent 1 

I've had a lot of important things. I've got married. Um, because I went into the 
superintendency as a single woman, which is very difficult. I did a postdoctoral 
on it. And it's not easy. The work first of all is not easy, but you seemed to be 
viewed differently as you approach it as a single woman. But I did the study 
because I wanted to be a superintendent. I was going to be a single woman and I 
wanted to know what I would be up against. Um, and so, personally the most 
wonderful thing is that I am a superintendent and I got a husband in the middle of 
being a superintendent. 
The other is, um, did you say one? 

[the most important...so] 

The most important has been the educational opportunities I have been able to get 
accomplished for children: a language immersion school, a Spanish and language 
immersion school - got it up and running K-6. When I was in, um, Paradise, we 
have a dual language immersion school - the first immersion school in the state of 
Georgia. Nobody said anything about it. It was on MPR for days. It was talked 
about for days; the first immersion school in the state. People didn't even know 
what immersion was about. And it was a struggle for me all the way up to Kathy 
Cox's office to get it approved because they thought I was trying to do some type 
of Spanish..um..I can't even think of what it is called now.. .helping them.. .the 
Spanish kids.. .Perpetuate the Spanish language as opposed to teaching them 
English. Um, I brought International Baccalaureate in the school district in 
Minnesota and in two schools here. I have created other avenues for children to 
learn and be excellent. 

Superintendent 2 

Wow! That's a hard one; I think about the most important thing, I tend to think 
what the students do. Like when we got a boy's soccer player that got a full 
soccer scholarship to college. We've had one of our Navy Junior ROTC young 
man get a full scholarship to Auburn worth a hundred and eighty thousand dollars. 
I think about the girls' soccer team going to [another county] and [the other 
county] having a lot more money than us and [our] girls went there and kicked 
butt [sic]. Things like that make me proud as a superintendent student 
accomplishments and success stories with students. Like this young man that I 
mentored and turned him around at the alternative school. I take him McDonald's 
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coupons for Christmas, he always wants to hug me, I mean those are the kid of 
things I consider my success stories, students. Whatever level the success is, and 
students in this district know me and know who I am. 

Superintendent 3 

There are a lot of things that I think we're doing but, it was real exciting 
personally to open [School 1], because I felt like I was doing something I had 
never done before. It's going to be more fulfilling to open [School 2], because I 
felt like with [School 1] the bulldozers were already there and we had the ground 
broken. At [School 2], we had to choose an architect, we had to choose the 
contractions company, and I felt like [School 2] was my school. I was involved 
from the very beginning we broke ground and that Construction Company is so 
professional, we met every month at that school. We started off meeting in a 
trailer and then in the school. So, I felt like I've been so involved in that school 
every step of the way, so that's one thing. I felt real good about our SACS visit, 
do we have work to do, yeah we do and when you come back to see me on a visit, 
or in interview I want to be able to show you our balance score card, because we 
are going to have that my golly. I'm proud of our student achievement and the 
progress that we made, middle school made AYP, and which was a long time 
coming. I'm proud of the staff that we've hired, because I finally think that we are 
headed in the same direction. I'm proud that we could bring our alternative kids 
back ...; they're just right down there. We are working on a grant with United 
Way because we've noticed over the past couple of years that when we have 
children enter kindergarten, there are children that come from a home where there 
is no book, not a one in the home and they're not ready for kindergarten. So, we 
spend those first months trying to get them up to speed and they are always 
behind. So, this year one of the goals the board had was to work with that 1-5 
population, most school systems feel like they've bitten off most of what they can 
chew K-12 but, we felt that what happens in those early months affects what we 
do and affects our mission. So, we are writing a grant so we can get some support 
from United Way for parent training, parent resources centers, letting parents 
know whether they are in a pre-school setting or not, if the parent wants to keep 
the child home, I respect that. There are things they need to know when they enter 
kindergarten and we are working on that, I'm excited. 

Superintendent 4 

The most important thing is a strong, supportive School Board. They have 
supported my recommendations and this makes a huge difference. 
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Superintendent 7 

The situation I described earlier, the community candidature, with the common 
trust, it will be ok. The, from a work stand point, I have been straight up, school 
has been the finance. As a principal, you have to manage the school wide budget. 
I have taken one class in my specialist degree and that's it. I have attended student 
finance anything I could get. I have gone to Georgia School Board Association to 
get me a tutor because it's not even normal that our finances are in a mess and 
they have got to be straightening out. It is my number one charge, so this learning 
has taught me again, that it is good to learn something new even if it is scary. It is 
good to learn something, and it gives you more confidence." 

A common trend discussed by the novice superintendents was the presence of a 

mentor that helped guide them in their early years. The researcher posed a question to 

the interview participants to probe deeply into the types of support systems that have 

enabled them to attain and continue to sustain the position of school superintendent. 

Interview Question 27. Describe any formal or informal support systems you feel have 

impacted your successful career advancement (i.e. mentors, support groups, professional 

organizations). 

The responses to the above question are: 

Superintendent 2 

Umm... non-professional... I've got several. You say you can count your true 
friends on one hand. I have several friends that... we have been friends for a long 
time and two of those friends, we kind of started in administration at the same 
time, and that was kind of like informal. Like I just called a friend yesterday. 
She's in North Carolina. She retired as a high school assistant principal. We was 
talking about how to change at the high school. I was talking about some ideas. 
We have a problem with so many tardy referrals, that's one reason why kids get 
in-school suspension. I said let me pick your brain. That's just a minor example. 
Formal mentoring is, like I said, superintendents and principals who have taken 
me under their wing, given me additional responsibilities, recognized I had 
ability. Like I said, they pushed me out of my comfort zone. And I remembered 
being a third year teacher and being asked to train teachers. I remembered my 
knees shaking because I was a third year teacher and all these veteran teachers 
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were sitting there. Just that kind of thing, people who are willing to take an 
interest in you, and help you get in positions where you will learn and grow. 

[You mentioned someone in Texas at one point. ] 

Yeah, she was a consultant that, we were going through the center of credit of 
leadership it was 360 degree evaluation. She was one of the consultants brought in 
and somehow we connected, we went out to dinner and just stayed in touch. She 
was one who said don't ever be afraid to try something that comes your way, that 
an open door. My husband has been a mentor to me, he from the business role, 
he's not from the field of education he sometimes sees things differently than I do 
and that helps me understand when aim dealing with people from the business 
world. 

Superintendent 4 

The Georgia School Superintendents Association assigned me a mentor for my 
first year as superintendent. This was a great help my first year. 

Superintendent 5 

I don't know ... like I said the past superintendent that was here he was probably 
four superintendent ago, but he has been a very big support. My family has been a 
very big support, and my faith. I never thought of myself as a superintendent until 
I got here. My husband asked me before I started working here. He said, 'do you 
have a job description?', 'do you know what you're supposed to be doing?' I said 
I had no idea, I'll find out when I get there. You know... you get a job 
description, but it doesn't really tell you what the day to day thing is really going 
to be like. 

Superintendent 6 

As far as formal, I don't think I have really had any formal support systems. I 
don't think I have ever been part of anything or any particular group. I eventually 
did get into Rotary and that kind of thing, I don't consider that a support system. I 
think all my support systems have been more informal. They have been teacher 
groups; they have been other administrators and I think the biggest support I have 
had has certainly been my husband. Having someone else that was in education 
and knows what you are talking about, what you are going through, just having 
someone you can bounce off of, that's not going to share anything is really very 
important. At this time in my life I think I have a really good support system with 
my board, especially my board chair. 
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Superintendent 7 

I had a formal mentor, one from the School Superintendent Associations. He is 
.. .about 40 minutes from me. He has been wonderful. My closer associate here 
.. .has been wonderful. The other school superintendents have been so 
supportive.. .my district office people have been.. .the whole school system has 
been supportive. 

Interview Question 31. How have your personal and professional experiences defined 

how you think about and practice leadership? 

Superintendent 1 

My mother was my role model- a woman who was not educated very well, but 
who could read and write and think. And she had a great job. She stayed married 
to her husband until, you know. She provided a great home for us and then later 
on she went back.. .when she saw me graduate with...what did I have.. .my 
doctorate.. .she went back to school. She went to junior college. She got a GED 
and went on to get a 2-year degree. And she told me, people don't care how much 
you know until they know how much you care. She told me that it's not always 
about money. Because I never felt like it was about money or that I had to earn a 
lot of money to be a person of importance, if that's.. .you know. Uh so, I never 
minded leaving a job because of the money and going someplace where I made 
less money. For me, it's always been about the work... Am I able to do the work 
that I need to do or I feel I need to do on behalf of children. 

Superintendent 2 

I think again, that I was raised in a strong Christian family with parents that 
believed in me. My whole professional career I've been around people who let me 
know the respected me for what I did and how I helped them. I never saw any job 
as not being my job. 

Superintendent 3 

Well, I know on one of the survey, I've always thought of myself as a situational 
leader. Of course, I do believe on distributive leadership. I mean that is, if 
anybody doesn't than they're over worked. You got to communicate what needs 
to happen and that everybody knows and everybody's pulling the same way. 
Well, I believe people should respect a leader, but I believe people should respect 
each other. I think that leadership should be earned just the whole personal 
attributes, I do believe that people ought to treat others the way they want to be 
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treated. I tell new teachers that every year they just listen to me. I think people 
have to work together and you have to help them all figure out a way to help each 
other, I think a lot of that has to do with mutual respect and creditability. People 
have to work together and I see my job as facilitating that, I also believe that I am 
here to support people and give them resources that they need to the best of our 
ability so that they can do the job they need to do. I see it as a support person or as 
a facilitator set expectations. Hold them accountable; because that's really 
important the public holds us accountable, we have to be accountable 
individually, not shy away from those difficult conversations and there will be 
some, you know my bottom line on supervision. Tell people when they are doing 
a good job and tell them when they need to do if a different way. If we don't tell 
them when they need to do it a different way then we're not respecting them, we 
are not doing them a favor. Then when we do tell them to do it in a different way 
and they don't, then we've got to be willing to take it on and make those hard 
decisions, if there are folks that don't need to be working in a school, we've got to 
be willing to take it on and get them out and we have done that. That's not easy 
but, it the right thing to do for children, so I guess some of that, not being afraid to 
take a risk, being willing to listen, being will to negotiate a plan everyone can live 
with and to know that everyone is not going to be happy, and heavens I want 
everyone to be happy, but that's not going to happen. 

Superintendent 4 

I believe it's a team effort, both male and female superintendents have helped me 
be successful. 

Superintendent 5 

Well my coach is a female and I think she has had some influence on that. I 
wouldn't really say it's like as a female, she is just a good superintendent and very 
knowledgeable about the job, she has been in it for 8 years, which is pretty good 
in this area. She's not the only one I've had help form a lot of superintendent in 
our district. One thing I would recommend for new superintendents is to go to 
meetings of superintendents. If you don't say a word, you can learn a tremendous 
amount just by listening. That's one thing I have enjoyed. I haven't attended all 
the meeting, but the ones I have gone to I have learned a tremendous amount. 

After investigating how the researcher overcame the barriers that were faced by 

female superintendents in Georgia, the common career paths were revealed in order to 

provide information and guidance to aspiring female superintendents. The SSI included a 



question, SSI Question #3, asking the female superintendents to Check all of the 

following positions that you have held within a K12 school setting. The data were coded 

using 0 to represent no and 1 represent yes, as reported by the participants. The 

researcher entered the coded data into SPSS and ran frequency distributions of each 

response as shown in the table below. 

Of all teaching positions reported, more female superintendents in Georgia had 

previously worked as a teacher in the elementary grades (K-5). Eighteen of the twenty-

five respondents indicated that at some point in their career, they worked as an 

elementary school teacher. There were various reasons reported as to why the female 

leaders chose education as a career. In the interview, this question was asked. 

Superintendent Four indicated that she chose the career field of education because of her 

older brother. She said, "We all have reasons why we chose to become teachers. I had an 

older brother who struggled in school. I desperately tried to help him with his studies 

playing the role of teacher as an elementary student. I recall waiting for the end of year 

report card to arrive in the mail after completing the fourth grade in the summer of '78 

and was devastated to find out that my brother was not being promoted a second time. In 

his eyes, he had failed once more. This was truly one of the worst days of my life. I felt 

that my brother was the child left behind and it became my purpose in life to help him 

and others like him succeed." She elected to become an elementary school teacher so 

that she could make a difference in the lives of children in the early years of their life. 



Table 12 

Previous Positions Held Prior to the Superintendency 

Position 

Teacher ( K - 5 ) 

Teacher (6 - 8) 

Teacher (9-12) 

Elementary School Assistant Principal 

Middle School Assistant Principal 

High School Assistant Principal 

Elementary School Principal 

Middle School Principal 

High School Principal 

Coordinator/Director (Central Office) 

Assistant/Associate/Deputy Superintendent 
(Central Office) 

State Department Position 

Consultant 

Executive Position in Corporate America 

Frequency 

18 

15 

13 

8 

9 

5 

15 

9 

5 

14 

18 

3 

6 

0 

Percent 

72% 

60% 

52% 

32% 

36% 

20% 

60% 

36% 

20% 

56% 

72% 

12% 

24% 

0% 

Three fifths of the female superintendents in the survey group reported that they 

served as a middle school teacher prior to advancing the ladder of educational leadership. 

The number of female superintendents who had served as a high school teacher was 

almost exactly match, as a one to one relationship, with those who had not. Of all the 



teaching positions, more female superintendents had served as an elementary school 

teacher prior to advancing the educational leadership ladder. This is ironic, because 

elementary school teachers are frequently viewed as "touchy-feely" and empathetic than 

any other grade level. This is one of the criticisms of men regarding female's 

advancement to administration positions. Some of the gender stereotypes have been that 

women do not have the capability to lead and are better for the elementary school setting. 

For example, as in America, the Greek education system has more female teachers and 

principals in schools for younger children while men continue to dominate the positions 

in secondary education. This was also similar to the position in the Caribbean, based on 

research in ten countries, where 'this under representation of women in decision making 

positions exists alongside an education system and a culture which perpetuates 

stereotypical views of male and female roles'. (Drayton & Cole-George, 1991, p. 189). 

Only one fifth of the female superintendents participating in the study indicated 

that they had served as a high school assistant principal. The high school administrative 

path is not a common path for females in Georgia. These findings are parallel to the data 

collected for the high school principal position. 

More females had served as an elementary school teacher than any other position. 

Similarly, three fifths of the female superintendents had served as an elementary school 

principal. Of all of the levels, this was the most frequent. More female superintendents, 

had served as a principal in the elementary school level than any other level. However, 

some female superintendents had never served as a principal and obtained the 



superintendency directly from a central office position. Many of the superintendents had 

varying career paths; however, there were several similarities observed. 

Thirty six percent of the participants had served as a middle school principal in 

their career path. Overall, more females had served as an elementary school principal at 

some point in their career. This also holds true in comparison to the high school 

principalship. 

Only one fifth of the female superintendents that participated in the study had 

served as a high school principal. One superintendent specifically responded to an open 

ended question on the SSI by saying, "Boards often feel a man is best as principal, 

especially if it is in a high school or high poverty school." This philosophy may have 

hindered females, overall, to obtain the position of high school principal in Georgia. 

Traditionally, females have served in few numbers as principal of high schools. In 

2002, for example, Georgia had 2,048 principals employed. Over half (55.1%) were 

female. This rose from a total of 850 in FY97 to 1,129 in FY02. There were a total of 

2,048 principals in Georgia with, 71.2% being Caucasian and 27.9% being Black. 

There has been, in contrast, a steady decline in the number of male Principals over 

the same period from 1,027 in FY97 to 919 in FY02. It is expected that this trend will 

continue given that females dominate the Assistant Principal pool from which the 

position of a Principal is filled. 

For female superintendents in Georgia, this position was the least acquired 

position of all principal positions in their path to superintendent. The next category shows 
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the number of females that served as a Coordinator/Director position at the Central Office 

level prior to becoming a superintendent. 

Over half of the participants had served as a Central Office Coordinator or 

Director in their path to the superintendency. Additionally, from the in-depth interviews, 

the researcher gathered that many of the female superintendents had served as the 

Director of Curriculum at some point in their career. Many of the female superintendents 

had an active role in curriculum and instruction and had a vision for improving student 

achievement in the school district. One superintendent indicated, "I view the work of the 

superintendent as the person who is going to make the educational opportunities available 

to children. That person is going to be the chief student advocate in a community and in a 

region. We can really have a voice in advocating for children in public education." 

Many of the female superintendents spoke specifically about the role of the 

superintendent being an advocate for providing the best possible education for children. 

Additionally, several superintendents expressed the importance of being familiar with 

other areas such as budget, bond referendums, SPLOSTs, and buildings/construction. 

Of all of the positions included on the SSI, more female superintendents had 

served as an Assistant or Associate/Deputy Superintendent prior to being appointed as 

superintendent. For the participants in this study, this position was immediately preceding 

their appointment to superintendent. 

According to the responses on the SSI, 76% of the female superintendents in the 

survey group have served as consultants in their educational career, whereas only three of 



the participants had every worked for a State Board of Education. Of the three 

participants, one worked for a Department of Education in another state. 

Females that have attained this level on the organizational chart have a wealth of 

experience, expertise and wisdom to share. The six superintendents that had not served as 

consultants had between 1 and 3 years of experience. It is likely that they will serve as a 

consultant at some point in their career even though they had not at the time of the 

research. 

According to the information above, none of the research participants ever held 

executive positions in Corporate America. This was not surprising, because typically 

school superintendents come up through the ranks of the school system because they are 

appointed by a Board of Education comprised of community members. This may be 

different in states where the school superintendent is an elected official. To triangulate 

the survey results, the researcher asked for the interview participants to provide their 

specific career path. For these seven women, the career paths were unique in some ways 

and similar in others. 

The practicing female superintendents were asked to specify their specific career 

path. Their individual responses are indicated below which led to the trend for female 

educational leaders in Georgia. 

Interview Question 4. Starting with your first job in education, describe your 

career path to the superintendency. 



Superintendent 1 

I'm going to do this quickly. I started as a teacher of high school Physical 
Education before I graduated from college. I taught.. .There was a shortage of 
teachers in the state of Michigan, and so I taught 2 class periods and then I turned 
around and drove back to campus so that I could finish my degree. I had one more 
semester. But I took the job. 
When I graduated, the principal of the school hired me full time. I taught Physical 
Education, Biology, Health Education, and I coached gymnastics and girls 
volleyball. My husband, at the time, was interested in University work. He was 
working on his doctorate so as we moved from these different places, I always 
took a teaching job if I could get one. I then went to the university to work. I was 
an assistant professor at the University of Illinois, where I coached the women's 
gymnastics team. We went to state and then national finals. I had a great team. It 
was great fun. 

And then I went back to the public schools to teach. I had a master's degree and 
thought I was smart as a whip and I should've been doing something else than 
teaching. I applied for all the different jobs in [inner city]: assistant principal, 
counselor, all of the out of the classroom jobs that are supposed to be steps to a 
principalship or administration. I never got them. And so, I applied for a job I saw 
at the State Board of Education, and I got it. It was a management supervision job. 
Cause I had a management degree- a supervision degree anyway. And the job was 
to -the job was supervising educational financial programs in the Public Schools. 
I had to build a team and build a way that I was going to examine the programs. 
Which was interesting because all of this was really very foreign for me. But 
again as I said, when I needed help, I never minded asking for help and I took 
direction. Um. What that job did - 1 never really understood what the State Board 
of Education really allows you to do. I was young, but I had a job. So what I did 
with the job was, because it gained me entree into the Public Schools, I met 
people, I learned different people and I learned more about the schools as I did my 
work. People came to know me as a person who could do a good job as I worked 
for the State. The other thing was, some of the schools needed a little more in 
terms of special programming. 

So , I had a background in diversity and cultural issues. So, I could do workshops 
on diversity and I could also do great workshops on parent involvement. I just did 
my research and did my homework and there were a lot of principals, especially 
white principals who were assigned to minority schools who really needed some 
parent involvement activities. So, I trained for them. I didn't charge them because 
it was part of my job. And um, I got resources for them. You know, I helped them 
set up a parent center. All of those kinds of things - and so, there were a lot of 
people talking about... is a really good.. .you know.. .she can...you know. 
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So then, a job came up that I really wanted back in [inner city]. And but now I 
knew somebody to call and say, "you know I'd really would like this job, do you 
think there's a chance of me getting it?" And they would say, "No, this has 
already been promised and you know - even though they advertised it, you know. 
I could get the inside skinny on what was really going on. So then there was one, 
and I called and I said, "Well, what about this one?" And they said, well it might 
be possible. And I said, "Well who's the area superintendent?" And the area 
superintendent was a man who was a principal when I first came in when I moved 
to [inner city] and he liked my work. And so, I remember him saying to me, "You 
really wanna do this job?" and I said, I'd like to try. And so, he said okay. And he 
made sure I got the job. It was called a 52-week teacher. A 52-week, 8 hour 
teacher. So, that means I worked 52 weeks a year which is a 240 days or 260 
days. I had teacher breaks off. That's all I had and I worked 8 hours, which means 
I made 2 hours more pay. Um, and then after being there for about two years, I 
could apply for the next position which was a coordinator position, and so forth. 

So, I worked my way up. I got to be a principal. I went from a Central Office 
Director where I worked on a project. And then I got into something called Equal 
Educational Opportunities Programs, which had all kinds of fascinating things 
going on because we had to desegregate. So, I got trained in GESA (Gender 
Expectation Student Achievement). I got trained in TESA (Teacher Expectation 
Student Achievement). I got trained in all of the programs that were out there at 
the time to help kids and teachers do better, right? Then I got a chance to study 
with Larry Lizont, um I can't think of the other guy's name. But they had all 
worked with Ron Edmonds of the Effective Schools genre. And I got sent to 
Michigan State University for 2 weeks where I was immersed in Effective 
Schools philosophy and met a man who was superintendent of the Bliss 
Mississippi Schools. He's still alive today, but I met him and I just got... I was 
absolutely amazed that somebody had found a way to teach poor children and 
raise student achievement. 

So, I came back and they put me in charge of a project called the Effective 
Schools Project. And I was the coordinator and my responsibility was supervising 
lead teachers in 100 of [inner city]'s worst performing schools. I made sure they 
got trained in the TESA and the GESA and whatever those programs were. I 
made sure that I helped them supervise the money that they were given to buy 
materials and I worked with them on their summer school programs so I 
developed summer school programs. So, all of that stuff. And then, as I became a 
Director of my own unit, I also had to write grants, which was part of my job 
under EEO and the desegregation grant. I went to Washington, D.C. to negotiate 
contracts and money. And the reason they took me the first time, because I had 
written a grant so I had to explain it. And when I got there and they found out that 
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I knew the people in Washington because I grew up in Washington, D.C.. My 
friends went to college and they stayed there and they worked for the US 
Department of Ed. So, I go there and there they are and we all know each other 
because we all went to high school together and they gave me everything I 
wanted. So, the whole time I flew back and forth. Then it got to the point where 
I'd call them on the phone and said look, what's wrong with what we did. Well,... 
if you would change so and so. Okay. And then I also had to work with a group 
out of the University of Michigan and my husband graduated from there and we 
knew those people because they lived there. 

And so, my network helped me get stuff done. And it's a network that you take 
for granted. I was working on a Masters and my husband was working on a 
Doctorate. And so, we were thrown in with these people. Percy Bates is still there 
and we still talk, and he will still help me. And he would come in and give us 
training and give us money. And whenever the feds were giving us a hard time, he 
would negotiate that. 

So anyway, I finally wrote this big grant for $83 million and the feds approved it. 
And my boss wanted me to go ahead and run the program since I had written the 
grant. And I looked at her and said I would rather be a principal of one of the 
schools in the program than to be the boss of the grant. And so she said, are you 
sure? I said, yes because that's the only experience I had not had was a principal 
experience. By now, I had gotten my doctorate and I became a high school 
principal. And I walked into a high school never having been an assistant 
principal; only having been a teacher. And I ran a high school for 5 years very, 
very successfully. Again, when I needed help, I called on my friend, Jackie, at 
that wonderful high school she was at and said this is what's going on, how 
should I handle this? This is what I was thinking about doing. She said, that's 
good, that'll work. And then when I said well what about this, and she says no 
because this is what's going to happen, and I said oh yeah, that's right." 

"I did not mind asking for help!", she said emphatically. The first superintendent 

wanted the researcher to know that an aspirant female superintendent should ask 

questions and seek out assistance, when needed because she constantly mention that the 

reason she has been able to advance was because she asked questions at the right time. 

She further mentioned, 

Um, and I remember my teacher said..you know they all buzz.. .well she's never 
been a principal before, she's never done this, she's never done so and so.... At... 
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I remember at one of my staff meetings and I said, I hear you all are talking about 
the fact that I've never been a principal before. And I said, well that's true. I 
haven't! I said but I will tell you this. I know good teaching when I see it. I know 
a good lesson plan when I see it. I'm a good organizer and a good manager so I 
know how to run this school. I said, now, the things that we may.. .that I don't 
know how to do. I'm going to need your help in making sure I get them done. 
And so, you're going to have to help me be successful. I put it on them. I said, 
you're right, I don't know. Because I haven't been a principal before. I said, I 
haven't even been an assistant principal before. I said, but, these are some things I 
do know and the rest you're going to have to help me with. And then they never 
said another word to me, okay. Because the big thing was "why is she coming 
into my classroom..why, why". I said I come into your classrooms for two 
reasons: 1. To see what you're teaching my children. The second is: To watch the 
kids and make sure they're doing what they are supposed to do so that you can 
teach them. So they never said nothing else, okay. So um, anyway. 
[After the high school principalship], my mentor called me and said are you ready 
to leave that high school? Because he knew about all my successes. And I had a 
ton of them, I really did. I made some national headlines. And it's not that I was 
smart. I think I was and still am a risk taker for children and I'm going to do 
whatever I think I can get away with for children. I am a maniac for kids. 

But, uh, he said are your ready to leave? And I said, well, you know my hair is 
grayer - that's for sure. He said well I think it's time for you to get out because I 
had been there for 5 years and so, I said so what am I going to do? He said I want 
you to come down here with me, which was the Center for Creative Leadership. 
And I went down there and I learned to work with nonprofit agencies, corporate 
people, and other school districts. And so, even though I was there a year, what I 
learned to do was talk and relate to another group of people-they're really 
superintendents I had to relate to. Um, and then I think I was there about six 
months and I told my mentor, "I know why you brought me here. You brought me 
here because I was successful in [inner city] with a bunch of black people and in a 
black school district, in a black community/ minorities." I said, I have to prove 
that I have to work with white people. And he looked at me and he said, "You 
think you got that figured out, huh?" and I said "yeah! I said, and now you know 
and I know that I can work with white people because that all I was working with. 
I mean the center is white. Anybody black was support or in the kitchen, okay. I 
think they had two or three [blacks] that actually had titles and did training. Um, I 
trained Junior Achievement staff-they're all white. All the school districts I went 
to-their administrative teams were white. Once I had to go to California, and they 
were Asian and a few Hispanic, but basically white. I went to the Campfire Boys 
and Girls and trained with them - they're white. You, know. 
And so, he said "that's right." So, when I was down in North Carolina. I thought I 
was going to stay there. I bought a house and everything, you know. 
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An Urban Principal is a very intense job. And so, I used the center as a way to 
come down as I was learning. But I'll be honest with you. I could not see myself 
doing that work because as much as those people said they were helping children 
in schools, I didn't see it as that. For me, helping them meant you had to be 
inside. The other thing is, even though I was training school leaders, I didn't see 
them do their work on a daily basis so I couldn't see them grow even though I'd 
come in October and turn around and come back in March or April. I have 
decided that I need to see you grow over time. And I will give you an example of 
that later. So anyway, I was down there and then I got a call from a lawyer that I 
worked with in [inner city]. Because deseg is what I know-equity, educational 
programs to raise student achievement. So he said,..., they need staff in the 
Rockford Public Schools. They've got rid all of their top school administrators. 
They've got a heavy duty deseg plan going, we need you up there. So I went up 
there, I must have interviewed three times and I couldn't get it right. Something 
was wrong. And I know the principals said, well what would you have us do. 
They wanted me to give them a plan. And I said, I know a lot of things to do. I 
said.. .but I would never tell you to do this. I said, we would have to sit together 
and identify what our needs are and work out a way to problem solve some of the 
issues that you are talking about. I said, so I'm not going to give you a specific 
plan. They didn't like those answers. So, I went on back down and worked. And 
then finally, they sent the Deputy Superintendent down and he said "please come" 
and they told me this and they told me that and what not and so I finally ended up 
going. Um, and I remember sending the newspaper article to my mother because 
they had all of these new people that they hired. And she said,'..., I'm looking at 
this and you are the only person they hired with a doctorate. What kind of place is 
that?' and I said, Mother I don't know. It's a lot going on here. She said, 'well, 
just remember that even though you seem to be the only one with a doctorate 
there, that you're going to a new place, and as smart as you are, you don't have all 
the answers.' She said, 'you're going to have to pay attention to what's really 
going on.' I said, Okay, mother. She said, because every job is new and I know 
you're smart. She said but don't go in there thinking you know everything. So, 
um, it wasn't until she pointed it out that I said, "I be damned. I am.. .all these 
other suckers have barely a masters." Not that I'm hung up on that, but I was the 
only black hired. That's the other thing. Everybody was white and I had the 
doctorate. 

So, I was there about 6 months..well, it wasn't even 6 months. I was there 3 
months and they had found out the Deputy Superintendent falsified something, so 
they fired him. 

[What was your title?] 
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My job was General Manager of Equity and Desegregation. My job was to put 
together a plan for the court on how we were going to raise student achievement. 

I had come out of the "Superintendents Prepared" program. I had finished that up. 
So, here was this vacancy for Deputy Superintendent and I call my mentor. I said, 
Linton, they just fired the Deputy Superintendent. He said, really? He said, Are 
you going to apply for the job? I said, I don't think I'm ready. I just got here. I 
just came in June and he just left. He said, why don't you think you're ready? 
And I said, because I just got this. He said you've been in the Central Office 
before. He said, you're back in the Central Office again. You're doing work you 
already know to do. What's the problem? And I said, I don't know. What should I 
do. And then he said to me, who's the Superintendent? And I told him and he said 
okay. And I said, well, what should I do? He said you should go to the 
Superintendent and tell him that you are interested in the position and that you 
would like to be considered. And take your resume with you. I said, Okay.. .Is 
that all? He said, yeah. He said, you know how to talk to people. Just tell him that 
you are interested in the position and you would like to be considered. So, I made 
an appointment, went in, told him, told him a little bit about me and my 
background. And he said thank you. It was about a 10 minute, 15 minute meeting. 
Then I went on back to my office and said Linton I did it. He said, okay. He said 
what are you doing? I said I'm just going to go on back and do my work, which is 
what I did. So the superintendent called me in maybe 2 weeks later. And he said, 
I've been reading your resume and some other stuff. And he asked me some 
questions and so forth. And then he asked me was there anything in my 
background that would come out that would embarrass the school system and I 
told him no. And I told him no. And he told me that he was going to recommend 
me to the board to be the interim. And then the following February he made me 
the Deputy Superintendent. And I stayed there 3 Vi years. 

And then because I was in "Superintendents Prepared, there was a school district 
in Minnesota that was looking for a superintendent. They had a person in named 
Carol Johnson, who was a black woman. And Carol had been with them 13 
months and Minneapolis took her. So they started the search and it's funny 
because it's the kind of board it was. It was 7 white people. And one of the power 
players on the board told the head hunter, you keep bringing us white people. We 
had a black, female superintendent who did a very good job. Don't come back 
here unless you have more minorities in the candidates that you bring us. And so 
the search consultant didn't know what else to do, except he found out about 
Superintendents Prepared, which was an organization that had minorities in it as 
well as non-traditional kinds of people. And so they called Floretta McKenzie and 
asked her did she have anybody. Floretta called me one Sunday Morning. She 
said, "..., you're going to get a call from so and so and I want you to listen to 
them. " I said, what?! I said, "Look. I'm not going for a superintendency now. It's 
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getting ready to start school. And blah blah blah [sic]... And she said "but I want 
you to listen to them." I said okay. So they did call. I was packing up my clothes 
to go on a short vacation before school started. And they said, "Well, Floretta told 
us to call." And I said, "Well, It's not that I'm interested right now, I said, but I 
will come up for an interview." And they said, well can you fill out so and so. I 
said no, in the next hour a two I'm getting ready to start on my vacation. I said, 
now if the paperwork gets here before I leave, fine. If it doesn't, then I'll fill it out 
when I come back. And so I came back, the paperwork was there. I had scheduled 
my visit. And I went up there. I liked it. Minnesota? Oh, god, but I liked it. Came 
back and, um, by the time I got back home they had called me and said the board 
would like you to come back for a second interview. I had just gotten back. So 
this time, the turnaround was so fast, I got on a plane and went. I still had not 
filled out my application. All they had was a resume they got from Floretta. 
And then I was in the third round where I met everybody and they selected me. 

[And this was in Minnesota?] 

Um hum. I stayed there 6 and lA years. I only expected to go there 3 years. First of 
all, my friend said, "Why you going to Minnesota? It's a whole new longitudinal 
and it's cold and it's all white. It was all of those things and I stayed 6 !4 years. 
And then I wanted to go to a bigger school district. 

And I was a finalist in Prince George's County. And while I was very 
disappointed.. .Prince George's County is a suburb of Washington, D.C. It would 
have taken me back home where I grew up, blah, blah, blah. 

Um, but I wasn't paying attention to the politics. I thought it was enough just 
being from the hometown. And that I knew there were a lot of people that worked 
there, but those weren't the people that were going to make the decision. I didn't 
pay attention to the politics. And so, I didn't get the job. And I went back feeling 
bad. But what it did do was...it heighten my prominence in the whole scheme of 
superintendencies, which again was something I was not astute to. I wasn't savvy 
even then. I wasn't savvy when I went to the state Department. I wasn't savvy 
about this particular job. But I went back to Minnesota and I stayed for a year. 
And then I got another phone call about a job Love, Georgia - Love City. I went 
there. Do you know they asked me to take the job? And I had to think about it 
because my school district was 4400 students. This school district was 3300. And 
I kept thinking if I get in a small school district, I may never get out. So, I 
respectfully declined the position. And then another year went by, and I got 
another phone call. Because the guy who saw me interview for Love City came 
back because they had another school district, which was Paradise County. And 
he said he knew I could do Paradise County and I was probably what they needed. 
And so, you know the story, I went from Paradise County and now I'm here. 
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[Okay. I didn't realize you were in Paradise County.] 

I was in Paradise County for three and a half years. I had to leave Paradise 
County. And from the next 7 months I ended up working at the University of 
West Georgia and doing some consulting work until I got this job. And I got this 
job because they had fired their superintendent. They needed another one and the 
call was "..., would you be interested in the interim superintendency?" And I said, 
well I had finally gotten the job in the Public Schools in Wisconsin. After doing 
my interview thing, after leaving, but we had trouble negotiating the contract. 
And I'm savvy now. Okay. And so I know that if you don't want to talk to my 
lawyer and you maintain you still want to talk to me, there's a problem. If you 
don't want to be fair about the money you want to pay me giving what the job is 
calling for, that's probably a place I shouldn't be. And so after about 3 weeks of 
trying to get a contract together, my attorney said, she's not coming. And at the 
point where I wasn't coming, I really had peace. And the next thing I know they 
called me about this job. 

[How long have you been here?] 

I have been here since last June. June 16, 2008. I'm approaching a year. 

Superintendent 2 

Okay, well I started out I graduated for Appalachia State University, with a early 
childhood degree and I started teaching; it was a grade 4-8 degree at the time. I 
taught fifth and sixth grade. I did that for nine years, and at one site location in 
Greensboro, North Carolina, after my eight year I really wanted to know more 
about how kid learned how to read. This was before Reading First came out and 
everything like that, so I went back to the University of Carolina at Greensboro, to 
get my masters in education to get my concentration in reading. I believe 
sometimes job opportunities and things in your life happen all because of timing. 

Well, at the time I went back to UNSCG to get my masters degree, the library 
science department was under the umbrella of the education department. They 
were trying to pull away and get their own accreditation and certification, so the 
first two courses I happened to take were in reading guidance and in audio visual 
production, which fell under their umbrella of library science. The education 
department at UNSCG is a very large program, I felt like a number instead of a 
person and when I got into the smaller number of the library science I felt like a 
person. They knew my name; they called me by my name. I felt like I knew the 
professors who were starting this accreditation process were very sincere about 
helping students. I ended up getting masters in library science. I got a masters in 
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library science and after the first half of the course work I was able to obtain a job 
as a K5 media specialist, because in north Carolina you could do it with a 
certification, meaning not masters certification and then after I got the job I went 
on and completed my masters. 

That was just an opportunity that just fell into place for me, the principal wanted 
someone with new idea and somebody that was willing to change the way 
services were provided to students. I followed a veteran person that was kind of 
sold school and so the principal gave me great latitude to develop my program the 
way it should have been creatively offered to students, so that was very positive. 
In the mean time, while I was doing that job the principal also, because I also I 
was very near the office gave me sometimes administrative duties, because there 
was no assistant principal and so it was like I had opportunities to see the 
administrative side of how you run a school without even planning to do that, it 
just fell into my rim of responsibilities. This one principal very much encouraged 
me to go on and get my leadership degree, so on top of my master's degree I 
added 18 more semester hours and got my principal certification, that's what 
North Carolina called it. 

I then moved to a high school and every move I made was out of my comfort 
zone. I had to not be afraid to try something I had never tried before in order to 
move forward in my career, but I never thought of it that way, I am thinking back 
on it now. I was just young and stupid, I mean not stupid but you know what I 
mean, I was too young to think about well why can't I do this or why shouldn't I 
be doing this. I moved to a 1012 high school and was hired as a second media 
specialist at the high school and I again was able to be creative in what I offered, I 
would go into English and social studies classrooms I went into the lower classes 
that still had a requirement to do a research project, but a lot of the lower classes 
didn't have a lot of the study skills to actually do research and write a term paper. 
The teachers gave them alternative ways like doing the research and presenting it 
in a oral capacity and even doing practical things if someone wanted to be an 
airplane pilot, the researched how you do it, they could go and video tape 
someone and present it. That was how I helped kids, that's what I really became 
known for was working for at risk kids and helping them not get nervous, the star 
football player was shaking in his knees, but I showed him how to use audio 
visuals and how to prepare them so there attention wasn't on that person, that was 
a very positive experience. 

I was only there two years and in the second year, The County schools was a big 
district an assistant principal at a middle school had to go out on back surgery, in 
my principal certification I had became know at the central office because I 
volunteered on every possible committee I could just so people would know who 
I was. When that opening became available they moved me over there, It was like 
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three or four month in a room assistant principal position, it was a wonderful 
opportunity for me to first hand experiences in administration, there was four 
assistant principals, so I had three other assistant principals I could go to help me 
learn on the job. When the person came back I went back to my other job and the 
mean time a former principal I had worked for when I was teaching, was moved 
to a primary school that combined to make it one school, which would have been 
900 hundred students and so they allowed him t hire an assistant principal. He 
called me and he said do you want this job and I said absolutely. That's when I 
got my first assistant's principals as full time. It was after about 16 years of 
working in the schools, ok, and he was a wonderful role model, I had been a 
teacher under his supervision. He said since I am getting ready to retire do you 
want to learn how to be a principal and I said yes, then he said I am just going to 
pretty much let you run this school. He gave me every responsibility and pulling 
to schools together was very much of a challenge, because everybody had their 
turf. In my second year of being an assistant principal there was an elementary 
principal who got mad because they didn't get a middle school principalship. His 
wife got transferred to Blacksburg, Virginia, that where VTI, he left a day after 
Labor Day, just up and left. My principal was owed some favors with the current 
superintendent and he talked to theta superintendent, and he said ...'s ready for 
this job, so they moved me over there and it was an entering principalship from 
then to the remainder of the year. I walked into a situation, where the parents were 
very angry that the superintendent had redistrict and they had put most of the 
wealthy upper class in one and then the school I was assigned to was a lower 
class. They were very upset that it had been districted that way; it was almost like 
separation. That was my challenge. 

I also entered at the time and it was maybe the fourth or fifth week of school those 
schedules had been made no music no art schedules no nothing. I walked into a 
school where parents we already mad and then nothing was organized and the 
poor teachers were like that goodness someone is here and I was new at my first 
principalship. I just really rallied and said I met with the PTO group and I said 
look I've been here two weeks, I said I want you to know what I've seen positive, 
I want to ask you to help me move everybody thinking positive about the god 
things and I'll do my part and they said they would pledge to do that. I got the 
teachers on board we got everything organized, and I was there maybe four and a 
half years and it ended up being a very positive experience as far as turning the 
community around, and getting people in the schools and being happy with who 
we were and having our own identity and forgetting about the reasons how we got 
that way. It was midway through the year and another elementary school came 
open that was about twice the size of mine and again some board members knew 
me and district office assistant superintendents knew me because there was an 
alternative school placement and I had to go to them and say I need your help they 
don't need to be kindergarten children, you know. I got kind of known that way 
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because I was standing up for what was right, so the superintendent called me up 
and he said this other school is coming open and 11 would have been a move up 
for me because it was twice the size. He said would you be interested in moving, I 
said absolutely, so I moved that was a school of 922 of a very nice community, 
very pulled together, very different from my first principalship. I had an assistant 
principal, but I wasn't able to hire that person because a new superintendent could 
come on board. I got someone from the district office that had been district office 
all along and had got demoted to an assistant principal. I called Bob up and said 
look I am so excited you're coming on board, we're going to have a good time 
working together and I probably treated him differently than I would have first 
beginning as an assistant principal because he had more experience than I did. He 
was a director of guidance so he had that background I didn't have. That was 
really a positive experience and then after about four and a half years there a 
middle school came open and again I had never thought about leaving the K5 
setting even though I had those two years at the high school, all my experiences 
was in 4-6,1 had my director of education that I reported directly to kept saying 
you know you ought to try working in the middle school setting, you would be 
good. I would say Jerri I don't know, and see when this position came open I 
remembered going to the new superintendent and I just said you know, if ever a 
middle school comes open I'd be interested. See when this middle school came 
open it was the largest school in the whole school system, fourteen hundred kids. 

The new superintendent called me up and he said, Dr. West wants to talk to you 
about being a principal at [The] Middle School, so I went right up there and he 
said, do you want this job, I said absolutely. That was where I did my three or 
four month interim assistant principalship; it came back full circle kind of. I was 
there for a number of years, and loved it. We had grades three through eight. We 
had two bus schedules and school schedules, two school improvement teams, two 
everything, except we shared a cafeteria and media center, which caused some 
problem. It was where my daughter had gone through school, I stayed there for a 
number of years and I think I had 27 or 28 years of experience at that time. My 
husband got a job in Savannah, Georgia, so he said would you be willing, our kids 
were already out of college we were empty nesters at this time, so he said, would 
you be willing for us to move and I said well why not. I got on the internet and 
started looking; well I got a job in Hope County, which is two counties up from 
Crystal County, which I where Savannah is. What we did, we lived in Crystal 
County and I went to Hope. It was just 45 minutes either way. The job was 
Director of Curriculum, now I was offered a job as a middle school principal in 
Conway, South Carolina which is right outside of Myrtle Beach, and I said that's 
too far to drive that would have been like a 2 and a half drive. At any rate, I was 
lucky I got that job, a female superintendent hired me and she wanted to know 
what I thought about change and I told her how I felt I told her exactly how you 
bring about change and it was a small town just like this and I was there five 
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years. I guess it was my second year there; I went to a meeting, like all the 
curriculum directors there in first district RESA, like you're in Griffin RESA with 
me, all the curriculum director met like once a month, well Georgia Southern, 
again timing, Georgia southern was trying to get a doctorial program in 
educational leadership. They were coming to the meetings and letting us know 
what it would take and everything like that. I couldn't decided because I was soon 
to be 50 years old, and I just couldn't decide and I thought well you know I am 
going to be retiring soon and this and that. I talked to my good friend who is a 
consultant out of Dallas, Texas and I said Jill, I just can't decide what to do. I said 
it's really a good opportunity to get my doctorate degree. They're trying to start a 
new program. And she said, 'well, look at it this way. You can be fifty with it or 
fifty without it.' I did I went to Georgia southern, I faxed it like 5 minutes before 
the deadline and I finished my doctorate in two and a half years. 

My daughter, who had graduated from the University of Chapel Hill had moved 
to Seattle, Washington, she worked for the research hospital, and she had always 
had this passion for languages and literature, I am having to tell you this to tell 
you how I got where I was. She went back to UW got an 8,000 dollar scholarship 
and got a second bachelors degree and then sent out to 13 universities and she got 
a full ride to get her PhD at Princeton University, where she met her husband. My 
husband and I had been up there many times before to visit and we were sitting in 
a bar one night having a drink before we went to dinner, and there was a 
consultant there who did superintendent researches in the New England area, he 
says I want you to send me all your stuff, he says we've got so many openings up 
here. I said to my husband do you want to do this and he said why not, he said we 
don't have any kids, why not. I got a job and interview maybe six times and then I 
got a job in a wonderful regional school district, in southern Connecticut in New 
Haven. It was a wonderful experience, it was very different being a southerner, I 
was so self conscious about my southern accent and everything like that, and all 
my friends from Connecticut they said its gotten worse since I came back, that's 
because I am around people and I was very self conscious about that. I think, 
there is going to be some questions later when you say barriers, that I will talk 
about later when I get there, I again had a wonderful experience, I had a three year 
contract, they had given me a new contract and my husband, it was about five 
years then, and he said please get us back south, because he was tired of the snow 
and the rough winters and the high cost of living, the taxes were astronomical 3 
times what we pay for a home here. I contacted to Georgia school board 
association and said, I'm interested in moving back, Bill Samson who's with 
GSMA called me and said I've got a district I want you to interview for, I came I 
interviewed first and only interview I had and got the job. They named me as the 
only finalist, in other words by law in Georgia you can name three finalist, then 
you have to wait at least two weeks before you can actually appoint them , well 
they name me as the only finalist. This is my second year her and I'm so happy, 
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it's like god has looked after me through every phase of my career and that I've 
had very positive experiences, even though I've had challenges and continued to 
have challenges it's been very positive. I think a lot of that has to do with my 
attitude and the way I think about things. I refuse to focus on the negative and I 
think that it's important that you always think about the positive. So that's how I 
got where I am. 

Superintendent 3 

I started off teaching orthopedically impaired students in [another state]. I stayed 
in [another state] for a year and then moved to [inner city] and worked at a junior 
high school. At that school, I was there for three years and the second year there; 
it was one of the very first computerized learning program, learn at your own 
pace. This was back in '72 a long time ago. Students would fill out the scantron 
cards and they were scored and sent back the next day. That was interesting 
because I learned about instruction, which was because the students I had were 
able to participate in that. I was at junior high for three years and then the person 
that coordinated the programs for the orthopedically impaired, and he was going 
to another position and I thought well maybe, I think I might like to do what Bill 
Lott did. I applied for that position and that was my entry into administration. I 
was coordinator of the orthopedically impaired for [a company], it was like a 
super co-op. We covered 93 school systems in.. .a western suburb in [inner city] 
and part of Cook County. I had 33 classes of orthopedically impaired children and 
I just traveled all over the [inner city] area working with principals and teachers in 
those classes. In 1980, well I did that for 6 years then I had a baby and I stayed 
home with Alexis for a little over a year. Then I came back as a principal of a pre
school, it was kind of like our rainbow center, and we had like 40 kids and we had 
a building, it was public school for about 6 months and then we moved to 
Georgia. Then I went to work for the state department of education has a grant 
consultant in special Ed, and was there for 4 years. Then I went to Delight County 
as a consultant in special Ed budget and discipline. At first I did the special Ed 
budget, I would do the attendance report for FTE. I did all the counts and then I 
would go out and conduct manifestation meetings on students that were 
recommended for long term suspension or expulsion, it was kind of like they took 
pieces of what they wanted to get done and put them all in one position, that's 
what I did. Then the supervisor left and then I moved into supervisor of special 
education which meant that I supervised 20 program coordinators and they were 
special Ed contacts in the schools, they're the ones who work one on one with the 
teachers and then I supervised them. The Director of Special Education left and 
then I became director of special education in Delight and I did that for about year 
and a half. In Delight County, special education also included gifted and programs 
for the gifted, so I learned some things about gifted too, which was great. Then 
the assistant superintendent for student services retired and so I took her place and 
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I had that position for about 2 years. Then we moved to Bliss and I worked in 
Spice County as Director of Special Education for 5 years and then an opening for 
special education opened here and I lived and wanted to be here. I applied for that 
position and I was Director of Special Education for a year and then the HR 
person retired, so I moved into HR. Then the superintendent retired, and so I of 
course moved into here. 

[How long was it the supervisor of special education?] 

I think maybe four years. That's probably the most difficult jobs I've ever had. I 
learned a lot, I learned about allotments and how to do allotments. I already knew 
pretty much about budget, because I did it but learned about allotments and there 
were a lot of different pots. There were state allotments, local allotments, Title VI 
bill allotments, state pre-school, local pre-school and federal pre-school. I had six 
pots of money that we were hiring teachers or Para pros that we had to always 
keep straight. When the state legislature passed QBE and of course all the class 
size requirements in special education. If you went over a class size, you had to 
do something and you still do, but one of the associate superintendents used to 
tease me and say, that Linda White is going to ask for another teacher if it's the 
last day of school, and I said well if we need it I'm going to ask for it. 

[The assistant super of HR, how long was that?] 

From '03-07.That was an adjustment because I thought man, I should have been 
paying better attention to all of this certification stuff. Of course when [she] left, 
all of the teachers were hired, everything was in order and ready for the next year 
and that lasted for about 2 days. I remember I would go to I would go to agenda 
prep and [the superintendent] would say, we'll have every person report this 
month and she would say yes. I was still thinking hired and settled and let it stay 
that way, little did I know. That was an adjustment, I was always very close to 
teaching and learning and close to students and I really enjoyed working with 
parents. When I moved to HR I lost every bit of that at once. 

Superintendent 4 

We all have reasons why we chose to become teachers. I had an older brother who 
struggled in school. I desperately tried to help him with his studies playing the 
role of teacher as an elementary student. I recall waiting for the end of year report 
card to arrive in the mail after completing the fourth grade in the summer of '78 
and was devastated to find out that my brother was not being promoted a second 
time. In his eyes, he had failed once more. This was truly one of the worst days of 
my life. I felt that my brother was the child left behind and it became my purpose 
in life to help him and others like him succeed. 
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I began my teaching career with Nice County Schools in 1990.1 was recognized 
as Teacher of the Year in 1996 and was selected as Gordon County Young 
Careerist of the Year by Business and Professional Women in 1997.1 received my 
Doctorate of Education Degree in Educational Leadership from Argosy 
University, Sarasota, Florida in 2002 and presently serve on Georgia's Leadership 
Institute Executive Board. 

I spent five years in elementary and middle school classrooms and two years as a 
media specialist. I truly believe that we must travel on the inside before we can 
travel on the outside, because the journey of growth and success is first an internal 
one. I feel that I have gained credibility as a teaching leader because I was first a 
successful teacher in the classroom. I recognize that credibility is a victory, not a 
gift. Boy, was it ever tough leaving the security of my classroom. Yet, my peers 
rallied around me and encouraged me to be in a support role. I feel that the 
support I offered teachers as a media specialist and instructional technologist 
helped them see me in more of a leadership role. 

Leaving Nice County Schools for a short period was the hardest decision I had to 
make but a very rewarding one as well. My mentor was a seasoned administrator 
of more than twenty years. He taught me well. He believed in my abilities as an 
instructional leader and encouraged me to spread my wings and fly. I am forever 
grateful for his guidance. I served as an Instructional Coordinator / Assistant 
Principal for two years prior to becoming a principal at [the] Elementary School. 
I will never forget my interview for principal with the Nice County School Board. 
I recollect feeling very comfortable with a board of education that truly had a 
vision for Nice County Schools. While expecting my first child, the board was 
confident enough in my abilities to grant me an opportunity to fulfill a leadership 
role in our school system. I hope that I have served Nice County Schools well. I 
have sought to do the best job possible for the students, teachers, parents and 
community. 

My experiences as an administrator for the past twelve years have helped mold 
me into a confident learning leader who strives daily to put knowledge into 
practice. I love my job. I love everything about Nice County Schools. I am 
extremely proud of the students, teachers and leadership teams in our school 
system. Together, we are truly making a difference in the lives of children. 

Superintendent 5 

I started out at the high school and then moved to the middle school, as a teacher 
in both cases. Then I went back to the high school as assistant principal and 
worked there for 10 years. Then I became the student support service coordinator 
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which meant, I was pre-k director, did testing, was the alternative school 
administrator and the SACS coordinator. 

[How long were you a high school and middle school teacher?] 

I worked 3 years at the high school and 3 years at the middle school. Then 10 
years as assistant principal at the high school. 

[How long did you work as the student services support coordinator?] 

I worked their three years also, and after that I became superintendent. 

[How long have you been superintendent?] 

This is my first year as superintendent. 

Superintendent 6 

I was a teacher. I started at a time where teachers were being laid off. I got a job 
as a third grade teacher in a private school and I continued to work at the private 
school to the 5th grade level, until I was able to get into public schools. I taught for 
approximately thirteen years. As a teacher I was a department chair in two 
different areas, math and English. From there I moved on to being the title 1 
coordinator at the school level, I actually wrote and created a position, because 
the Title I needed expansion. So I wrote and said that they needed a Title I 
Coordinator and this is what the person would do. I interviewed for the job and I 
got the job, so that was another step. Then I became the elementary curriculum 
person at the central office, where I handled all curriculums from early childhood 
programs up until 12* grade. Then as I became more into the central office piece, 
a number of things I ended up learning how to do. Then I became director of 
instructions over all from pre-k through 12. After a secondary person left, I ended 
up with both of those jobs, then the assistant superintendent for instruction. Then I 
decided I wanted to be a superintendent, so I put in my applications and started 
interviewing. 

[How long were you the Assistant Superintendent of Instruction?] 

I was probably the assistant for about five years. Then before that, I was director 
of instructions. At the time it was a man that was assistant superintendent for 
instruction. He left. I didn't get the tile but I did get the job. 

[How long were you Title I Coordinator?] 
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I was Title I Coordinator for about 2 years, but right after that I did the director of 
elementary which basically I still did the Title I also. I never ever lost the job 
responsibility, I just took more. 

[How long were you the Director of Curriculum and then the Director of Instruction?] 

I was their probably two or three years each. I am not sure. 

Superintendent 7 

My first job in education was in the state of Mississippi. I was in a setting called 
junior high, where I taught 7th and 9 grade. I also taught physical education and 
biology, and I coached. Those coaching skills have served me well. After that, I 
moved to Georgia and taught pre-school for 6 years, I did that in a private setting. 
Then I returned to public schools and taught 5th grade for 10 years. I got my 
masters in middle grades while I was teaching kindergarten and pre-school. 
During my ten years as a 5th grade teacher, I got my Educational Specialist in 
leadership. Then I was assistant principal for 5 years and a principal for 7 years. I 
received my doctorate during that time also. 

[How long have you been the superintendent?] 

This July it will be one year as me serving as superintendent. 

Most Common Career Path 

Overall, the most common career path for female superintendents in the state of 

Georgia was through the elementary ranks. The flowchart below shows the common 

career paths of the practicing female superintendents in the study. There were many 

different variations of career paths reported overall by the participants; however, the 

researcher was able to identify a common career path that emerged from the data. The 

most prominent career path reported can be found in Figure 5 below. 
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Figure 5. Flowchart of most prominent career path to the superintendency 

Although the participants in the study traveled numerous career paths to the 

superintendency, the most common pathway was to travel through the elementary school 

and the central office before arriving at the top school position. Many of the female 

superintendents indicated that multiple experiences are important to acquire before 

becoming a superintendent. One superintendent specifically suggested, "You can be an 

assistant principal and if they don't give you the right responsibilities and the right 

experiences, you will not know enough to be a good principal. You will think you do, but 

you won't. And if they don't put you in the right situations and give you the right 

guidance as a principal, you can't come to central office and be a director or an assistant 

superintendent." 

Interview Question 10. What do you feel was the turning point in your career? 
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Superintendent 2 

I think my second principalship, when I moved from the very first one to the 
larger school. I think that was my turning point because I had succeeded, I 
mentioned that I was appointed interim principal that very first year. I don't think 
I really realized that until the end of the year, but toward the end of that year, they 
called me and said we just realized you were in an interim position; we have to 
open it up and advertise it. So, I was back again in the competition pool, you 
know, but my community went to bat for me. 

[I was going to ask that question; because it was four and a half years later and I meant to 

ask what happened?] 

Here I was again, in fear of you know of not keeping my job, because there were 
a lot of people that probably had more experiences in assistant principal than me 
and probably resented that I got the job. It was because the principal I worked for 
really, he had some ties it was a political thing, but anyway my PTO president 
went to bat for me and I did continue to keep the job. I do think the second 
principalship, where I was moved to a different school was a turning point, 
because at that time I had a lot more confidence in myself, confidence in my 
abilities. It was different being in a smaller county. So, I mean it if I did make 
mistakes, I know I did but they weren't as obvious and I was able to learn from 
those in a growing way. I think that was my turning point. 

Superintendent 4 

The turning point in my career was leaving my comfort zone and the school 
system I loved to gain experience in a neighboring district. 

Superintendent 5 

I think that the SACS review was a turning point as far as people look at me. I had 
no clue I wanted to be a superintendent until 2 weeks before I interview for the 
job. It just wasn't something I had planned on until somebody local needed to do 
it. So, I applied. 

Superintendent 6 

My career was very steady. I just think that there was a point at which that I 
realized I wanted to be a superintendent and that I had the ability to be the 
superintendent. When I talked about it too through former bosses, they would 
always try to get me to go into, well you could always go into university; you 
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could be a teacher at university that would be something you should think about. 
You know, it was almost as if they were trying to steer me away from the 
superintendency. I think that just made me want more, I just got my back up a 
little bit. I also found that, and it's interesting because when I was going to be a 
superintendent as career wise grown up in where I was the assistant 
superintendent. I applied to be the superintendent there and I dint get it, one of the 
things they told me was well you need to have a doctorate; I was about 2 or 3 
months away from getting the doctor. They ended up choosing someone that did 
have a doctorate but, after that the person didn't last which I found kind of funny. 

They had all kinds of problems with them but, he didn't last, they brought in 
another person and that person didn't have a doctor. I think that sometimes there 
are those kinds of barriers that could be placed in your way, and you just tend to 
say ok, I am going to do this, whether it means I have to you know leave and go 
somewhere else, because that also happens to people. It can happen to men too; 
sometimes you can't be a profit in your own land you need to go and you need to 
go do it. Even though you respect those people very much, don't listen to what 
people say you can and can't do. The boundaries that are placed on individuals, 
and I think we do that with students. I don't think we need to be gate keepers, I 
think we need to open up any possibility, because you can never tell who is going 
to be able to do what. I think the turning point was in just understanding that, I 
had done all of those things and I have done them well. I did have a lot of things 
to offer. 

Superintendent 7 

Yes. 

[You said it was that Harvard principal and, I didn't catch the last part.] 

The Harvard Principal Institute, the second was my doctorial program at Georgia 
State. The third was the International Baccalaureate School. 

Advice to Females Aspiring to the Superintendency 

The researchers asked the following question on both the SSI and in the in-depth 

interview: "What advice and/or encouragement would you offer women aspiring to 

become a Superintendent?" 
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One superintendent indicated that in preparation for becoming a superintendent, 

aspirant females should "Make sure you learn all you can learn about leadership and the 

role of the superintendent. And sometimes you don't know what you need to know. And 

so, I would suggest.. .strongly suggest that you spend time talking with women 

superintendents and men. Asking questions, and learning about the work." 

The responses varied and are listed in below. 

Interview Question 30. What recommendations/advice would you offer women aspiring 

to the superintendent? 

The participants offered advice to females aspiring to the superintendency. Their 

comments are below. 

Superintendent 1 

Make sure you learn all you can learn about leadership and the role of the 
superintendent. And sometimes you don't know what you need to know. And so, I 
would suggest... strongly suggest that you spend time talking with women 
superintendents and men. Asking questions, and learning about the work. What do 
superintendents do? Because sometimes people think they just walk around going 
to parties, receptions, luncheons, dinners, you know. What is the real work? And 
the part that we don't do very well on in training is teaching superintendents how 
to work with boards of education because if you can't do that, you won't be a 
superintendent. All those people in the street who love you, all those people in 
those classrooms who love you cannot keep you in the job. Now they can help get 
you out, but they can't keep you in it. And so you have to know how to work with 
a board of education because it is the majority of those folks that keep you in the 
job. 

Superintendent 2 

I mean just be yourself, and be confident in your skills and abilities and you 
knowledge that you're as good as anybody else, don't give up, don't make the 
first job you don't make you feel capable, but just sat well the person that 
probably got it knew more than me, so what can I do to improve myself. Always 
look for growth opportunities, improvement opportunities. Even non paid kinds of 



189 

things where you get involved in something to get yourself known get you 
abilities and skills known, but it's not a paid job. That's important. Do unpaid 
experiences. 

Superintendent 3 

Go for it; prepare yourself as best you can. Learn as much as you can about every 
aspect of operations of the school system. Build relationships, step out there. 
Don't be afraid if you make a mistake. I think there is a difference between don't 
make a mistake and being careless, but even with the best information you're 
going to make a mistake and you know you just kind of go on from that. Be 
patient. 

Superintendent 4 

I would recommend going through GSSA's professional development program. 

Superintendent 5 

I would recommend that they can be sure that they can make decisions based on 
the benefit of the children. Put aside personal vendettas, put aside personal 
thoughts. You have to go into this job thinking you are going to do what's right 
for your system and your children. 

Superintendent 6 

I believe that you should get the doctorate. Go ahead and get as much education 
you can, so that nobody can say, you don't have that. I just think that things that I 
might suggest they do different that I did would be, make sure you get into the 
community group, you know like Rotary, that sort of thing because that adds to be 
important on your resume. Also, you will build a network system, communities 
usually have leadership programs specific to their community. If you can get into 
something like that and go through it you will make connections. I would try to 
tell them to get a mentor, shadow somebody and see what goes on in their daily 
life. 

Superintendent 7 

I would tell them to start learning early. If you even think about doing it go to 
professional learning, go to your district office and tell someone. 



To conclude the interview, the following question was asked to provide closure 

and to provide one last opportunity for the participants to share their testimonies and 

opinions regarding the female superintendency in Georgia. The participants' responses to 

the question are listed below to provide an authentic representation of the female 

superintendent's views and responses. 

Interview Question 32. Is there anything else that you would like to add? 

Superintendent 1 

"No. I hope I've been helpful. I would like to have if not your study, at least an 
executive summary. I am saving these studies that I get as I participate with you 
guys. Because I'm going to write something and I hope there's some 
learnings [sic] from all of this, you know. 

Umm.. .because there really should be more African American women in the 
superintendency, but there need to be more who really know what they're doing. I 
have seen women come in and go. Um.. .one who was an Assistant 
Superintendent in a very large school district went to a small school district and I 
remember when she said, well I gotta hire an assistant superintendent this, and 
asst.. .1 said, your school district is only 3000 students. In small school districts, 
they don't like you to have a lot of assistant superintendents. Oh well, the board 
said I can do what I want. And I said I'm gonna tell you what a school board 
member told me and this was in Minnesota where they absolutely loved me. 

He said, ... even the strongest board member stands on sand. And he said, you 
just think about those waves coming in and as they pull the sand from under your 
feet even though they are strongly in support of you, they stand on sand! And the 
tide will come in and soon or later it'll drag them under and they won't be there 
for you. And so, and another gentleman who was recently in a school district 
down the road, and I hate to say it, I just didn't think he was prepared, but a board 
picked him. And he was there six months to the day and he's gone. And he sent 
me an e-mail yesterday cause when he called me it was too late to help him. And 
um.. .he said.. .1 said didn't you see this coming, he said, no I didn't. But you see, 
you do see it coming. You deny that it's coming, okay. Um.. .and I said, well, I'll 
help you any way that I can. I said, but you need to know this, people don't like to 
hire superintendents. He said, oh well, I'm not going to let this get me down. 
Uh.. .as a matter of fact, I'm sending out applications right away. He said, I don't 
have to be a superintendent, I can be a principal, I can be a this... 
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I said, 'Listen to what I'm saying.. .people do not like to hire superintendents or 
people who have been superintendents...unless they are retired.. .and even then 
they don't.' He sent me an e-mail yesterday that said I'm gonna send you my 
resume. Please review it. I've applied for 125 jobs. I've had 3 interviews and yes, 
you're right, people don't like to hire superintendents. First of all, he's young, 
okay. Any superintendent sees him as coming after their job and they're not 
gonna put you on a playing field unless they're really, really, really, really strong. 
OR unless you're applying at a really, really, really huge school district where 
they don't give a crap if you a superintendent or some man in town. And that's 
what I got to tell him now. But see he wasn't hearing me then and his money is 
getting ready to run out, so he's nervous and I know that. Cause I have been there, 
and I've seen it too many times and it happens to African Americans because 
we're not prepared. And we're not prepared because people don't train us, 
alright? You can be an assistant principal and if they don't give you the right 
responsibilities and the right experiences, you will not know enough to be a good 
principal. You will think you do, but you won't. And if they don't put you in the 
right situations and give you the right guidance as a principal, you can't come to 
central office and be a director or an assistant superintendent ...okay. I've seen it 
too many times and unfortunately, I've seen it a lot in the south because I know 
why black people were hired. They were hired to keep the black kids in place and 
quiet, not to teach them, not to have any real responsibility. And so, everywhere 
I've worked, I've tried to make sure... You may say... why the hell she making me 
do this? Why? But the people who stay with me, know why I did it. And the 
person I have up here now as my assistant superintendent was a classroom teacher 
in Minnesota. I made her a coordinator and then I pushed her out to be a Director 
of Curriculum and then when I came to Paradise, I asked her if she would come 
with me because she's a very smart lady when it comes to curriculum and 
instruction, but she didn't have a principalship so I made her a principal. She's 
been a principal for 5 years. She knows how to do the work, so now she 
can.. .she's white. But I have a black one who's up in the .. .she's in Providence, 
Rhode Island as a Chief Academic Officer. She's knows what she's doing. And 
she was a high school teacher of English, and she learned by sitting at my knee, 
believe it or not. And I'd give her work, and I'd say fill this out, answer these 
letters. And she got to see what the work was and then I made her a lead teacher. 
Something else she did, and I knew she was ready to be an elementary school 
principal. And my boss didn't like it. I said I will make sure she doesn't make any 
mistakes. Put her in an elementary school, and I said don't do too much, 
[she said] These teachers aren't teaching!. They're not teaching!. 
I said, you can only go after one, maybe two at a time, 
[she said] I got more than that! 
You can only do two at a time, okay. She was there 6 years. Did a fantastic 
job.. .raised the student achievement and um.. .1 had a chance to bring her down to 
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Paradise and then she went up to Providence, Rhode Island. She needs to go after 
a superintedency now but she's just is a little hesitant about it. 

Superintendent 2 

I just think that any female who wants to be in leadership position, again should 
never give up. Should always say, I am just as good as anyone else and if not 
better. I know that I have the abilities and skills to do the job and find a way to 
sell yourself through verbalization, to hire up to demonstrations, just to sell 
yourself as a person, so that you can get your ultimate goal. Always reevaluate 
your goals, just because, they do change as you learn new skills. I think that's 
important for any leaders to re-evaluate where you are and where you want to be. 

Superintendent 3 

I think I'm conscientious. I am passionate about what I believe in and I have 
goals. I was not driven to be superintendent, and I am not necessarily flattered that 
I am superintendent. I don't think I take it too seriously; I got a job to do like 
everybody else. I hope to goodness that I am not arrogant to being superintendent, 
because you know what, that serves no purpose. I hope I am not full of myself, 
because that's not good either. I am working hard like everybody else here. This 
is a position that I am enjoying very much, and will do it as long as the board 
wants me too. If they decide that they don't want me anymore, I do respect that 
and so I will move on. I think I understand that the reality is that, kind of like the 
situation, you might not know about it, it happened this fall. I made a 
recommendation and the board did not go along with it and this was a biggie. You 
know, I am not one of those that say that we have to have 5-0 vote every time. If 
they're really looking at issues and questioning things, that's ok, that's their job 
too. This was one that burned me and they know now that I was right. It had to do 
with an employee that didn't tell the truth on their application and it was a real 
mess. And I wanted the person terminated and they didn't but she won't be back 
next year. We've had to live through a big hard year. She was making life 
difficult for a lot of folks by being dishonest. They know now. That night I was 
just flabbergasted and [the chairman of the Board] said call me when you get 
home. T said I am not happy.' He said call me when you get home and I said ok. I 
first called the principal and said, she will be back tomorrow. And so he came in 
the next day and he said, you know we didn't ask you this when we interviewed 
you. How would you act if we didn't go along with your recommendations and I 
said, I understand that. And I respect the board. And I do!, she said emphatically. 
I said 'but, I guess I fell like Scarlet O'Hara in Gone With the Wind, tomorrow is 
another day and we'll put it behind us and we'll go forward'. And I said, 'the 
board will be sorry that they didn't support me on this and I am confident in that... 
I still love you but we are going to go forward.' And we did and she has just been 
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awful. And they couldn't do the right thing and I didn't set them up. I didn't give 
them information outside of the hearing process because I knew that was 
unethical. I could have let it go our way if I would have played the cards 
differently, but I am going to play by those rules. You know I do respect our 
board of education and the job that they do. Those were little setbacks... I never 
had a setback that I thought was a deal breaker and I know some superintendents 
do. I guess I could but we will see. 

Superintendent 4 

We are fortunate to have strong leaders at every level in our state. Georgia is 
blessed. 

Superintendent 5 

Good luck with your program. I know it's a tough thing to do... do your research 
and write your dissertation. It is a harder thing than being a superintendent, and 
work on top of that. 

Superintendent 6 

No! 

Superintendent 7 

It is very gratifying to see younger women have these goals, because I think it is 
something I never saw as possible. By the same token, there are still sacrifices 
that have to be made women than by a man, as far as family, time and abilities to 
take time in the employment unless you are single. So, that is part of awareness. 

Several themes emerged from the data. Particularly, nine common patterns 

emerged as the researcher analyzed and coded the qualitative and quantitative data. Those 

themes are listed below. 

Emergent Themes 

The answers to all three research questions revealed common themes that are 

reported in this section. Nine major themes emerged from the analysis of all of the 

qualitative and quantitative data collectively: (i) the ultimate goal of helping children, (ii) 



The Men's Hut, (iii) risk taking, (iv) professional womanhood, (v) the political nature of 

the superintendency, (vi) prioritized family over career, (vii) turning back the clock, (viii) 

having a supportive family, and (ix) learning about the work. 

The Ultimate Goal of Helping Children 

Using narrative inquiry, the researcher coded the data and grouped similar 

responses to identify emergent themes. The first code used to synthesize the data was 

HC. This code was assigned to all comments that dealt with helping children as a goal 

indicated by the superintendents. Each superintendent expressed a sense of urgency for 

doing what was in the best interest of children. Each superintendent felt that this should 

be a priority for all superintendents. When analyzing the data, the research specifically 

extracted statements that related to this theme using the coding process described above. 

Superintendent 1 said, "I will fight for my kids." She further suggested "I view 

the work of the superintendent as the person who is going to make the educational 

opportunities available to children. That person is going to be the chief student advocate 

in the community and in a region. We can really have a voice in advocating for children 

in public education." Superintendent 1 also emphasized, "I think I was and still am a risk 

taker for children and I'm going to do whatever I think I can get away with for children. I 

am a maniac for kids." All of these statements made by Superintendent 1 were assigned 

a code of HC. 

Superintendent 2 said, "I also became a superintendent because I truly care about 

helping children, and in a position of superintendent, you have the most opportunities to 



help children at all learning levels." This statement was assigned a code of HC and was 

analyzed with other similar statements. 

Superintendent 3 said, "It wasn't that I just liked to work; I wanted to see things 

happen for children." In response to another question she said, "That direction is a focus 

of student achievement. That's what I want to do; I hope we are making progress in that." 

She also suggested, "I would want people to have confidence that we are moving forward 

and we are doing what we need to do to get our children forward. That's why we're here 

and if we forget that, then we are lost." These statements were also assigned a code of 

HC. 

Superintendent 4 said, "I view myself as someone who is committed to doing the 

very best I can for the students..." This statement was assigned the HC code, as well. 

Superintendent 5 strongly urged, "What I think of most in my decisions is how it's going 

to affect our kids. You have to keep that first in all the decisions you make." 

Superintendent 6 said, "I feel like you come upon us to make sure that every child gets 

the highest possible instruction they can and that we challenge everybody." She also 

mentioned, "I think the most significant thing is that I feel like you come upon us to make 

sure that every child gets the highest possible instruction they can and that we challenge 

everybody." All of these comments were assigned a code of HC and these codes led to 

the first emergent theme, The Ultimate Goal of Helping Children. 

Every superintendent at some point in the interview indicated that their ultimate 

goal was to make an impact for children. One superintendent said, "we [superintendents] 

can really have a voice in advocating for children in public education." Another 
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superintendent stated that the reason she decided to become a superintendent was because 

she "truly cares about helping children." She further states that "In a position of 

superintendent, you have the most opportunities to help children at all learning levels." 

Another interview participant provided the following reasoning for becoming a 

superintendent, "I care about the community and I care passionately about the students. It 

wasn't that I just liked to work, I wanted to see things happen for children and I felt like 

things had started here and I wanted to keep the momentum going." 

The recurring theme involving the reason the ladies have been so successful in 

obtaining and maintaining the position of school superintendent is the drive and passion 

the women have for children. Collectively, they all have a desire to make a difference in 

the lives of the students whom they touch. Additionally, one female superintendent 

urged all aspirant females to be sure that they make decisions based on the benefit of the 

children." This was an important priority with heavy emphasis placed for the female 

superintendents in the study. 

The Men's Hut 

This theme emerged from the analysis of the second research question. 

According to one superintendent, "the men's hut is alive and well." While the 

terminology varied, all superintendents acknowledged Georgia as a good old boy state 

with good old boy politics. For years the good ole' boy system has been referenced as a 

barrier existing for females advancing to educational leadership throughout the 

country(Skrla, 1999; Young, 1999; Blount, 1998; Grogan, 1996; Shakeshaft, 1989a). 

This concept was also referenced in this study. As a whole the greatest barrier expressed 



197 

on the SSI by the female superintendents in the study was the male dominated 

networking/socializing traditions like golf and hunting. This was ranked as the highest 

modest barrier experienced by female superintendents in the study. 

The second highest barrier was the hierarchical societal structure where men are 

assumed to be in positions of leadership with a mean of 2.88, which indicated a modest 

barrier. The superintendency being a traditionally male occupation followed behind with 

a mean of 2.76, which was also a modest barrier. 

In the interviews, several female superintendents indicated that the good ole' boys 

network was still alive. Using the process of coding and identifying emergent themes, the 

researcher assigned a code of GB for all statements made in the in-depth, personal 

interviews that related to the "good ole' boys" network. One female superintendent 

mentioned, "I faced many obstacles prior to becoming a superintendent because of my 

gender." Superintendent 1 indicated that the "men's hut" was alive and well. She said, 

".. .they still have the old boy's network. I mean it runs real well.. .the good ole boys. 

There's still the men's hut. You know, and if you're not in the hut... um.. .and they do let 

women in. And I'm not sure what kind of women they let in, but they let them in. I think 

I may have been let into the tent, just a little bit, okay? Um.. .and I say a little bit 

because.. .um.. .1 think some of them are a little intimidated by me." All of these 

statements were assigned a code of GB. 

Another superintendent specifically referenced this type of barrier in the follow-

up interview. She stated: 
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There were obstacles being young and female, and like I said, females didn't have 
people that could sheppard you and take you under their wing. You didn't get to 
go to a lot of the mature meetings. If there were events, or if there were golf 
games, you are usually not there, because you didn't play golf. If you didn't learn 
that then you weren't out there. I think that, you have to deal with things, like I 
was asking to be in the Kiwanis club early on but, it was mostly male dominated 
and it was very awkward. You have to decide if it is something I want to push or, 
is it something I can live without. 

This response was assigned a code of GB, as it related to the good ole' boys 

network. 

Superintendent 2 specifically remarked that she was a good old boy. She said, 

"Georgia is Deep South and it's the old boy network.. .I've always considered myself one 

of the good old boys, I'm not a mimsypimsy female. I can talk sports with the best of 

them. I can talk golfing. I can talk fishing. Just because of how I was raised and things I 

do with my husband. We go deep offshore fishing, that's something we enjoy doing. I 

just... I do think it's a good old boy network." She wanted the message to be clear that 

she had obtained nothing because she is female and that she has pursued each position 

that she has wanted regardless of her race. She perceived that females should not use 

being female as a crutch; they should prepare themselves and be willing to step out and 

apply for the positions of interest to them. 

Although the men's hut or the good ole' boys network was identified as a barrier, 

a few of the female superintendents wanted the message to be clear to females that being 

female is neither a crutch nor a hindrance. Superintendent 2, for example, urged "I just 

think that any female who wants to be in a leadership positions, again should never give 

up. Should always say, I am just as good as anyone else and if not better." 



Overall, half of the interview participants seemed to prefer not to be singled out 

because of their gender, specifically when referring to barriers that have been faced. 

Several superintendents indicated that there were some struggles and barriers that were 

faced that were not different from those that men face. They liked to look at the barriers 

and obstacles from an androgynous perspective. One superintendent said, "Females have 

the same opportunities as men and should be willing to take the risk necessary to obtain 

the success they desire." Although barriers exist for women that may or may not exist, 

overall some of the practicing superintendents suggested that their success even with 

these potential barriers is evocable. There are difficult situations as in any career field; 

however, as a whole the female superintendents indicated that with the right amount of 

knowledge and experience, women can be successful in the position. 

Being Willing to Take Risks 

This research study provided compelling evidence that females in educational 

leadership perceive themselves as strong, competent risk takers. In one of the personal 

interviews, Superintendent 2 suggested, "I just think that women have more opportunities 

now than ever before and they should not shy away from getting out of their comfort 

zone and not be afraid to try something new." 

Overall, a common theme that emerged from the data was the fact that success of 

female superintendents in Georgia was based partly on the participants' willingness to 

take a risk and to continue to learn about the position. When asked what specific 

characteristics enabled her to achieve the top school position, one superintendent 

indicated on the SSI that it was her "resilience, flexibility and open mindedness." 



Another participant suggested that aspirant females "step out there" and not be afraid to 

make a mistake. 

The findings are evident that females in the superintendency have to deal with 

difficult policy and operations issues. Some of the issues are very controversial and 

difficult to deal with; however, all the superintendents indicated that this was a necessary 

evil and was simply part of the job. 

When analyzing the data, the interview transcripts were reviewed for common 

themes. Comments relating to risk taking were assigned a code of RISK. The following 

statements related to risk taking were analyzed together: 

Superintendent 1 said, "I think I was and still am a risk taker for children..." 

Superintendent 3 suggested, 

Then when we do tell them to do it in a different way and they don't, then we've 
got to be willing to take it on and make those hard decisions, if there are folks that 
don't need to be working in a school, we've got to be willing to take it on and get 
them out and we have done that. That's not easy but, it the right thing to do for 
children, so I guess some of that, not being afraid to take a risk, being willing to 
listen, being will to negotiate a plan everyone can live with and to know that 
everyone is not going to be happy. 

Superintendent 7 said, 

The other thing is the ability to take risks. Particularly, this last assignment of 
superintendent they gave us about six hours notice. Just having the willingness to 
take risks and putting yourself in that position." She also suggested, "I think that 
does sometimes hold back many people, particularly women in education. Many 
times women that are in education, they have taught for a number of years, which 
I have found to be different than men in the superintendency. They have not spent 
the same amount of years in the classroom that a woman has. After spending a 
number of years in the classroom they get comfortable and enjoy doing what they 
are doing. So, sometimes it's kind of a risk to put yourself in a new track and in 
an administrative track or leadership track. 
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All of these statements and data points were assigned a code of RISK and yielded 

the common theme, which the researcher calls Risk Taking in this study. 

Managing Professional Womanhood 

Many participants wanted it to be clear that being a woman should be an excuse 

for not reaching for the professional goal of becoming a superintendent. The data used to 

answer all three research questions revealed this common theme. 

On the SSI, one female superintendent suggested that "as with any goal for any 

person (not just women), if you want it, prepare yourself. Look for opportunities. Be 

open-minded. Be willing to constantly learn new things and do not take disappointments 

as 'defeats.'" She further mentioned knowing individuals who applied for many 

superintendent positions before selected. She urged that there has to be the right 'match' 

for the individual and the community. 

Surviving the Political Nature of the Superintendency 

The data used to answer research questions 2 and 3 revealed that the highest 

ranked barrier by the female superintendents in Georgia was the political nature of the 

position of superintendent. This became apparent based on the results of the 

Superintendent Survey Instrument. The superintendents as a whole ranked this index as a 

modest barrier. This result was supported by the in-depth interviews. 

All the superintendents in this study had developed strong intuitive skills, 

mediation skills, sensitivity and the ability to articulate tactfully when working through 

difficult situations; most of them had learned to be politically savvy. 



Prioritizing Family over Career 

In talking about balance in their lives most superintendents did not balance their 

professional and personal lives very well. The data used to answer the third research 

question showed that all of the participants indicated that this should be a priority and 

that a leader, particularly a female leader, should avoid allowing the professional life to 

interfere with the family life. One of the superintendents offered the following caution, 

"there are still sacrifices that have to be made women than by a man, as far as family, 

time and abilities to take time in the employment unless you are single. So, that is part of 

awareness. 

Family and home responsibilities, place bound circumstances, move with spouses, 

personal goals and misalignment with the school organization goals were identified early 

as contributors to women's lack of administrative success in early years (Brunner, 1998; 

Shakeshaft, 1989b). In Grogan's (1996) study of women superintendents, women 

expressed fear of failing as a mother, responsibilities for the maintenance of relationships, 

and the difficulties coping with household responsibilities as daily stressors in balancing 

work and family. In this study, practicing female superintendents seemed to be doing a 

better job of balancing family and professional lives. One superintendent in the study 

suggested that she does not balance her personal and professional lives appropriately but 

her new husband was going to help her with that. She said, "I don't. Now that I'm 

married, I have a husband who's gonna help me. He said you can say I've gotta go take 

care of my husband now." 



Many of the superintendents suggested that this was a difficult balance to ensure. 

One said, "You have to prioritize what's important that you get done and the world won't 

come to an end if you don't get what you want to get done. I really learned, during that 

first principalship, how to strike a balance, how to attend the things I needed to attend, 

how to know when it was ok not to attend something, selective worrying, picking the 

battles that you fight and not beaten yourself up if at the end of the day you don't finish 

everything on your check list. It was important that I be able to go to my child's scouts 

and band and her ballet, and all that stuff, it is important that I had one on one quality 

time with my husband." 

An older, yet novice superintendent stated, "That is actually not a problem for me. 

My children are grown and my husband is very supportive. He gets aggravated once in a 

while when I work late, all week long, but I don't think you've seen anything like the 

month of May is going to be. He is very supportive and very understanding, so it isn't a 

problem for me." 

Along the same lines another superintendent said: 

I don't think there is a balance. I have never done that and, now that I am getting 
to a point where probably 4 years from now I can retire, it concerns me. Now, I 
don't know if there are many superintendents that have a life outside of what they 
do. That is something that I must have missed that page. I would say that people 
need to do that, you know it was my family and it was my work. You know, I 
would go home from whatever hour days I would have and, like most women do 
the laundry, clean the house, and cook dinner, I mean, that's just what I did. So, 
there wasn't any sense of this is my time I am going to learn how to play tennis or 
go bike riding or that kind of things. I don't think I ever did that, so that's 
something I would caution younger people to do. Try to find a way that you can 
do something different, have a hobby, have friends, co you can just release stress. 
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Similarly, another practicing female superintendent said, "I don't balance it well 

sometimes. I do make it a priority; I do set goals to not do any work, for my family or just 

for myself." She suggested that all females should read a book titled The Seven Habits 

of Highly Effective People. She said that this book helped her learn the importance of 

balancing work, managing time, and prioritizing. She said, "The philosophy was valuable 

and I kept it until this day." She learned how to plan her thinking time just as you would 

plan your doctor appointment or whatever. She urged that those kinds of things should 

never get eliminated. 

Even though the research seems to indicate that many women are doing a better 

job of balancing family and work, it remains an issue to be dealt with for most women in 

high-ranking positions. All of the women in this study acknowledged this as a important 

factor in the work of a leader. 

Turning Back the Clock 

When analyzing the interview transcriptions, the researcher assigned a code of 

WY to all statements that the superintendents made regarding whether they would pursue 

the positions of school superintendent again if they were given the opportunity. A 

questions was asked during the in-depth interviews that allowed the participants to 

indicate whether or not they would accept the job if they were able to rewind the clock or 

turn back the time. 

When asked, Would you do it all over again? 

Superintendent 1 said hesitantly, "Um..hmm. Yes." 



Superintendent 2 emphasized, "Oh absolutely, this will not be my last 

superintendency." 

Superintendent 3 said, "emphatically, "Absolutely!" 

Superintendent 4 urged, "Yes, I love being able to chart a course for the future of 

our schools. I want to continue our tradition of excellence." 

Superintendent 5 said, "I would, I really enjoy the job." 

Superintendent 6 said, "Yes, I would do it all over again." 

Superintendent 7 said, "... yes I would do it all over again." 

All of these statement were assigned a code of WY. These codes yielded the theme 

Turning Back the Clock. The researcher reports that turning back the clock wouldn't 

change a thing for the female superintendents. All interview participants in the study 

revealed that if they were given a second chance, that they would relive the experience of 

accepting the position of female superintendent. All seven of the interview participants 

indicated a passion for doing what they did to help children be successful. Hence, 

turning back the clock would not make a difference in their decision. 

Having a Supportive Family 

The superintendents were asked to talk about their childhood, who was the most 

influential person as they were growing up, and what values and attitudes were instilled 

in them. This data was collected to provide an answer for third research question. Each 

superintendent expressed appreciation for help thy received from supportive family 

members. Several mentioned supportive husbands who understood the commitment and 

tenacity of their spouse seeking a superintedency position. They were also asked how 
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they viewed themselves professionally and personally. All of the women were confident 

and believed in what they were doing. Each female superintendent referenced a family 

member, i.e. husband or mother, who has been instrumental in their success. Each 

superintendent suggested that they receive an untiring amount of success. 

One superintendent suggested: 

I think the biggest support I have had has certainly been my husband. Having 
someone else that was in education and knows what you are talking about, what 
you are going through, just having someone you can bounce off of, that's not 
going to share anything is really very important. 

Another superintendent stated: 

I think my professional hero is [my husband]. I mean he's my husband but, he's 
also my best buddy. He was a great sounding board and we worked at the state 
together, but then he left. He was always a good sounding board, he was in [one 
city] and I was in Delight, I think I was a sounding board for him but he was also 
one for me, just a big supporter. 

Learning about the Work 

When analyzing the data, specific codes were assigned to key concepts that were 

recurring throughout the interview transcripts. Several comments were coded using the 

code LJ to represent the importance of learning about the job. Many of the 

superintendents suggested that females interested in rising to a position of school 

superintendent should learn the work in order to overcome obstacles or barriers that 

present themselves in their path to the superintendency (Research Question 3). One 

superintendent shared her personal testimony and through this testimony she offered a 

suggestion that all aspirant females be open to the notion of life-long learning. She 

stated: 
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Being a school superintendent had not been a career goal of mine. Being 
appointed to 'interim superintendent' meant I had to learn a lot and learn it fast. 
While I felt comfortable with curriculum, instruction and human resources, I had 
never been involved in a school construction program, selling bonds, etc. 

All of the female superintendents referenced the need to continue learning about the role 

of superintendent if that is a desire. 

The participants offered additional advice to females aspiring to the 

superintendency. Their comments are below. All of these comments were assigned the 

code LJ, which later led to the emergent theme of Learning about the Work. 

Superintendent 1 suggested: 

Make sure you learn all you can learn about leadership and the role of the 
superintendent. And sometimes you don't know what you need to know. And so, I 
would suggest.. .strongly suggest that you spend time talking with women 
superintendents and men. Asking questions, and learning about the work. What do 
superintendents do? Because sometimes people think they just walk around going 
to parties, receptions, luncheons, dinners, you know." She further urged aspirant 
females to find out what the real work is. This may involve finding a mentor. 
Because another dynamic that is important to learn is how to deal with a Board of 
Education. 

She further suggested that "you have to know how to work with a board of education 

because it is the majority of those folks that keep you in the job." When asked what 

advice she would give females aspiring the superintendency: 

Superintendent 2 said: 

Always look for growth opportunities- improvement opportunities. Even non-paid 
kinds of things where you get involved in something to get yourself known, get 
you abilities and skills known, but it's not a paid job. That's important. Do unpaid 
experiences. 

Superintendent 3 suggested that a female superintendent should: 
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Go for it; prepare yourself as best you can. Learn as much as you can about every 
aspect of operations of the school system. Build relationships, step out there. Be 
patient. 

Superintendent 4 urged that females get involved in the Georgia School Superintendents 

Association professional learning opportunities. She said that this is something that 

aspirant leaders could get involved in even before pursuing the position. "I would 

recommend going through GSSA's professional development program." 

Superintendent 5 said: 

I would recommend that they can be sure that they can make decisions based on 
the benefit of the children. Put aside personal vendettas. Put aside personal 
thoughts. You have to go into this job thinking you are going to do what's right 
for your system and your children. 

Superintendent 6 said: 

I believe that you should get the doctorate. Go ahead and get as much education 
you can. Make sure you get into the community group, you know like Rotary, 
that sort of thing because that adds to be important on your resume. Also, you will 
build a network system. Communities usually have leadership programs specific 
to their community. I would try to tell them to get a mentor; shadow somebody 
and see what goes on in their daily life. 

Superintendent 7 said: 

I would tell them to start learning early. If you even think about doing it, go to 
professional learning; go to your district office and tell someone. 

The women in the study also thought graduate degrees were necessary. All but 

four of the women held a doctorate degree. Many said they thought the doctoral degree 

was necessary, validating, and empowering. All of the women sought course work and 

experience in areas that would enhance their abilities. All joined professionals and civic 

organizations and had leadership positions outside of the superintedency, such as the 



Chamber of Commerce, Rotary Club or United Way. By participating in leadership 

positions in professional and civic organizations they gained reputations for being 

intelligent, highly motivated, serious about education, and hard working educators. They 

attended conferences and seminars (both statewide and national) to stay abreast of the 

changes in instructional and administrative trends. All of these women were energized 

by their positions and were constantly seeking to achieve academic excellence in their 

school district. These women knew they were unique as women superintendents and 

participated in GSSA as a way to connect with other administrators. Most of the women 

acquired academic and professional mentors to support their work and to get input and 

guidance when needed. Most of the women in this study had experiences with mentors 

who encouraged them and provided opportunities for them to reach the superintendency. 

Overall the practicing female superintendents saw relevance in obtaining as much 

training and education as one possibly could in preparation for the superintendency. 

They perceived that this was the sustaining factor that led to success in the position. 

Results Summary 

This study explored the testimonies and experiences shared by practicing female 

superintendents in the state of Georgia. The themes that emerged had some pronounced 

components that uncovered specific testimonies and experiences of females in the 

position. There were also some quiet components that reveal an obliviousness or 

defiance of barriers they had faced. Nine major themes emerged from the analysis of the 

qualitative and quantitative data: (i) The Men's Hut; (ii) Helping children as the ultimate 

goal; (iii) Being willing to take risks; (iv) Managing professional womanhood; (v) 
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Surviving the political nature of the superintendency; (vi) Prioritizing family over career; 

(vii) Turning back the clock; (viii) Having a supportive family; and (ix) Learning about 

the work. These were all discussed in this chapter. Chapter Five provides an overview of 

the findings and also offers suggestions for future researchers to consider when studying 

similar topics. 



CHAPTER 5 

SUMMARY, CONCLUSIONS, IMPLICATIONS, AND RECOMMENDATIONS 

Summary of the Study 

Women who are able to climb to the highest rungs of the educational leadership 

ladder are already faced with tougher critics than their male counterparts, and often find 

themselves having to prove a lot more to their superiors. The researcher administered a 

survey to all female superintendents in the state of Georgia and conducted seven 

"standardized open-ended interviews" (Patton, 2001, p. 349). Overall, the results of this 

study provided a description of the female superintendency in the state of Georgia. 

Specifically, this study examined what barriers to the superintendency existed for females 

in Georgia. Also, the researcher ascertained how some females in the state overcame 

these obstacles in achieving and maintaining the position of public school superintendent. 

Through the use of the qualitative and quantitative data, the researcher was able to 

identify patterns and themes that emerged as female superintendents described 

themselves. This research contributes to the body of literature involving the advancement 

of females as leaders in education, particularly at the level of superintendency in Georgia. 

Discussion of Major Findings 

This study was designed to explore the testimonies and experiences shared by 

successful, practicing female superintendents in the state of Georgia. The experiences 
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that emerged rather had some pronounced components that uncover understandings of 

female's succession in the position. There were also some quiet components that reveal 

an obliviousness or defiance of barriers they had faced. Nine major themes emerged 

from the analysis of the qualitative and quantitative data: (i) The Men's Hut is Real; (ii) 

Helping children is the ultimate goal; (iii) Being willing to take risks; (iv) Managing 

professional womanhood; (v) Surviving the political nature of the superintendency; (vi) 

Prioritizing family over career; (vii) Turning back the clock; (viii) Having a supportive 

family; and (ix) Learning about the work. 

.A Changing Trend 

"I believe sometimes job opportunities and things in your life happen all because of 

timing..." 

The timing seems to be right for females in Georgia because the state has 

increased the number of female superintendents over the last fifteen years. In 1991, there 

were 15 females as superintendents of public school districts in Georgia (Glass, 1992). In 

2000, this number increased to 21 (Lee, 2000). In 2007, when the researcher first began 

following this unique population of educational leaders, the Georgia School 

Superintendents Association website indicated that there were 43 female superintendents 

in the state. In 2009, this number increased to 47 (Georgia School Superintendents 

Association). This information shows that the trend is indeed changing. Even over the 

course of data collection for this study the number of female public school 

superintendents increased. There were five cases where a school superintendent retired 

during the data collection phase of this study and was replaced by a female. 



213 

One survey participant suggested that the trend is definitely changing regarding 

women in leadership. She stated, "As in other areas, the corporate world, government, 

clergy, we see women in leadership positions in education. It shouldn't be a question of 

gender. Who is selected for a position (in any field) should be based on individual skills 

and strengths." 

While this is also true for the nation, the rate of increase is not as great as in 

Georgia. Georgia has more female superintendents than many other states. It would be 

impactful for a national study to take place to investigate this phenomenon based on 

current data and trends. 

Several participants also offered advice to females aspiring to the superintendents. 

Their comments are below: 

1. "Demonstrate knowledge, skill, and integrity. Build network of colleagues but 

don't get caught up in the political game." 

2. "Study hard to ensure that you are prepared to do the work; also know that you 

have potential to be a great superintendent." 

3. "Do not be afraid to ask for help or direction." 

4. "You need to have a 'valued' friend to bounce things off of; sometimes it is your 

husband, most of the time it is your colleague." 

5. "Become knowledgeable in all areas of administration and curriculum." 

6. "Volunteer to take on administrative duties to show interest in learning." 



Conclusion 

Male-dominated cultures, over time, can make even the most competent and 

strong women begin to doubt themselves. Instead of trying to fix one's feminine self to fit 

the male standard, perhaps aspirant female superintendents need to continue to change 

the world of work to allow, accept, and even seek the different ways women 

communicate and lead. This research study provided compelling evidence that females in 

educational leadership perceive themselves as strong, competent risk takers. 

According to Deborah Collins-Stevens (2007), the first step on the upwardly 

spiraling pathway of leadership is identifying self. An aspirant female leader should be 

able to identify her own abilities, values, and priorities. Female superintendents in this 

study have obviously found themselves and place success as an ultimate priority. This 

knowledge was acquired through continued reflection on life experiences. It was evident 

that these women had self-knowledge; it showed in the interviews more perceptibly. 

The interviews allowed the researcher to conclude that female leaders should 

expect the unexpected. In today's society, change is one of the few things education can 

count on, so it makes sense for aspirant leaders to learn to manage it. The researcher 

suggests, based on the data collected in this study, that women strive to embrace change 

instead of fighting it. 

Implications of the Study 

As a woman, wife, mother, teacher and administrator, the researcher is well aware 

of the influences that both one's personal and professional experiences have on their 
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capacity to lead. The researcher has personally experienced the demands that leadership 

can have on the family and how those demands can add stress and strain to the 

relationships with a spouse and a child. 

The underlying themes, revealed by this research, have implications for women 

considering the superintendency. Recent studies have covered the shifting paradigm in 

the characteristics of a twenty-first century leader and the emergence of women as 

educational leaders. This study explored the experiences, testimonies, and obstacles faced 

by female superintendents in Georgia. Many researchers have identified the most 

valuable characteristics of today's leaders as building and maintaining relationships, 

collaboration, communication, change and innovation and servant leadership. The 

participants in this study identified personal characteristics that mirrored those found in 

the literature. 

Although the study involved a very special, unique and finite population, the 

number of responses within that finite group was limited. The researcher was able to 

capture the voices of 53% of the practicing female superintendents, and it would be 

impactful to obtain the perceptions and voices of the entire population of female 

superintendents in the state. The first recommendation is for future researchers to find 

creative ways to increase the response rate. 

The implications of the research on females in educational leadership for training 

programs, for practice, and for theory and research in educational administration are wide 

ranging. If the field were to continue to heed female's experiences, universities might 
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restructure training programs and rewrite textbooks to accommodate these testimonies 

and experiences. In addition, the findings from this study might be used, along with other 

research, to shape the preparation programs of educational leaders and to bring a 

heightened sense of awareness to the barriers, both internal and external, that women face 

as they move from educational administration programs to the actual role of educational 

leader. These educational leadership programs could provide services, such as child care, 

that allow women to pursue their education now rather than waiting until their children 

are grown and their obligations to the family are fulfilled. 

Also by bringing awareness to the struggles that many aspiring female school 

leaders face, this study and others like it might also highlight the many skills and the 

sense of passion that many women in educational administration embody that would be 

useful for search firms and school boards who are seeking qualified applicants for the 

superintendency. 

Recommendations for Future Research 

The findings of this study may have implications for other research for women in 

the superintendency. Future researchers might consider investigating the process used by 

female superintendents to establish successful mentor relationships and to establish 

successful political networks. Additionally, the male perspective regarding female 

superintendent in Georgia should be captured in order to see the full 360 degree 

dimension. 
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Another relevant study may involve the investigation of differences between male 

and female leadership styles. It would also be impactful to investigate the career paths 

for women superintendents in different regions in the United States or in another country. 

Additionally, there is a void in the current literature involving minority women in the 

superintendency. An additional implication would be for one to conduct a case study or 

interview study on minority women in the superintendency. 

With a small, finite population as in this study, it is important to get a larger 

number of the participants to respond. 

Future researchers should interview the high number of women who have 

progressed as female superintendents in the United States and explore if they do so 

specifically due to perceived inflexibilities and glass ceilings that they have encountered 

in patriarchal structured organizations. These findings may reveal the truth behind the 

perceived attainment of equality and the 'level playing field' in the educational leadership 

market of the current time. 

Another intriguing study would be the study of "aspiring" superintendents. It 

would be valuable research to study females who wish to be selected as a superintendent 

in Georgia, but continue to face obstacles and barriers in the selection process. Also, to 

add to that study, the male perspective of barriers to the superintendency would be 

interesting. 
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Summary 

The most influential position in public education is the school district 

superintendent. This position has been dominated by men since the late 19th century, 

when the first female superintendent was appointed. There has been little research 

describing the female superintendency in Georgia. This research sought to describe who 

the females were that had successfully attained the position of public school 

superintendent in Georgia. This research also allowed the practicing female leaders' 

personal testimonies and experiences in the position to be revealed. This led to the 

discussion of specific obstacles and barriers faced by the women and strategies employed 

to overcome the barriers. 

The intent of this study was to contribute specifically to the research on females in 

the superintendency in Georgia and introduce female aspirants to successful role models 

for the superintendency. The focus of this study went beyond the barriers and reflected 

on the experiences that female superintendents in Georgia were encountering. Women 

who aspire to become a superintendent can use the information in this study to read about 

the experience of women who attained the top leadership position in public schools and 

offered advice that may lead to their future success. 

In addition, the qualitative findings from this study could be used to design 

questionnaires, surveys and quantitative studies for continued exploration of the 

characteristics of female educational leaders and the experiences that have shaped them. 
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Closing Remarks 

Much of today's research concludes that when females are given the opportunity 

to demonstrate their leadership skills, then schools and children benefit. Not only would 

the practice of including more women in educational administration increase the number 

of qualified applicants for an ever increasing number of administrative positions, but it 

would also send the message to young, developing leaders that good leaders can come 

from either sex. 
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Appendix A 

Mercer IRB Approval 

JL. ^ f X U N I V E R S I T Y 
Institutional R.e\'i&w Board 

^ 6-F©b~2009 for Research Involving Unman Subjects 

Ms. Lya R. Whiting Snell 
Mercer University 
Tift College of Education 
Department of Educational Leadership 
3001 Mercer University Drive 
Atlanta, GA 30341 

RE: Female Superintendents in Georgia: Their Lives, Testimonies, Obstacles and Shared Experiences (H0902062) 

Dear Ms. Whiting Snell: 

Your application entitled: "Female Superintendents in Georgia: Their Lives, Testimonies, Obstacles and Shared Experiences" 
(H0902062) was reviewed by this Institutional Review Board for Human Subjects Research in accordance with Federal 
Regulations 21 CFR56.110(b) and 45 CFR 46.110(b) (for expedited review) and was approved under Category 5, 7 per 63 
FR 60364. 

Your application was approved for one year of study on 13-Feb-2009. The protocol expires 13-Feb-2010. If the study 
continues beyond one year, it must be re-evaluated by the IRB Committee. 

New Application 
Please complete the survey for the IRB and the Office of Research Compliance. To access the survey, click on the following 
link: http://www.zoomerang.com/Survey/?p=WEB227URK2RB6Q 

Upon completion of your study please complete the Final Report Form located at the following link and submit to our office: 
http://www2.mercer.edu/NR/rdonlvres/5430F76E-1C63-47EF-A723 0642F543CB1 F/0/StudvFinalReport 2 .doc 

It has been a pleasure to work with you and much success with your project!! If you need any further assistance, please feel 
free to contact our office. 
Mercer University IRB & Office of Research Compliance 
Phone (478) 301-4101 
Fax (478) 301-2329 
ORC Mercer@Mercer.Edu 

Respectfully, 

Ajuania G. White, MPH, CHES, CIM 
Member 
Institutional Review Board 
AGW/acr 

Mercer University has adopted, and agrees to conduct its clinical research studies in accordance witn, the 
International Conference on Harmonization's (ICH) Guidelines for Good Clinical Practice. 

1 508 Col lege Street • M a c o n , Georgia 3 1207-0003 
(478) 301-4101 * F A X <478) 301-2329 

http://www.zoomerang.com/Survey/?p=WEB227URK2RB6Q
http://www2.mercer.edu/NR/rdonlvres/5430F76E-1C63-47EF-A723
mailto:Mercer@Mercer.Edu
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Appendix B 

Georgia Department of Education Letter of Permission 

m GEORG1 
D E P A R T M E N T OF 

EDUCATION 
Policy & External Affairs 

Kathy Cox, State Superintendent of Schools 

February 4, 2009 

Mercer University 
Office of Research and Compliance 
3001 Mercer University Drive 
Atlanta, GA 30341 

Dear Research and Compliance Committee: 

It is my understanding that Ms. Lya Snell will be conducting a research study under the 
guidance of Dr. Penny L. Elkins and Dr. Olivia Boggs on "FEMALE 
SUPERINTENDENTS IN GEORGIA: THEIR LIVES, TESTIMONIES, 
OBSTACLES AND SHARED EXPERIENCES". Ms. Snell has informed me of the 
design of the study as well as the targeted population. 

I support this effort and will provide any assistance necessary for the successful 
implementation of this study. If you have any questions, please do not hesitate to call. I 
can be reached at (404) 657-2965. 

Sincerely, 

Michael A. Ashmore, Ph. D. 
Policy Director 

2053 Twin Towers East - Atlanta, GA 30334 - (404) 657-2965 - Fax (404) 657-6978 - www.gadoe.org 

An Equal Opportunity Employer 

http://www.gadoe.org
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Appendix C 

Permission Letter for Survey Instrument 

titled Barriers to the Superintendency 

Mercer University 
Office of Research Compliance 
3001 Mercer University Drive 
Atlanta, Georgia 30341-4115 

To whom it may concern: 

I give permission to Lya R. Whiting Snell to use the survey instrument that was 

developed for a study of female superintendents in the state of Texas. The Superintendent 

Survey Instrument is published in Barriers Faced by Women: A Study of Female 

Superintendents in Texas (2006). All information and material from this study are subject 

to copyrights. Any reproduction, retransmission, republication, or other use of all or part 

of this study must be properly cited. However, this letter serves as written permission for 

use in the study Female Superintendents in Georgia that will be conducted by Lya Snell 

as part of her doctoral studies at Mercer University. 

Sincerely, 

Holly Galloway, Ph.D. 

2113 Haas Lane 
Austin, Texas 78728 
512-252-7240 
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Appendix D 

Letters of Consent 

MERCER 
X V l U Ni VERSITY 

Informed Consent 
Title of Project: FEMALE SUPERINTENDENTS IN GEORGIA: THEIR LIVES, TESTIMONIES, OBSTACLES 
AND SHARED EXPERIENCES 
Investigator: Lya R. Whiting Snell 

You are being asked to participate in a project conducted through Mercer University for the Tift College of 
Education Educational Leadership Department. Mercer University's Institutional Review Board requires 
investigators to provide informed consent to participate in this project. 

It is hoped that by completing this survey we will be better able to determine and get a better understanding of the 
opinions and thoughts of current female superintendents in the state of Georgia. The purposes of this study are to: (1) 
examine what barriers, if any, to the superintendency exist for women; (2) ascertain how some females in the state of 
Georgia have overcome these obstacles to reach the position of superintendent of school systems; and (3) find out 
what the female superintendents are doing in the position to overcome obstacles faced because of their gender. 

There are no expected risks or discomforts from participating in this study. While you may not receive any personal 
benefit, we hope that the information provided will make a difference in the lives of aspiring female superintendents 
and also influence other female leaders. Your insight and testimony will add to the body of knowledge regarding 
women in leadership. This study proposes to address the problem of women's lack of progression to the position of 
school superintendent by examining plausible connections and relationships among factors that relate to females 
reaching this rank. This study will obtain in-depth perceptions and information by gathering the perspectives of 
current female superintendents in the state of Georgia and exploring their personal experiences. 

The survey is completely confidential. The researcher will not share any identifying information reported on the 
survey instrument and/or in-depth follow-up interview with anyone. Pseudonyms will also be used when referencing 
a particular school district. The survey will be analyzed and included in the research study in aggregate without any 
personal identification. Refusal to participate in this study will have no effect on any future services you may be 
entitled to from the University. Anyone who agrees to participate in this study is free to withdraw from the study at 
any time with no penalty. 

By signing this form, you understand also that it is not possible to identify all potential risks in an experimental 
procedure, and you believe that reasonable safeguards have been taken to minimize both the known and potential, 
but unknown risks. 

D Yes, I agree to participate in the project. nNo, I do not agree to participate in the project. 

Participant Signature Date 

THE DA TED APPRO VAL ON THIS CONSENT FORM INDICA TES THA T THIS PROJECT HAS BEEN RE VIEWED 
AND APPROVED BY MERCER UNIVERSITY'S HUMAN SUBJECT REVIEW BOARD (478) 301-4101 

APPROVED: EXPIRES: 

Elsrc&i *j!n<¥WSttylRB 

!3tf6m«e£ Consent 
lipiraiiDf? 0a?<? OZIAS 
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MERCER 
JL V J L U N I V K R S I T Y 

Info fined Consent 

Title of Project: FEMALE SUPERINTENDENTS IN GEORGIA: THEIR 
LIVES, TESTIMONIES, OBSTACLES AND SHARED 
EXPERIENCES 

InvostiguLor: I.ya R. Whiting Sncll 

You are being asked to participate in an in-depth. senti-structured interview through a doctoral 
research project conducted through Mercer University for the Tift College of Education 
lidueatiojial Leadership Department under the direction of Dr. Olivia Boggs and Dr. .Mary 
O'Phelan. Mercer University's Institutional Review Hoard requires investigators to provide 
informed consent to participate in this interview. It is hoped that by completing a survey and a 
follow up interview, we will be better able to determine and yet a better understand the opinions 
and thoughts of female superintendents in the state of Georgia. 

There are no expected risks or discomforts from participating in this study. While you may not 
receive uny personal benefit, we hope that the information provided will make an impact in the 
Held regarding women in educational leadership. 

This interview will be completely confidential. Pseudonyms will be used to represent you. as 
the participant, and your school system in order to protect the confidentiality of your responses. 
During the interview. I will ask lor the conversation to be recorded. The recorded interview 
records, the interview transcriptions, and any other information relating to the interview held with 
>ou will be locked in a file in the researcher's office for a period of three years and destroyed 
after that time period. The interview transcriptions will be included in the research study in 
aggregate without any personal identification. Within a week following the interview, the final 
transcriptions will be sent to you for verification and member checking purposes. Refusal to 
participate in this study will have an effect on any future services you may be entitled to front the 
University. Anyone who agrees to participate in this study is free to withdraw from the study at 
any time with no penalty. 

You understand also that it is not possible to identify all potential risks in an experimental 
procedure, and you believe lltat reasonable safeguards have been taken to minimize both the 
known and potential but unknown risks. 

Yes, t agree t« par t ic ipate No, I tin not agree to 
par t ic ipate in the project . in the project. 

THE DATED APPROVAL OX THIS COSSEXTFORMISDKAiES THAT THIS PROJECT HAS 
BEES REVIEWED AND APPRO i ED B Y MERCER l/X/S ERSITVS fiU.X (AX SUBJECT 

REVIEW BOARD r-t'fij J01-4I0I. 

APPROVED: O Z / f 3 , Z^OO? F.XPIRHS: O 2jr'/ 3 / ZG/O 

We appreciate vour cooperation in taking time to tell us w hat you think and reel. 
Mercer I "Diversity JRO 
Approval San: G > Z / / jfzjC&l 
liilhrm,"d O i n w n i 
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Letter to Female Superintendents 

Dear School Superintendent: 

I am writing to invite your participation in a study on female superintendents in the state of 
Georgia. I am currently completing a doctoral dissertation at Mercer University in Macon, 
Georgia. The purpose of my research is to examine the barriers, if any, faced by female 
superintendents in Georgia. Many studies focus on the superintendency in other states; I am 
interested in the perspectives of female superintendents in the state of Georgia. 

Your participation in this study will significantly contribute to the gap in the literature that exists. 
The results of this study will benefit all who are currently involved in current trends in 
educational leadership, such as educational leadership programs at higher education institutions 
and professionals aspiring to the superintendency. This dissertation is under the direction of Dr. 
Olivia Boggs and Dr. Mary O'Phelan, Associate Professors, Tift College of Education at Mercer 
University. 

This study will involve two methods of data collection: a survey of all female superintendents in 
the state of Georgia and in-depth interviews. I would like for you to complete the survey 
instrument enclosed. I would also like to spend a day in your school district individually 
interviewing you, as the superintendent. This can be scheduled at your convenience. The school 
district and all participants in this study will be assigned pseudonyms and will remain entirely 
anonymous. Participation in this study is strictly voluntary. 

The last question on the survey instrument enclosed asks if you would be willing to participate in 
a follow-up, in-depth interview with the researcher. If you answer yes to that question, I will call 
your office within the next two weeks to schedule the interview. I understand that your schedule 
is quite busy; therefore, should you agree to participate in this study, it would be helpful to have a 
designated person to assist with scheduling the interview. 

Thank you for your consideration of my request. Your participation will help to inform female 
leaders that aspire to follow you footsteps. If you have any questions, please feel free to contact 
me at lyasnell(g),bellsouth.net. Dr. Olivia Boggs may be reached at boggs_om(a>mercer,edu. 

Cordially, 

Lya R. Whiting Snell 
Doctoral Degree Candidate 
Mercer University 

*Phone numbers were also provided. 
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Superintendent Survey Instrument (SSI) 

Female Superintendents in Georgia 

The purpose of this questionnaire was to gain insight from all of the female 
superintendents in Georgia. This survey will help describe the overall female 
superintendent in the state. 

Part I: Demographic Information 

1. How long have you been a superintendent? 
• 1-3 years 
• 4 - 10 years 
• more than 10 years 

2. Which one oi the following describes the county in which you are the superintendent 
of? 

• inner city 
• rural 
• suburban 

3. Check all of the following positions that you have held within a K12 school setting. 
• Teacher (K-5) 
• Teacher (6-8) 
• Teacher (9-12) 
• Assistant Principal (elementary school) 
• Assistant Principal (middle school) 
• Assistant Principal (high school) 
• Principal (elementary school) 
• Principal (middle school) 
• Principal (high school) 
• Coordinator/Director (Central Office Position) 
• Assistant/Associate/Deputy Superintendent (Central Office) 
• State Department of Education Position 
• Consultant 
• Executive Position in Corporate America 

4. Do you plan to retire after leaving the superintendency? 
• yes 
• no 
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n undecided 
5. Have you experienced discrimination in your current position because of your gender? 

• yes 

• no 

6. If you answered yes to the previous question (Question #5), please explain. 

7. What are some obstacles you have faced in the superintendency (or in your 
advancement to the position), if any? 

8. What is your leadership style? 

9. What do you believe are the trends of the near future for educational leadership, 
particularly regarding females in leadership? 

10. What advice and/or encouragement would you offer women aspiring to become 
Superintendents throughout the state? 

Part II: Barriers to the Superintendency 
(copyright 2006 by Dr. Holly Galloway) 

Directions: Please evaluate the following statements and circle the number that you feel 
best represents your experiences. Use the " 1 " to "5" scale below and circle your response 
to each item. 

1 = No Barrier 
2 = Minor Barrier 
3 = Modest Barrier 
4 = Strong Barrier 
5 = Extreme Barrier 

Gender Equality 
4 5 (1) The presumption that men are more 

competent leaders. 

(2) The masculine structure of the 
superintendency. 

(3) The superintendency being a 
traditionally male occupation. 

1 2 3 4 5 (4) The hierarchical societal structure 
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(5) 

where men are assumed to be in 
positions of leadership. 

Intimidation by men used to make 
you feel undeserving. 

Recruiting and Hiring Practices 

2 3 4 5 (1) Predominately male school board 

2 3 4 5 (2) The assumption that men have strong 
disciplinary skills and weak teaching 
abilities. 

2 3 4 5 (3) Male dominated networking/ 
socializing traditions like golf and 
hunting 

2 3 4 5 (4) Inequity in hiring or promotion 
based on "who you know" 

2 3 4 5 (5) Posted qualification/requirements for 
employment, (i.e. high school 
principal experience) 

1 

1 

1 

2 

2 

2 

3 

3 

3 

4 

4 

4 

5 

5 

5 

(1) 

(2) 

(3) 

Women's Decisions 

Postponed career for marriage 

Postponed career for family 

Decided to take time for children 
before pursuing the superintendency 

(4) Prioritized family ahead of career 

CareerPaths 
5 (1) Discouraged by peers to pursue the 

Superintendency 
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1 

1 

1 

1 

2 

2 

2 

2 

3 

3 

3 

3 

4 

4 

4 

4 

5 

5 

5 

5 

(2) 

(3) 

(4) 

(5) 

Limited leadership opportunities 
leading to the superintendency 

Lack of advice related to available 
jobs leading to the superintendency 

Interruptions in career path 

Previous work experience 
incongruent with qualifications 
necessary for the superintendency 

Demands of the Job 

1 

1 

1 

2 

2 

2 

3 

3 

3 

4 

4 

4 

5 

5 

5 

(1) 

(2) 

(3) 

Public arena of the superintende 

Stress and conflicts of the 
superintendency 

Advanced knowledge and skills 
required to perform as a 
superintendent 

1 2 3 4 5 (4) Specific required knowledge of 
finance 

1 2 3 4 5 (5) Political nature of the position of 
superintendent 

Optional Question: 

Please describe how you overcame a barrier or series of barriers in order to become a 
superintendent. 

Additional Question: 

Would you be willing to participate in a follow-up, in-depth interview with the researcher? 

Dyes 
• no 

Thank you for your assistance. Please return the survey in stamped envelope provided. 
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Interview Protocol 

1. Why did you decide to become a school superintendent? 

2. What was your academic preparation for the superintendency? 

3. Tell me the story of your success. How did you get to where you are? 

4. Starting with your first job in education, describe your career path to the 

superintendency. 

5. Were there any interruptions in your career path? If so, why? 

6. Which experiences have helped you achieve the superintendency? 

7. What specific professional and personal characteristics enabled you to achieve the 

top school position? 

8. What are some obstacles and/or barriers, if any, that you have faced in your 

position as school superintendent? 

9. What personal and/or professional barriers, if any, have you encountered in your 

path to appointment as superintendent? 

10. What do you feel was the turning point in your career? 

11. How do you view yourself as superintendent? 

12. Would you share another story about your experiences as superintendent? 

13. Would you do it again? Why? 

14. Has gender played a role in your leadership philosophies? If so, how? 

15. What strategies did you employ to overcome any barriers that you have faced? 

16. To what do you attribute your career success? 

17. What is the most important thing that has happened to you as superintendent? 

18. What reasons or theories do you possess as to why Georgia has so few female 

superintendents? 

19. What reasons or theories do you possess as to why Georgia has a higher 

percentage of female superintendents as compared to the national average? 



20. In your opinion, how could this situation be remedied to improve the 

representation of females in the superintendency positions in the state? 

21. Who was the most influential person as you were growing up? How do you feel 

that they shaped you? What values/attitudes were instilled as you grew up? 

22. Who were your professional role models? How did they influence your career 

path? 

23. How do you balance your personal and professional life? 

24. What factors do you feel contribute to the success of women administrators? 

25. Share some lessons you have learned in being politically savvy? How did you 

learn to negotiate? 

26. What do you feel has been your most significant contribution as superintendent? 

27. Describe any formal or informal support systems you feel have impacted your 

successful career advancement (i.e. mentors, support groups, professional 

organizations). 

28. How do you serve as a mentor to aspiring female superintendents? 

29. What kinds of formal and informal practices are in place within your current 

school division to encourage females to enter and advance in the field of school 

administration? 

30. What recommendations/advice would you offer women aspiring to the 

superintendency? 

31. How have your personal and professional experiences defined how you think 

about and practice leadership? 

32. Is there anything else that you would like to add? 
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THANK YOU NOTE 



Appendix H 

Thank You Note 

Thank you for taking the time to participate in this 
research project. Your contribution has added to the 
body of knowledge involving female superintendents. 
Thank you for your time and assistance. Good luck in 
the future and I wish you all the best! 

Warm regards, 

Lya Snell, Ph.D Candidate 
Mercer University 
2009 
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Appendix I 

CURRICULUM VITAE 

Lya Renee Whiting Snell 
212 Windy Circle 

McDonough, GA 30253 
e-mail: lyasnell@bellsouth.net 

Education: 

2009 Doctor of Philosophy (Educational Leadership) Mercer University 
2006 Specialist in Education (General Administration) Central Michigan University 
2002 Master of Education (Mathematics) Alabama State University 
2001 Bachelor of Science (Mathematics) Alabama State University 

Professional Appointments: 

Coordinator of Secondary Mathematics June 2008 - Present 
Henry County Schools McDonough, GA 

• Organize and supervise textbook adoptions 
• Assist with the implementation of the Georgia Performance Standard for 

mathematics 
• Analyze test data to help the district make instructional decisions 

Director of Curriculum August 2007 - June 2008 
Butts County Schools Jackson, GA 

• Supervise various instructional programs: ESOL, Gifted, Title I SES, K-12 
Mathematics, K-12 Science, Testing and Assessment 

• Organize and supervise textbook adoptions 
• Assist with the implementation of the Georgia Performance Standard for 

mathematics and science 
• Coordinate and supervise the district's Title 1 SES tutorial program for 

mathematics and reading 
• Assist with testing and assessment -all administrations and all levels 
• Analyze test data to help the district make instructional decisions 

Graduate Research Intern Summer 2000 
United States Patent and Trademark Office Crystal City, Virginia 

• Reviewed, processed, and resolved Patent Requests involving chemical 
engineering and biotechnology 

• Awarded patents to eligible applicants based on proposal content 

mailto:lyasnell@bellsouth.net
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Mathematics Teacher August 2003 - June 2008 
Jackson High School Atlanta, GA 

• Teacher of Advanced Placement Calculus, Honors Pre-Calculus, Trigonometry, 
Algebra III, Algebra II, Algebra I 

• Leadership Team Chairman 
• Administrative Intern to the Principal 
• Instructed, mentored, and trained students in the area of Calculus, Algebra, 

Trigonometry and Mathematical Analysis. 
• Prepared students to successfully pass the Georgia High School Graduation Test 
• Prepared students to successfully pass the Georgia End of Course Test 

Mathematics Teacher August 2001 - June 2003 
Selma High School Selma, AL 

• Organized the curriculum for rigorous Advanced Placement Calculus, Pre-
Calculus and Advanced Algebra courses to be taught 

• Enhanced the computational, algebraic and critical thinking skills of students 
through manipulatives and cooperative learning groups. 

• Instructed, mentored, and trained students in the area of Calculus, Algebra, and 
Advanced Mathematical Concepts. 

• Prepared students to successfully pass the Alabama High School Graduation 
Exam 

• Served as coordinator of the Miss Selma High School Scholarship Pageant 

Curriculum Writer June 1999 - August 2000 
Georgia Department of Education Atlanta, GA 
Office of Standards, Assessment and Accountability 

• Assisted in developing the state-mandated Georgia Performance Standards for 
grades 6 - 1 2 (implemented in the state of Georgia) 

Mathematics Consultant April 2007 - July 2009 
Georgia Department of Education Atlanta, GA 

• Assisted in writing and editing assessment items for the Online Assessment 
System for the Georgia Department of Education 

Graduate Assistant 
Department of Mathematics & Computer Science 
Alabama State University, August 1998 to May 2001 

Montgomery, AL 
• Instructed undergraduate college students in the areas of mathematics, 

biology, and chemistry 
• Assisted professors with the instruction in mathematics and science 

courses 



Research: 

Dissertation: 

Whiting Snell, L. R. (2009). Female Superintendents in Georgia: Their lives, testimonies, 
obstacles, and shared experiences. Unpublished manuscript. Mercer University, Macon, 
GA. 

Field Study: 

Whiting Snell, L. R. (2006). Teachers' Perceptions of a whole school reading program 
integrating mathematics in the everyday curriculum. Unpublished manuscript. Central 
Michigan University, Mt. Pleasant, MI. 

Thesis: 

Whiting, L. R. (2002). Topology: A specific description of a particular topological space as 
either an interconnected space, a path connected space, or the union of two disjoint 
nonempty open sets given specific boundaries and a comparison to a Hausdorff 
Kolmogorov quotient. Unpublished manuscript. Alabama State University, Montgomery, 
AL. 

Senior Research: 

Whiting, L. R. (2001). Binary Relationships: A study of partially-ordered sets (posets) and 

Combanitorics. Unpublished manuscript. Alabama State University, Montgomery, AL. 

Professional Organizations: 

• National Council of Supervisors of Mathematics (NCSM) 
• Georgia Council of Supervisors of Mathematics (GCSM) 
• Georgia Council of Teachers of Mathematics (GCTM) 
• National Council of Teachers of Mathematics (NCTM) 
• National Association of Professional Women 
• Georgia Association of Educational Leaders 
• American Educational Research Association (AERA) 
• National Council on Measurement in Education (NCME) 

Honors and Achievements: 

• 2007 Star Teacher 
• Teacher of the Month: February 2007, January 2006 
• Finalist for 2004 & 2007 "Teacher of the Year" 
• 2006 Nobel Educator of Distinction 
• 2007 Mrs. Henry County American Queen 
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